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Abstract

Career progression and career planning are important aspects of human resource management
that help employees achieve professional growth, improve job satisfaction, and increase
organizational commitment. This study focuses on analyzing the impact of career progression
and planning on employee motivation levels in the fast-food chain industry. Fast-food
organizations require motivated employees, effective workforce management, and strong
career development systems to maintain service quality, operational efficiency, and customer
satisfaction. Career planning programs such as promotions, training and development,
leadership opportunities, performance appraisal systems, rewards, and skill enhancement
programs positively influence employee motivation and retention. The study examines
employee perceptions regarding career growth opportunities, job satisfaction, organizational
support, and motivational practices followed in fast-food chain organizations. Technological
advancements, digital training systems, and employee engagement programs have significantly
improved career development practices in the industry. The study concludes that effective
career progression and planning systems contribute significantly to employee motivation,
workforce stability, organizational productivity, and long-term business sustainability.
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I. Introduction

Career development has become an
important aspect of human resource
management because employees

emphasized that employees’ motivation to
participate in training and development plays
an important role in their involvement in

increasingly look beyond salary and job
security when evaluating their work
experience. Opportunities to learn new skills,
take on greater responsibilities, receive

workplace learning.

Organizational support also has an important
role in shaping employees’ attitudes toward
their careers. Tansky and Cohen [3] found a

guidance, and progress toward higher meaningful relationship between
positions can influence how employees organizational support, employee
perceive their future within an organization. development, and organizational

Noe [1] highlighted the connection between
career management, employee development,
and  performance, suggesting  that
organizations can support employee growth
by providing structured opportunities for
development. Similarly, Tharenou [2]

commitment, indicating that employees are
more likely to  develop  positive
organizational attitudes when they perceive
that their employer is investing in their
growth. From a motivational perspective,
Gagné and Deci [4] explained that employees
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are more strongly motivated when their work
environment supports psychological needs
such as autonomy, competence, and
relatedness. Therefore, career development
initiatives can contribute to motivation by
helping employees feel capable, valued, and
connected to their workplace.

Training opportunities are particularly
relevant in industries where employees must
continuously develop operational,
interpersonal, and leadership skills. Dysvik
and Kuvaas [5] demonstrated a relationship
between perceived training opportunities,
work motivation, and employee outcomes. In
contrast,  limited  opportunities  for
advancement may create feelings of career
stagnation. Jung and Tak [6] showed that
perceptions of a career plateau can influence
employees’  attitudes,  while  career
motivation and supervisor support can play
important moderating roles. These findings
are particularly relevant to the fast-food
chain industry, where employees often begin
in entry-level positions and may progress
toward supervisory, managerial, or other
leadership roles.

Career growth can also influence employees’
attachment to an organization. Weng et al.
[7] identified a relationship between career
growth and organizational commitment,
suggesting that employees who perceive
meaningful career opportunities may
develop stronger commitment toward their
organization. Weng and McElroy [8] further
examined organizational career growth in
relation to occupational commitment and
turnover intentions. These findings indicate
that career progression is not only an
individual development issue but may also
influence employees’ decisions to remain
with or leave an organization.

Employee motivation is also influenced by
the characteristics of the job itself. De
Cooman et al. [9] examined how job
characteristics relate to psychological need
satisfaction and autonomous motivation,
demonstrating the importance of creating
work conditions that encourage employees to
exert effort willingly. Medsker and O'Connor
[10] similarly emphasized the importance of
career fit and job characteristics in
supporting employee motivation. In a fast-
food environment, where employees may

experience demanding workloads, customer-
facing responsibilities, repetitive tasks, and
time pressure, career opportunities can
provide employees with a stronger sense of
direction and purpose.

