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ABSTRACT: Employee development and career growth are essential to any company's
success in the fast-paced corporate world of today. By putting in place extensive job
advancement programs, ITC Limited, an Indian corporation that sells a wide range of goods,
has continuously placed a high priority on the skill and motivation growth of its workers.
Formal training programs, mentoring programs, performance management systems, and
leadership development frameworks that match individual goals with organizational goals are
examples of this. By investing in staff development, ITC develops its own talent pool and
promotes creativity, flexibility, and a long-term competitive edge. The creation, execution,
and results of ITC's job development initiatives are all examined in this study. It emphasizes
how important these initiatives are to the company's growth, staff retention, and workforce
development.
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1. INTRODUCTION

Career development programs are now a crucial part of modern organizational planning as
businesses realize how important staff development is to achieving their strategic goals.
Through career planning exercises, skill development, mentoring, and structured learning
opportunities, these programs help employees improve their abilities and accomplish their
long-term professional goals. By investing in career development, organizations may create a
culture of ongoing learning and progress that is in line with each person's goals. As a result,
the workforce is more committed, adaptable, and skilled.

The rapid rate of company transformation, which is fueled by technological breakthroughs
and global rivalry, has boosted demand for personnel who are competent and adaptive. By
putting in place comprehensive career development programs, businesses may strategically
retain their best skilled workers. When workers believe they have room to grow inside their
company, they are far more likely to stick around. This illustrates how important career
development programs are to career advancement. These initiatives give staff members the
tools, direction, and chances to develop their skills and take on more important roles within
the company.

Career development programs can take many different forms, including coaching, mentorship
programs, seminars, official training sessions, and on-the-job training. For the purpose of
improving employee capacities, making sure that personal goals are in line with business
goals, and preparing people for future employment, all of these tactics are essential. Programs
for organized development make succession planning easier. They promote long-term
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stability and growth by helping businesses build a pool of competent personnel who can fill
important roles.

2. REVIEW OF LITERATURE
Miglani, Shveta. (2025): Navigate Your Career by Shveta Miglani is a thorough manual for
people trying to progress within their existing company or moving into a new role. The book
emphasizes the importance of career development classes in improving people's skills and
success. To advance in one's career, Miglani emphasizes the importance of understanding
corporate culture, taking advantage of mentorship opportunities, and developing strong
professional relationships. The book also covers useful tactics for setting quantifiable goals,
developing leadership skills, and negotiating a challenging, quickly changing environment.
Potter, Anita. (2025): The quick evolution of workplace perks and its effects on employee
engagement, growth, and retention are examined in this essay. The megatrends affecting the
employee benefits industry are thoroughly examined by Leary et al. These include shifting
employee standards, demographic shifts, and technological breakthroughs. According to the
report, companies can improve employee performance and growth by putting in place
strategic benefits packages, such as flexible work schedules, career advancement
possibilities, and health and wellness initiatives.
Julie Winkle Giulioni(2024): In the 2024 edition of this important work, Kaye and Giulioni
emphasize the importance of career development, which is crucial for businesses to keep their
best employees. Additionally, it looks at how employees’ expectations have changed over
time, showing that chances for substantial advancement, continuing education, and
professional development are becoming more and more important. The writers offer helpful
guidance on creating personal development plans that align with the goals of the company
and the individual.
Camille Fetter (2024): Fetter's 2024 study looks at how the American workforce is changing,
focusing on the elements that are propelling growth and transformation across a wide range
of industries. This study looks at how the supply and demand of labor are affected by
population changes, including the aging of the population, changes in labor force
participation rates, and the influx of Generation Z workers. Upskilling and reskilling
initiatives must be put in place to guarantee that workers continue to be productive.
Examined are the benefits and drawbacks of technology innovations including robotics,
artificial intelligence, and digital platforms.
McDonald, K. S., & Hite, L. M. (2023): The book offers a thorough and rational framework
for understanding and implementing career development in businesses. According to the
writers, career growth is more than just training. They see this as a purposeful procedure that
guarantees personal growth aligns with business goals. In the context of professional
development, it demonstrates how personality traits, the workplace, and support networks
interact.
Sampson, J. P., Jr., & Lenz, J. G. (2023): As technology and the workforce change, career
experts must always come up with new ways to meet the needs of both companies and
employees. This book offers a thorough method for creating, implementing, and assessing
career interventions that support workforce development. The authors provide methods for
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guaranteeing the viability and effectiveness of projects while also accounting for staffing and
financial limitations.

