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ABSTRACT

In an increasingly competitive talent market, employee retention remains a top priority for both startups and
corporates. This study investigates the influence of career development programs (CDPs) on employee retention,

comparing their prevalence, design, and perceived effectiveness across organizational types. Drawing from a survey

of 35 employees and statistical analyses including chi-square and Spearman’s correlation, the research identifies a
clear relationship between the availability, frequency, and quality of CDPs and employees’ intent to remain.
Startups typically offer informal but highly valued development opportunities, while corporates invest in structured
programs that may lack personalization. Findings underscore the strategic value of CDPs in reducing turnover,

particularly among early-career professionals
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I. INTRODUCTION

In an era marked by rapid organizational change and
high employee mobility, employee retention has become
a strategic priority for both startups and corporate
organizations. The evolving expectations of today’s
workforce—particularly millennials and Gen Z—have
shifted the focus from salary-driven motivation to career
growth, skill enhancement, and development
opportunities. In this context, Career Development
Programs (CDPs) have emerged as a critical component
of talent management and organizational sustainability.

Startups typically operate in fast-paced, resource-
constrained environments where informal, on- the-job
learning and peer coaching are the norm. While they
may lack formal HR systems, their flexibility allows for
personalized development experiences. Conversely,
corporate organizations are generally equipped with
well-established learning and development
infrastructures, offering structured CDPs such as e-
learning modules, leadership pipelines, and succession
planning. Despite these investments, corporates often
struggle with employee disengagement and high

turnover—indicating that program availability alone is
insufficient without relevance and engagement.

This research investigates whether and how career
development programs impact employee retention,
comparing the perspectives of employees in startups
versus those in corporate environments. It explores the
type, frequency, and perceived effectiveness of CDPs
and how these factors influence an employee’s intention

to stay or leave their current organization.

By integrating primary survey data and secondary
literature, the study aims to offer actionable insights for
human resource leaders and organizational decision-
makers. It contributes to existing HR research by
highlighting the importance of not just having CDPs, but
tailoring them to the organizational -culture and
employee expectations.

II. LITERATURE REVIEW
1. Huselid, M. A. (1995); Title: The impact of human
resource management practices on turnover, productivity,
and corporate financial performance; Journal: Academy
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of Management Journal, 38(3), 635-672: Huselid’s
study emphasizes that structured HR practices, including
career development programs, significantly reduce
turnover in corporate settings. Large firms with formal
mentorship, training, and succession planning tend to
retain employees longer due to perceived long-term
growth opportunities, a contrast to less formalized
efforts in startups.

2. De Clercq, D., & Rius, I. B. (2007); Title:
Organizational commitment in start-ups: The role of
autonomy and supportive HR practices; Journal: Small
Business Economics, 29(3), 257-269: This research
explores how startups often retain talent by offering
autonomy and faster career progression in place of
formal career development. While structured career
programs are rare in early-stage firms, personalized
development, hands-on learning, and entrepreneurial
culture play a compensatory role in retention.

3. Kraimer, M. L., Seibert, S. E., Wayne, S. J., Liden, R.
C., & Bravo, J. (2011); Title: Antecedents and outcomes
of organizational support for development: The critical
role of career opportunities; Journal: Journal of Applied
Psychology, 96(3), 485-500: This study found that
employees who perceive strong organizational support
for career development are more committed and less
likely to leave. While corporates offer formal
development frameworks, startups may lack structure,
leading to higher attrition unless they substitute with
mentorship and skill-enhancing roles.

4. Ng, E. S., & Burke, R. J. (2006); Title: The next
generation at work — Business students’ views, values
and job search strategy: Implications for universities and
employers; Journal: Education + Training, 48(7), 478—
492: Millennials and Gen Z place high value on personal
growth and career advancement. The review notes that
startups often attract younger workers with flexible,
impactful roles but may lose them without visible
development paths. Corporates provide stability and
promotion pipelines, aiding longer-term retention.

5. Garavan, T. N., Carbery, R., & Rock, A. (2012); Title:
Mapping talent development: Definition, scope and
architecture; Journal: European Journal of Training and
Development, 36(1), 5-24: Garavan et al. highlight that
while corporates invest in structured talent pipelines,
startups rely on informal or ad hoc development
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strategies. The study concludes that for startups to
improve retention, they must implement scalable career
development policies that can evolve as the business
Srows.

III. RESEARCH OBJECTIVES

e  To examine the availability and structure of
career development programs (CDPs) in startups and
corporates.

*  To evaluate the frequency of employee
participation in CDPs and their perceived
effectiveness. To analyze the relationship between
CDPs and employee retention intentions.

*  To provide recommendations for improving
CDPs as a strategy to reduce employee turnover.

IV. RESEARCH METHODOLOGY

This study adopts a descriptive and comparative research
design to examine how career development programs
(CDPs) influence employee retention in startups versus
corporate organizations. The research primarily relies on
quantitative data collected through a structured survey
questionnaire, which was distributed online to ensure
accessibility and ease of participation. Additionally,
secondary data from academic journals, HR reports, and
relevant case studies were used to support and validate
the primary findings.

A non-probability purposive sampling technique was
employed to target working professionals across different
sectors. The final sample consisted of 35 respondents,
including employees from both startups and corporates,
predominantly in the age group of 18-35 years. The
participants represented diverse job roles and tenure
levels, which helped provide a broader understanding of
CDP impact across organizational types.