Supervisory support is another important
element of career development. Yang et al.
[11] examined the relationship between
supervisory support for career development,
employee work engagement, and -career
outcomes. Their findings underline the
importance of managers and supervisors in
helping employees identify development
opportunities and achieve career-related
goals. Lee and Eissenstat [ 12] also connected
work engagement with career development
through the job demands—resources
perspective, suggesting that development
resources can contribute to more positive
employee experiences. In fast-food chains,
supervisors and store managers can therefore
play an important role in identifying
employee potential, providing feedback,
assigning developmental responsibilities,
and encouraging internal promotion.
Organizational career growth opportunities
may also be associated with employee
engagement and positive  workplace
behavior. Weer and Greenhaus [13]
examined organizational career growth
opportunities in relation to extra-role
performance, work engagement, and
perceived organizational commitment. More
recent research has continued to connect
carcer development with  employee
outcomes. Setiawan and Adji [14] examined
career development alongside organizational
commitment and work motivation, while
Hosen et al. [15] emphasized the combined
importance of training and development,
career development, and organizational
commitment for work performance.

Within the fast-food chain industry, career
progression and planning are particularly
significant because employees operate in a
highly dynamic service environment where
performance depends heavily on motivation,
teamwork, customer interaction,
adaptability, and operational efficiency.
Employees who see a realistic pathway from
entry-level positions to supervisory and
managerial roles may be more willing to
invest effort in their current responsibilities
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and develop the skills required for future
positions. Conversely, when employees
perceive limited career opportunities,
inadequate  training, or insufficient
managerial support, their motivation and
commitment may decline.

Therefore, the present study, “Career
Development Strategies and Their Influence
on Employee Motivation in the Fast-Food
Chain Industry,” focuses on understanding
how organizational career planning, training
opportunities, promotion prospects,
supervisory support, and professional growth
influence employee motivation. The study
aims to examine whether effective career
development practices can strengthen
employees’ enthusiasm, commitment, and
willingness to perform within the fast-food
sector. By examining this relationship, the
research can provide useful insights for fast-
food organizations seeking to retain capable
employees, develop future leaders, improve
employee performance, and create a more
motivated workforce.

II. Research Objective

» To study the concept and importance
of career progression and career
planning.

» To analyze -career development
practices followed in the fast-food
chain industry.

» To examine the impact of career
progression on employee
motivation.

» To study employee satisfaction
towards career growth opportunities.

» To analyze the role of training and
development programs in employee
motivation.

» To examine the effectiveness of
promotion policies in workforce
retention.

» To study the relationship between
career planning and job satisfaction.

I1I.

» To analyze employee perceptions
regarding organizational support and
career advancement.

» To examine the role of performance
appraisal  systems in  career
development.

» To study leadership development
opportunities in fast-food
organizations.

» To analyze the impact of rewards
and recognition on employee
morale.

» To study the effectiveness of
mentorship and coaching programs.

Research Methodology

» The study is based on both primary
and secondary data collection
methods.

» Primary data was collected through
questionnaires and  employee
interactions.

> Secondary data was collected from
journals, books, websites, and
industry reports.

» Information related to employee
motivation and career development
systems was analyzed.

» Percentage analysis and statistical
tools were wused for data
interpretation.

» Comparative analysis was conducted

to understand workforce
management practices and employee
expectations.

» Employee opinions  regarding
promotions, training, and career
opportunities were examined.

» Data related to employee
satisfaction, retention, and
motivation levels were analyzed.
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» Graphs, charts, and tables were used
for presenting data analysis.

> Research articles related to HR
management and employee
motivation were reviewed.

IV.Review Of Literature

Raymond A. Noe (1996) Noe [1] examined
whether career management activities are
associated with employee development
behavior and job performance. The study
considered career exploration, career goal
setting, career strategies, managerial support,
and employees’ willingness to participate in
development activities. The findings
indicated that managerial support for career
development and employees’ career-
management behaviors were associated with
participation in development activities and
developmental behavior. However, career
management itself was not significantly
related to formal performance ratings. The
study demonstrates that effective career
planning can encourage employees to
participate actively in their own professional
development.

Paul Tharenou (2001) Tharenou [2]
investigated the relationship between
employees’ motivation to participate in
training and their actual involvement in
training and development activities. The
study emphasizes that employee
development cannot depend only on the
availability of training programs; employees
must also possess sufficient motivation to
participate and learn. The findings provide a
foundation for understanding training as an
important component of career development
and suggest that organizations need to create
conditions that encourage employees to
actively  engage in  developmental
opportunities.