Robert Reardon,( 2022): Employment planning and development techniques are thoroughly
examined in this study. It uses social viewpoints, psychological theories, and economic
considerations to offer thorough career guidance. The focus is on career counseling
techniques that have been shown to work, like goal-setting frameworks, assessments, and
individualized development plans.

Steven J. Davis(2022): United States between 2022 and early 2023, a number of noteworthy
labor market movements had a substantial impact on both the expansion of the workforce and
the stability of the economy. These patterns are investigated in this study. The study's main
factors are a recovery in the labor force participation rate after it fell during the COVID-19
epidemic and a slowdown in wage growth that reduced inflationary pressures. The author
focuses on the complex relationship between the number of workers, changes in pay, and
total production. They look at how these elements contributed to the economy's revival
without raising unemployment.

Ganapati, S., & Ritchie, T. S. (2021): The aim of this study was to determine how much the
experiences of STEM Ph.D. students affected their professional growth and preparedness for
the workforce. It shows that there are serious problems with the current educational
establishments that are meant to give PhD students the abilities they need to work both inside
and outside of academia. Research shows that students are denied important professional
development chances, including as networking, leadership training, working with people
from other backgrounds, and exploring alternative career choices, despite receiving
substantial technical training.

Holzer, H. J. (2021): The substantial effects of the COVID-19 pandemic on income
distribution, people's ability to keep jobs, and their ability to work in the United States are
examined in this essay. It highlights the importance of an efficient workforce development
system that can quickly adjust to the demands of the job market. The study highlights the
unique difficulties faced by those without a bachelor's degree. These people are more
vulnerable to unemployment, limited work hours, and stagnating income than other people.
Johnson, M.(2020): Programs for structured job development improve the workforce's
competencies and make it easier to retain employees. Employees who take part in
professional certification, coaching, and mentorship programs have better skills, are happier
in their work, and are more engaged, according to a study that looked at data from several
organizations in the technology and service industries.

3. MODELS OF CAREER DEVELOPMENT PROGRAMS

B—A\
0,
R

READINESS ADVOCACY

Awareness: Professional advancement begins with an understanding of organizational
development potential. During this stage, workers discover their job responsibilities,
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competencies, and career prospects. to help employees understand professional development,
set goals, and envision their future inside the organization. Intelligent, driven leaders might
be drawn to awareness.

Explore: During exploration, workers actively consider other jobs. Examples include skill
appraisals, coaching, job shadowing, and workshops. Workers are assisted in determining
their abilities, passions, and room for advancement. To make well-informed work decisions,
people should consider a variety of possibilities. It achieves both professional and personal
objectives.

Readiness: Workers are prepared for career growth during this phase. In order to prepare
workers for new positions or promotions, this phase includes training, certifications, practical
experiences, and skill development. It equips people with the knowledge, abilities, and self-
assurance they need to achieve. Businesses that put preparedness first see an increase in
worker productivity.

Advocacy: In the last stage, advocacy, staff members support the company's expansion.
Workers who receive professional development support encourage one another, exchange
success stories, and foster a positive work environment. To foster learning and development,
employees should support one another's progress.

4. CAREER DEVELOPMENT STRATEGIES FOR BUILDING A

STRONG WORKFORCE
Mentoring and Coaching Programs: Younger employees receive career mentoring from
the elderly. These courses enhance institutional knowledge, abilities, and leadership. Through
regular interactions, mentees pick up best practices, company culture, and problem-solving
techniques. Mentors enhance leadership and communication, which is advantageous to both.
Mentoring and coaching programs increase job satisfaction, retention, and engagement by
promoting career choices.
Job Rotation and Cross-Functional Projects: Employees are exposed to a range of
business operations, departments, and roles through cross-functional initiatives and work
rotation. Work experience improves cooperation, flexibility, and business acumen. Diversity
fosters understanding of organizations, skill development, and problem-solving. Through
encouraging interdepartmental cooperation, these initiatives promote creativity. When
necessary, adaptable employees can assume leadership roles, improving operational
resilience and succession planning.
Professional Certifications and Training: Employees' technical and industry expertise is
enhanced by professional certifications and training. Workshops, online courses, and
credentials are a few examples. Improving employee skills can increase quality, productivity,
and competitiveness. Credentials increase self-worth, motivation, and employment prospects.
Programs for ongoing education show the organization's dedication to professional
development and retention. Competent employees are more inclined to take on challenging
assignments, think outside the box, and steer the business toward success.
Leadership Development Programs: Leadership programs identify and train top managers.
Conflict resolution, strategy, communication, teamwork, and decision-making are all
emphasized in the courses. A consistent supply of competent managers who can guide teams,

