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ORGANIZATIONAL FACTORS OF GAREER MANAGEMENT EMPLOYED

IN THE TRANSITION ECONOMY

Abstract:

The aim of this research was to determine which
organizational factors have an impact on the
realization of individual employee career plans.
The sample was of a quotient, random selection of
the respondent, of the size of 60 examinees (n = 60).
|t was formed from 201arge organizations from all
over Croatia. The survey was conducted by direct
survey. The regression analysis method was
applied. The regression equation of organizational
factors that affects the career development of
employees is calculated and determined.
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Author’s data:

0f the Six independent variables included, it was
estanlished that the most impacted on the career
plan of the employees IS the analysis and
enrichment of the work, followed by psychological
monitoring. The lowest coefficient of regression
has been shown by career workshops and career
charts.
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Introduction

In Human Resources Management, the Career
management seament today is one of the key
points. The realization of individual career plans
employees is not only focused on the personal
aspects, interests and contents of each employee,
but also requires organizational support. Without
organizational support, it is not realistic to realize
a planned career. Employees successfully
achieving their career plans achieve a nigher
degree of job Satisfaction, areater productivity,
creativity and innovation, loyalty to the
organization, more responsiole for doing jobs,
avoiding better stress at work, etc. It is therefore
an interest of all oroanizations that within the
human resources management system potentials
are applied in the best way to the management of
employees' careers.

S0 far, a lot of works have been published, which
outlined the methods, and the ways in which
management seeks to help employees achieve the
greatest satisfaction in achieving their careers. It
IS constantly emphasized and emphasizes that the
role and support of the organization is
irreplaceable in that. One of the fundamental
characteristics of this is that these contributions
are mainly contributed by the results generated in
the developed human capital markets. By doing $o,
itreduces their applicative dimension in transition
economies.

It is not unknown, and it is unexplored that
organizations have a significant influence on their
employees' careers. What is still largely unknown,
and thus unexplored, are all the tools availale to
managers for successful career management.
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This paper seeks to highlight organizational
content and factors that can have a positive impact
on the realization of individual career plans of
employees in organizations in transition
economies. It is believed that the research results
that are being presented will provide a creative
incentive for human resources management in
these organizations to give greater attention to the
careers of employees and direct their activities in
this direction. One of the perhaps basic issues that
will be encountered during the research is that the
concept itself, and thus the model of human
resources management in the transitional
gconomy, is underdeveloped, researched and
therefore reduced efficiently.

Career success

Career development and career management are
measured by success. Wnat is implicit in itself is:
what is success in your career? There exist in the
theory and practice of career management
different opinions about it [21. Career success is
firstand foremost individually colored and it is not
possible to talk about the unique criteria and
benchmarks that would be worth for each
individual career. To evaluate career success, it is
possible to use several criteria [121:

a) Inner feelings related to employee
satisfaction and the perception of this
satisfaction,

) The employee's life Dbalance and
achievement and the balance that consists of the
balance between his work obligations and his non-
work obligations,
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c) The level of achievement of the realization
of the life goals of the employees through the work
and the organizations in which they are moving,

) The level of fulfillment and the efforts
made regarding the realization of the established
career development plan, the correction of the
plan,

e) Autonomy in work and freedom of
independent decision-making in the work process,
f) The character of the working environment
and the degree of employee identification with the
organization and the working group,

0) Opportunities for selecting jobs and work
tasks that are in line with the available knowledge
and skills that the employee possesses,

h) Rank and status of employees in the
Wworking group and organization

Despite the developed career metrics and career
achievements, some of these categories are still
very difficult to quantify and objectively measure.
Four approaches to looking at career performance
[7l:

1. Individual approach,
2. Structural approach,
3. Behavioral approach,
4. Contemporary approach.

Individual approach comes from the theory of
human capital. This approach simplifies the focus
of career tracking metrics observed through
individuals within the organization. They invest
most in career development in their education,
training, gaining experience and expect that they
Will be adequately rewarded based on their efforts
and investments. According to this approach,
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career success is directly proportional to the
quality of human capital that the individual brings
tothe labor market [6].