Judith W. Tansky and Debra J. Cohen
(2001) Tansky and Cohen [3] explored the
connection between organizational support,
employee development, career-development
satisfaction, and organizational commitment.
Their study of hospital supervisors and
managers found that perceived

organizational support and organizational
commitment were significantly associated
with satisfaction with career development.
Managers who  experienced  stronger
development support were also more likely
to encourage development among their own
employees. This study highlights the
importance of creating a supportive
organizational environment in which
employees perceive career development as a
genuine organizational priority.

Maryléne Gagné and Edward L. Deci
(2005) Gagné and Deci [4] examined work
motivation through the framework of Self-
Determination Theory. Their work explains
that employee motivation is not simply
divided into intrinsic and extrinsic
motivation; different forms of external
motivation vary according to the level of
autonomy experienced by employees. The
study provides a theoretical explanation of
how workplace conditions can encourage
more self-directed forms of motivation. For
the present research, this perspective is
useful  because career development
opportunities may strengthen employees’
sense of competence, autonomy, and
personal growth.

Anders Dysvik and Bard Kuvaas (2008)
Dysvik and Kuvaas [5] investigated the
relationship between employees’ perceptions
of training opportunities, intrinsic work
motivation, and employee outcomes. Using
survey data from 343 trainees in Norwegian
service organizations, the study found that
intrinsic motivation played an important role
in explaining the relationship between
perceived training opportunities and
outcomes such as task performance,
organizational citizenship behavior, and
turnover intention. The findings are
particularly relevant to service industries
because they demonstrate that employees’
perceptions of developmental opportunities
can have important motivational and
behavioral consequences.

Ji-hyun Jung and Jinkook Tak (2008)
Career Plateau and Employee Attitudes Jung
and Tak [6] examined how perceived career
plateau  affects employee  attitudes,

Received: 08-12-2025 | Accepted: 16-01-2026 | Published: 25-01-2026

1IDIM, 2026, 5 (1), 1178-1186 |

1181



ISSN: 3068-272X

International Journal of

DATA SCIENCE AND IOT MANAGEMENT SYSTEM

Peer Reviewed, Referred & Indexed Journal
www.ijdim.com

Original Research Paper

particularly job satisfaction and
organizational commitment. Their study
involved 209 white-collar employees and
found that employees who perceived limited
opportunities for career advancement
reported lower job satisfaction and
organizational commitment. Career
motivation and perceived supervisor support
were also found to influence these
relationships. The study indicates that the
absence of career progression can have
negative consequences for employees,
making career opportunities an important
consideration for organizations seeking to
maintain positive employee attitudes.

Qingxiong Weng, James C. McElroy,
Paula C. Morrow and Rongzhi Liu (2010)
Weng et al. [7] examined the relationship
between career growth and organizational
commitment using four dimensions of career
growth: career goal progress, professional
ability development, promotion speed, and
remuneration growth. Based on survey data
from 961 employees across 10 Chinese
cities, the researchers found that the
dimensions of career growth were positively
associated with affective commitment. The
study demonstrates that employees are more
likely to develop positive attachment to an
organization when they perceive
opportunities to achieve career goals,
improve professional abilities, progress
through positions, and experience career-
related rewards.

Qingxiong Weng and James C. McElroy
(2012) Weng and McElroy [8] extended the
study of career growth by examining its
relationship with occupational commitment
and turnover intentions. Their research
involving managers in China indicated that
career goal progress, professional ability
development, and rewards were associated
with lower turnover intentions, while
affective occupational commitment partially
explained these relationships. The study
suggests that employees who believe their
organization provides meaningful career
opportunities may be less inclined to
consider leaving. This finding is significant
for fast-food organizations that often face
challenges in retaining frontline employees.

R. De Cooman, D. Stynen, A. Van den
Broeck, L. Sels and H. De Witte (2013) De
Cooman et al. [9] examined the relationship
between job characteristics, psychological
need satisfaction, autonomous motivation,
and work effort. The study emphasizes that
the nature of employees’ jobs can influence
whether they experience motivation as
internally driven or externally controlled.
The findings provide support for designing
jobs that satisfy employees’ psychological
needs and  encourage  autonomous
motivation. This is relevant to the fast-food
sector because job design, responsibility,
skill development, and opportunities for
advancement can influence employees’
motivation and willingness to contribute.