Page | 211 ]_ST

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




Journal of
Science &
Technology
Excellence

Journal of Science and Technology Excellence

ISSN: 3108-3102| Volume 2 Issue 2 April-June 2026
www.jstejournal.com DOI: https://doi.org/10.5281/zenodo.20508584 JSTE-23

reorganize businesses, and accomplish long-term objectives is guaranteed by leadership
development. As employees gain the confidence to take on more responsibilities, the business
benefits from a more comprehensive management structure and a smaller leadership gap.
Employee loyalty may increase as a result of these initiatives, which show the company's
dedication to staff development.

5. DATA ANALYSIS AND INTERPRETATION

1. Which leadership program at ITC Limited prioritizes competencies?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Skill Development Program 25 25%
) Leadership Development 50 50%
Program
3 Mentorship Program 15 15%
4 Onboarding Program 10 10%
TOTAL 100 100%

B Skill Development
Program

B Leadership Development
Program

B Mentorship Program

Onboarding Program

INTERPRETATION: 50% of respondents prioritize the Leadership Development Program,

suggesting a su

bstantial emphasis on managerial and leadership skills. Mentoring (15%) and

skill development (25%) are also highly regarded, while induction (10%) is the least valued.
2. What is the objective of the Career Development Program at ITC Limited?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Improve employee satisfaction 30 30%
) Align \_/vor_kforce with 45 45%
organizational goals
3 Reduce recruitment costs 15 15%
4 Increase product sales 10 10%
TOTAL 100 100%
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satisfaction

B Improve employee
H Align workforce with
organizational goals

M Reduce recruitment costs

Increase product sales

INTERPRETATION: Most respondents (45%) prioritize aligning the workforce with
business objectives, followed by increasing employee satisfaction (30%). It is less critical to
decrease recruitment expenses (15%) and enhance product sales (10%).
3. Which ITC Limited program assists employees in developing long-term career plans?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Performance Appraisal 35 35%
2 Career Mapping Program 40 40%
3 Social Engagement Program 15 15%
4 Training Workshops 10 10%
TOTAL 100 100%

Program

B Performance Appraisal

B Career Mapping Program

H Social Engagement

Training Workshops

INTERPRETATION: Career Mapping Programs (40%) and Performance Appraisals (35%)
are the most frequently implemented initiatives, which facilitate employee advancement and
assessment. Social Engagement (15%) and Training Workshops (10%) are of lesser

significance.

4. Which factor is most significantly influenced by ITC Limited's staff growth

strategies?

| SNO

| PARTICULARS | RESPONDENTS | PERCENTAGE |
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1 Employee productivity 55 55%
2 Marketing reach 15 15%
3 Customer satisfaction 20 20%
4 Profit margins 10 10%
TOTAL 100 100%

m Employee productivity
W Marketing reach
m Customer satisfaction

Profit margins

INTERPRETATION: The data indicates that 55% of respondents prioritize employee
efficiency, 20% customer satisfaction, and 15% marketing reach. The least significant
alternative is profit margins (10%).
5. Which program of ITC Limited is in use by the personnel for continuous learning?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Leadership Development 25 25%
5 Learning & Development 50 50%
Program
3 Internship Program 10 10%
4 Team-building Workshops 15 15%
TOTAL 100 100%

Program

M Leadership Development

M Learning & Development

® Internship Program

Team-building Workshops

INTERPRETATION: The most highly prioritized program for talent development is
Learning & Development Programs (50%). Leadership Development (25%), Team-building
Workshops (15%), and Internship Programs (10%) are of lesser significance.
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6. CONCLUSION

Career development initiatives contribute to the prosperity of the company and the
advancement of employees. By providing employees with the opportunity to acquire new
skills, explore career paths, and enhance their abilities, these programs enhance
organizational capabilities and employee performance. Structured development programs
integrate personal objectives with organizational objectives, thereby increasing motivation,
engagement, and retention. Career development cultivates a workforce that is adaptable,
talented, and resilient, thereby enabling companies to thrive in a dynamic business
environment.
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