The data collected was analyzed using Microsoft Excel
for initial sorting, tabulation, and visualization. To test
the relationship between key variables such as CDP
availability,  participation  frequency,  perceived
effectiveness, and retention intent, Chi-square tests and
Spearman’s rank correlation were applied. These tools
helped identify significant associations and measure the
strength and direction of non-parametric relationships.
The methodology was designed to be both efficient and
practical, enabling a meaningful comparison between
startups and corporates while maintaining data accuracy
and integrity.
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V. FINDINGS
The analysis of responses from 35 employees—across
startups and corporate organizations— revealed several
key insights regarding the impact of Career
Development Programs (CDPs) on employee retention.

1. CDP Availability and Type

A majority of corporate employees (90%) reported the
presence of formal CDPs such as e-learning, leadership
training, and career planning sessions.

In contrast, 80% of startup employees indicated the
availability of CDPs, though mostly in informal forms
such as mentoring and on-the-job training.

2. Frequency of Participation

Corporate employees were more likely to be frequently
encouraged to participate in CDPs (60% “very often”).
In startups, responses varied more widely, with many
citing occasional or informal participation.

3. Perceived Effectiveness of CDPs

Across both settings, most respondents rated their CDPs
as either “very effective” or “somewhat effective.”
Notably, startup employees who experienced
personalized mentoring rated their CDPs higher than
those in more standardized corporate programs.

4. Retention Intent

Employees who found CDPs “very effective” were
significantly more likely to state they were “very likely”
to stay with their organization for at least the next two
years.

Conversely, employees without access to CDPs or who
rarely participated showed a weaker intent to stay.

5. Statistical Findings

A Chi-square test showed a significant relationship
between CDP availability and retention intent (p < 0.05).
Spearman’s rank correlation revealed:

+0.42 between CDP frequency and retention intention
+0.48 between CDP
intention.

effectiveness and retention

VI. LIMITATIONS
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While this research provides meaningful insights into the
(CDPs) in
improving employee retention, a few limitations should
be considered when interpreting the results:

role of career development programs

Small Sample Size:

The study was conducted with a sample of 35
participants, which gives an initial understanding but
may not fully represent all industries or age groups. Still,
it offers useful trends and direction for future research.

Self-Reported Responses:

Data was collected through self-reported surveys, which
depend on the honesty and perception of respondents.
Although anonymity was maintained to encourage honest
answers, some responses may still reflect personal bias or
assumptions.

Short-Term Snapshot:

This study captures opinions at one point in time. Since
employee retention is influenced over time, a longer
study could provide deeper insights into how CDPs
impact retention in the long run.

Focused Variables:

The research mainly focuses on CDPs. Other factors like
salary, work-life balance, and leadership style also affect
retention but were not included in detail. Future research
could explore how these elements work together.

Despite these limitations, the study successfully
highlights the growing importance of career development
in today’s work culture and sets a strong foundation for
future studies and organizational planning.

VII. RECOMMENDATIONS
Based on the research findings and employee feedback,
the following suggestions are offered to organizations—
both startups and corporates—to strengthen their career
development efforts and improve employee retention:

1. Customize Career Development Programs
Organizations should design CDPs that match
employees' career stages, roles, and goals. For example,
early-career professionals may prefer hands-on training
and mentorship, while mid- career employees may
benefit from leadership development programs.

2. Communicate Opportunities Clearly
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Many employees are unaware of the career development
programs available to them. Companies must ensure that
all development opportunities are well-communicated,
accessible, and promoted regularly across teams.

3. Focus on Quality, Not Just Quantity

Rather than offering too many programs, organizations
should focus on the quality and relevance of training.
Programs that are interactive, practical, and directly
related to employees' growth paths are more effective.

4. Encourage Manager Involvement

should support  employee
participation in CDPs by offering feedback, tracking
progress, and aligning training with performance goals.

Managers actively

Their involvement boosts trust and motivation.

5. Use Feedback to Improve Programs

Employee feedback should be regularly collected and
used to improve the content, delivery, and structure of
CDPs. that
programs stay relevant and engaging.

A feedback-driven approach ensures

6. Startups Should Formalize Informal Learning

Startups offering informal mentorship and learning
should consider formalizing these practices into
structured programs, which help in scaling learning and

improving retention as the company grows.

7. Corporates Should Personalize CDPs
Large organizations should move beyond generic
training and introduce more personalized learning paths,
career coaching, and peer-learning platforms to keep
employees engaged.
VIII. CONCLUSION

This study concludes that Career Development Programs
(CDPs) play a pivotal role in influencing employee
retention across both startups and corporates. While the
structure and delivery of these programs vary by
organization type, their impact on employee
commitment is consistently positive.

The findings reveal that corporates typically offer more
structured and formal CDPs, such as leadership training,
e-learning, and career counseling. In contrast, startups
tend to provide more flexible and personalized
development opportunities, like mentoring and on-the-
job training. Despite these differences, the effectiveness
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and frequency of participation in CDPs are directly
linked to employees’ intentions to remain with their
current organizations.

Employees who find development programs valuable are
significantly more likely to stay, highlighting the
strategic importance of aligning learning initiatives with
employee needs. The statistical analysis further
reinforces this conclusion, showing strong positive
correlations between CDP participation and retention
intention.

In today’s competitive work environment, where
employee expectations continue to evolve, organizations
must view career development not just as an HR
initiative but as a core element of talent retention
strategy. Startups should aim to structure and scale their
development efforts, while corporates must personalize
and humanize theirs to ensure continued employee
engagement and loyalty.
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