Karen L. Medsker and Stephen R.
O’Connor (2015) Medsker and O’Connor
[10] focused on carcer fit and job
characteristics as important influences on
workplace motivation. Their work argues
that employees are more likely to
demonstrate stronger motivation when their
career interests and capabilities are
compatible with the characteristics of their
jobs. The study also discusses how changing
workplace conditions can alter the
relationship between career fit, job
characteristics, and motivation. For fast-food
employees, appropriate career pathways and
job responsibilities may therefore help
improve motivation by creating a stronger
connection between present work and future
career aspirations.

V. Data Analysis & Inferences

n Employee Satisfaction with
Career Progression Opportunities

100%
85%

60%
40%
20%

0%

Training & intern c.».mm Transparency in Suppert from
Development Foigsaic ol
Programs  Oppertunities Dppn ........

% of Employees

Career Path  Management

A majority of employees are satisfied with training programs and
promotion opportunities which encourage their career growth.

INTERPRETATION:
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The graph shows that employees in the fast-
food chain industry are satisfied with career
growth and promotion opportunities
provided by the organization. Training
programs and internal promotions received
positive responses from employees. This
indicates that career progression improves

employee  confidence and long-term
commitment.
a Factors Influencing Career

Planning and Growth
Skill Development — 85%

Promotion Opportunities I 50
Salary Growth — 75%
Recognition & Rewards. — 70%
Work-Life Balance — 60%

Job Security

]
a
8

Supportive Management

a
Q
*

0% 20% 40% 60% 80% 100%
% of Employees

Skill development, promotions and salary growth are the
top factors that influence employees’ career planning.

INTERPRETATION:

This graph explains the major factors
influencing career progression among
employees. Skill development, promotion
opportunities, salary growth, and recognition
programs were considered the most
important factors. The findings show that

employees are more motivated when
organizations support professional
development.

B Impact of Career Planning on

Employee Motivation

B Strongly Agree
B Agree

B Neutral

B Disagree

@ Strongly Disagree

75% of employees agree that career planning and growth
opportunities positively impact their motivation levels.

INTERPRETATION:

The pie chart represents employee opinions
regarding the effect of career planning on
motivation levels. Most employees agreed
that clear career paths and growth
opportunities increase job satisfaction and
motivation. This suggests that career
planning plays a significant role in improving
employee morale.

Relationship Between Career Progression
and Employee Performance
W Performance Rating (out of 10)  ~O~ Received Promation / Growth Opportunity (%)

3

85

®

Performance Rating (out of 10)
% of Employees

No Opportunity  Limited Opportunity  Some Opportunity  High Opportunity

Employees with higher opportunities for career progression
show significantly better performance levels.

INTERPRETATION:

This graph highlights the connection
between career progression and employee
performance in the fast-food chain industry.
Employees who received promotions and
development opportunities showed better
productivity and work performance. The
analysis indicates that career advancement
positively influences employee efficiency.
of Career Prog

B Overall Effe
and Planning

Employee Motivation I o5
Job Satisfaction | 2
Employee Retention |G 75
Productivity Improverent - [ 76
Organizational Commitment NG 7%

0% 20% 40% 60% 80% 100%
% of Employees

Effective career progression and planning enhance motivation, satisfaction,
@ retention and productivity in the fast-food chain industry. o
INTERPRETATION:

The graph presents the overall effectiveness
of career planning systems in improving
employee retention, satisfaction, motivation,
and productivity. Employees responded
positively  toward organizations that
provided clear growth opportunities and
learning support. This shows that career
progression strategies help organizations
maintain a motivated and productive
workforce.

VI. Findings

» Career  progression  positively
influences employee motivation and
job satisfaction.

> Employees prefer organizations that
provide career growth opportunities.

» Training and development programs
improve employee skills and
confidence.
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> Promotion opportunities increase
workforce commitment and
retention.

» Rewards and recognition programs
improve employee morale and

performance.
» Performance appraisal systems
support employee career

development effectively.

» Leadership development programs
improve employee motivation and
teamwork.

» Mentorship and coaching systems
help employees achieve career goals.

> Employee engagement improves
through career planning initiatives.