The structural approach is Dbased on the
assumption that there are a number of objective,
different structural features that present
limitations to the individual in the development of
his career [81. The size of the organization or its
activity, or the organizational structure, are one of
the structural factors. Larger organizations, for
example, unlike smaller, have more structured and
advanced organizational levels and opportunities
and allow their employees to Qive more
opportunities and efforts to advance in this
organizational structure and thus in their career.
In addition to the stated Structural features, the
structural approaches often include the frequency
of employee advancement and the quality of the
system of promotion of human resources in
organizations [8].

Abenavioral approach implies that employees have
full control over their choice and career
development. By doing So, they can assess their
positions, roles and chances in organizations in
the direction of their career development. The basic
empnasis of this approach is that employees
should permanently take proactive roles in
developing their own career. This role can be
realized using different interpersonal and
intrapersonal strategies such as: self-initiation,
dentification, imitation etc. [21. The main
limitation in this approach is the existence of a
perfect labor market and its functioning [11].
Within this perfect market, individuals can realize
their career and measure success in their career.
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Gontemporary career approaches are based on a
cumulative outcomes in career development
resulting froma long period of individual behavior.
There are three approaches to the modern
approach: the concept of an unlimited or
boundless career, the concept of a protean career
and the concept of an intelligent career [31.

Organizations factors in career
employees’ management

Human career IS realized Solely within
organizational  systems and differs from
organization to organization. Oroanizations
determine employee profiles, job content, job
performance regimes, goals to be achieved, Skills
and skills that employees need to have
successfully accomplished their tasks.

Seligman comes to the knowledge that people are
advancing in their careers when they are able {0
develop positive emotions and emotional
relationships, then positive  psychosocial
interactions in their working group, and a positive
engagement in the organization [121. He argues
that due to the absence of these three components,
there is a shortage of career development. The
empnasis inthis approach is mainly on the aspects
0f an individual employee, and not on aspects and
content of an organization in supporting the
development of each member's career. Ryan and
Deci, present the research results that link the
career development with the autonomy of the
employees, their competencies during the work,
and the connection of the work operations and the
information they need to perform the job
successfully [111. They point to the need and more
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importantly try to promote the concept of intrinsic
motivation of employees as significant support in
career development. Although this approach has a
shift towards Seligman's standpoint, a number of
other factors that determine the success of
employee careers, with which organizations can
influence it, remain unclear. Valey brings the
results of extensive psychological observations
and research and points out that they need an
effective career [161: self-awareness; Self-
confidence, cognitive knowledge, interpersonal
competence; skills in achieving identity,
communication skills; skills in running teams and
teams. Thouah the great role and significance of
these, as well as other numerous psychological
determinants in career achievement, is not a real
career success, just focus on them.

Perhaps one of the most important contributions
10 the identification of organizational factors in
the realization of the career of employees is
brought by Arthur and Rousseau. They claim to be
[1l:

a) Self-employment tools for employment.
Include: career planning workshops, Self-
managing  career  workshops,  retirement
retirement workshops, computer software and its
implications in career management.

h)  Assessment of organizational human
potential.  Includes  career  promotion,
psychological monitoring, assessment centers,
interviews, job analysis.

c) The internal labor market, which includes:
career manuals, career charts, resource center,
information support.

) Individual ~ employment  counseling
involving: managers, senior career advisors,
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human resource center staff, specialized external
consultants.

6) Business analysis systems, including
informal testing, job vacancy advertising, job
auditing, rotation staffing, internal staffing
systems.

f) Development programs that include:
enrichment and design of jobs, job changes, in-
house training, external seminars and workshops,
training costs reimbursement, training of career
management supervisors, dual career programs,
mentoring system, employee orientation.

Although this is a well-structured presentation, it
i$ not realistic to consider that there are not many
other organizational factors that can affect the
realization of the career of employees.

Based on this systematization of organizational
factors that assist in the realization of the career
of employees, the following Six factors are
empirically investigated in the observed
organizations:

1. Gareer workshops (RpkJ, [13]

2. Gareer promotion (Pro), [61

3. Psychological tracking (Psi), [8]

4. Analysis and enrichment of jobs (Apo),
(101

5. Gareer rankings (Ska), [13]

6. Revision and staffing rotation (Rev), [17]

Methodology

Target
The basic and sole objective of the research is to
identify which organizational factors and to what
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extent they have an impact on the realization of
individual employee care plans.

Hypothesis

The following basic hypothesis is defined in
accordance with the set goal:

Ho - Successful realization of individual employee
career plans depends on multiple organizational
factors.

Sample

The sample was quotient, random selection of the
respondent. The sample size was 60 (n = 60). It was
formed from 20 large organizations from across
Croatia, random selection. Only those
organizations that have confirmed that they have a
well established and developed Human resources
management center are involved.

The sample did not include respondents with less
than 10 years of work experience, as well as
subjects older than 60 years of age. Also, no
respondents who previously stated that they did
not make a clear and understandable career plan
or did not remember the elements of that plan were
involved.

|tis assumed that inclusion of less than ten years
of work experience will not yield reliable results
because they may not objectively offer valid
answers to their career performance (career in the
initial stage) and compare the same with the
career plan [101. No respondents older than 60 are
involved because it is questionable how much they
would be interested in participating in this survey
(drop in interest, retirement preparation, end of
career) [101.
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Respondents

The respondents were employees in various, large
organizations from all over Croatia. 50% of
respondents were men and 50% women, with 50%
of middle class employees and 50% of high class
employees.

Test instruments

The satisfaction of the satisfaction with the career
accomplished was based on the questionnaire on
satisfaction with the career realized [141. The
questionnaire was used in its entirety in an
unaltered original form. Levels of satisfaction:
completely dissatisfied (1), satisfied (2),
completely satisfied (3).

Dependent variables were offered to respondents
at five levels: it did not affect my career (1); very
little has affected (2); influenced my career (3),
greatly influenced my career (4), most influenced
my career (5).

Variables

The independent variable (Y) is the realization of
the career plan of employees, and the dependent
Variables are:

1. Career workshops (Rpk),

2. Careers promotion (Pro),

3. Psychological tracking (Psi),

4. Business analysis and enrichment (Apo),
. Career rankings (Skaj,

6. Revision and staffing rotation (Rev),

Other possible variables as systematically exposed
1o Arthur and Rosseau could not be included since
they were not in career management in the
observed organizations.
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Interviewing

The survey was conducted by a direct survey during
September-December 2018. There was a completely
anonymous character about which respondents
were notified before the start of the test. Surveys
were conducted by interviewers prepared for this
task.

Methods
The regression analysis method according to the
equation was applied:

Y = ﬁo+ﬂ1X1+ﬂ2X2+g

or shown in the model of this research:

Y =
ﬂ0+ﬂ1Rpk+ﬂ2Pro+ﬂ3Psi+ﬂ4Apo+ﬂSSka+ﬂ6Rev+g

Coefficients of regression were estimated by the
|east squares method [51:

RSK = S ei= YY)

The F-test for determining the determination
coefficient (R) and the t-test for the significance of
the determinants were used [9]:

N kzﬂl_o
_ Sﬁj

Variation autocorrelation (DW) was performed
using the Durbin-Watson test [41:

$ 2
Z(gt - gt—l)
t=2

w- &
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Limitations

Observed organizations have largely had developed
forms of human resources management, but
within them are still underdeveloped forms and
management content of the career of employees.
There was also a considerable difficulty in the non-
homogeneous Structure of career management
model of employees within organizations [6].
Gertainly, for a larger study, it would be good to
form larger size samples, preferably with multiple
layers of choice. However, given the resource
potential and the objective of this research, it was
not possinle.

Data processing

For the statistical analysis of the data collected,
the SPSS for Windows software version (version
20.0,SPSS Inc., Chicago, I1linois, USA) was used.

The results

The  following  regression  equation  of
organizational factors influencing the career
development of employees has been calculated
and determinea:

Y =7,425 - 0, 1508 Rpk+ 0, 3511 Pro+ 0, 5279 Psi— 0, 6025 Apo+ 0, 2714 Ska

0, 4921 Rev
t 252 4,03 1,84 7,49 3,38 9,01 5,22
R? =0,86 F =8249 DW =1, 87

From the equation there is an approximate and possible
conclusion that the organizational factors involved in
the realization of the career plan employed by the
perceived flow of the respondents have the most
influence on the analysis and enrichment of the jobs
and then the psychological monitoring. The lowest
coefficient of regression shows career workshops and
career rankings.