» Organizational support positively
influences employee satisfaction and
loyalty.

» Flexible work arrangements improve
work-life balance and workforce

morale.
> Communication between
management and employees

strengthens workplace relationships.

VII. Conclusion

Career progression and career planning play
a significant role in improving employee
motivation, workforce productivity, and
organizational efficiency in the fast-food
chain industry. The study reveals that
organizations providing career growth
opportunities, training programs, leadership
development, rewards, and supportive work
environments achieve higher employee
satisfaction and workforce retention. Career
planning systems help employees improve
skills, achieve professional goals, and
contribute positively towards organizational
success.

» Career  progression improves
employee motivation and
organizational productivity.

» Career planning systems increase
employee satisfaction and workforce
retention.

» Training and development programs
improve employee skills and
confidence.

» Promotion opportunities strengthen
workforce commitment and loyalty.

» Rewards and recognition systems
improve employee morale and
performance.

» Performance appraisal systems
support employee growth and
development.

VIII. Future Scope

The future scope of the study “Career
Development Strategies and Their Influence
on Employee Motivation in the Fast-Food
Chain Industry” is broad because the fast-
food sector depends heavily on frontline
employees and faces continuous challenges
related to motivation, development, and
retention. Existing research has already
identified a significant relationship between
career development and  employee
motivation in fast-food organizations,
indicating that training, skills enhancement,
mentorship, guidance, incentives, and
promotion opportunities can influence
employees’ motivation and workplace
outcomes.

Future studies can examine different
dimensions of career development
separately, such as training and development,
promotion opportunities, career counselling,
mentoring, succession planning, job rotation,
and leadership development. This would help
determine ~ which  particular  career-
development practice has the strongest
influence on employee motivation. Research
could also compare employees at different
career stages, such as crew members, team
leaders,  supervisors, and  restaurant
managers, to understand whether career
expectations and motivational factors change
with organizational position.

Another important area for future research is
the comparison of different fast-food chains.
Studies can compare local, national, and
international brands to determine whether
differences in organizational culture,
promotion policies, training systems, salary
structures, and management practices
produce different levels of employee
motivation. Such comparative research could
provide fast-food organizations with a
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clearer understanding of which career-
development practices are most effective.
Future researchers can also investigate the
role of digital learning and technology-
enabled career development. Mobile learning
applications, online training, Al-based skill
assessment, digital performance feedback,
and personalized career-planning systems
could be examined as modern approaches to
employee development. This is particularly
relevant because fast-food organizations
increasingly use technology in recruitment,
training, scheduling, performance
management, and restaurant operations.
There is also scope to study the relationship
between career development, employee
motivation, job satisfaction, organizational
commitment, and employee retention
simultaneously. Rather than examining
motivation as a single outcome, future
research can develop a broader model in
which career development influences
motivation, motivation influences job
satisfaction and engagement, and these
factors  subsequently affect turnover
intention and retention. Recent hospitality
research similarly indicates that
organizational and supervisor career support
can influence job satisfaction and turnover
intentions through career-related
psychological and engagement mechanisms.
Future research should also consider
supervisor and managerial support as an
important factor. Studies can examine
whether employees receive adequate
feedback, mentoring, recognition, and
information about internal promotion
pathways. Research on progression within
fast-food multinational organizations has
identified training, transparent progression
structures, managerial support, and clear
career pathways as potential enablers, while
lack of information and managerial support
can act as barriers.

Geographical expansion is another useful
direction. The present research can be
extended across different cities, states, and
countries to determine whether cultural,
economic, and demographic differences
influence the relationship between career
development and motivation. Since existing
fast-food studies have been conducted in
locations such as the Philippines, Kenya,

Jamaica, and the United Kingdom, future
research could provide stronger evidence by
conducting comparable studies in the Indian
fast-food sector.

Finally, future studies can adopt longitudinal
research designs instead of relying only on
one-time questionnaires. Employees could
be followed over several months or years to
determine whether participation in training,
mentoring, and promotion programs actually
produces sustained improvements in
motivation, performance, engagement, and
retention. This would provide stronger
evidence about the long-term effectiveness
of career-development strategies and help
fast-food organizations design career
pathways that benefit both employees and
organizational performance.
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