Employees, in fact, experience that their career
performance is most affected by the various activities
that management takes in the field of monitoring work,
analysis, and adding new content to their jobs. Also,
various forms of psychological assistance, advice and
suggestions during the job are considered to have a
significant influence on the course and career
achievement.
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It is not a satisfying role for the existence and
functioning of a career workshop that can have a
negative impact on career achievement in the long run,
as employees do not acquire the necessary personal
knowledge through the training sessions within the
workshops and the interaction of knowledoe about
managing their own career. Thus, ina certain sense, the
role and significance of individual efforts of every
employee to care for their career is undermined, which
can negatively affect the success of a career. Likewise,
the low-ranking career rankings point to the possible
conclusion that observed organizations nave not
sufficiently developed their organizational structure
within which there are no clearly visible layers of
hierarchical upsets employed during their career or are
not clearly visible and availanie to employees.
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A relatively high determination coefficient Suggests
that 86% variance of the dependent variables is
interpreted with the sixindependent variables included.
Thus, only 14% remained untroubled, which would
probably be further reduced by the possibility of
inclusion of any of the possible organizational
Variables that Arthur and Rousseau systematically
exnibit (1.

The T values, shown at each regression coefficient,
indicate that all independent variables in the study are
statistically significant at the 5%o significance level.
The high F value of the regression equation indicates
that the determination coefficient is significant. Thus,
all six coefficients of regression involved are
sionificantly different from zero. F values do not
indicate the possible multicollinarity among the
examined variables.

Given the calculated value of the Durbin-Watson test, it
IS concluded that there s no autocorrelation of the first
rank among the observed variables.

Discussion

What is the wisdom and reality of this research?

Since no positive autocorrelation was observed among
the observed variables, it was not necessary to
determine the establisned regression model with

additional variables. If that was the opposite, it is
questionable now much it could be. Namely, the
practical and additional variables could not be
generated in the observed organizations. Adequate
transformations of existing, involved variables would in
that case be not only demanding but rather uncertain.
|t remains debatable how many other, exogenous, non-
involved variables that make up the personal
characteristics of each of the respondents (employees
outside the organization) affect the overall satisfaction
of the respondents with a career. But the answer to that
question was not the focus of this research.

It is also questionable how many other, exogenous,
non-included varianles that make up the personal
characteristics of each of the respondents (employees
outside the oroanization) affect the overall satisfaction
of the respondents with the career. But the answer to
that question was not the focus of this research.

The regression equation presented in this paper is not
realistically understood statically, but dynamically. The
|evel of satisfaction of respondents by developing their
career is not definitive, but forms and develops during
their  remaining career.  Thus, established
organizational factors areé changing over time, both
quantitatively and Qqualitatively. Therefore the
regression equation could be complemented as:

AY =7,425 -0, 1508 ARpk+ 0, 3511 APro+ 0, 5279 APsi- 0, 6025 A Apo+
0, 2714 ASka + 0, 4921 ARev

The regression coefficients in this equation are not
constantin the duration of the career of employees and
should therefore be understood and interpreted.
Possible errors in the regression equation partly derive
from the release of other independent variables which,
due to situational factors, are not included in the
regression model. One of the approaches in reducing or
eliminating this possible mistake is through covariant
analysis whereby by introducing several apparent
Variables into a regression model it will be eliminated.
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Conclusion

The basic and sole objective of this research was to
identifywhich organizational factors and to what extent
they have an impact on the realization of individual
employee care plans. Of the Six independent variables
included, it was established that the performance of
the career plan employed by the perceived flows of the
respondents most influenced the analysis and
enrichment of the work, and then the psychological
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monitoring. The lowest coefficient of regression has
been shown by career workshops and career charts. Not
a satisfactory part of the existence and functioning of
career worksnops and career charters.

This sugaests a possible conclusion that observed
organizations have not sufficiently developed their
organizational structure within which there are no
clearly visible strata of hierarchical ascents employed
during their careers. The inadequate elaboration and
application of numerous instruments with which
organizations can efficiently manaae the career of their
employees 1S typical of the vast majority of
organizations in the transition economy. Since it nas
been confirmed that all six variables included have an
impact on the career of employees, it can be accepted
that the objective of this research has been
successfully implemented. This is a hypothesis related
tothe purpose of the research.
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