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Introduction - Qualitative Research
This purpose of this qualitative research study is to explore how companies support the professional development and career growth of their employees. To gain a deeper understanding, this qualitative research study required collecting data though unstructured, face to face interviews with three different participants.  
This study area has been selected as career development is becoming increasingly important in today's job market. A study shows that the generation today strive for a better professional development, (Krystyna, 2014) making it a key research topic as it is current in todays world. The research will help highlight the importance of career development and how accessible it is to do within organisations. This qualitative research method helps to explore the perspectives and experiences of individuals regarding the importance of career development. Herr, 2001, tells us that career development and the growth over the decades has become a worldwide phenomenon. This research aims to contribute to the broader conversation about the importance of employee development and valuable insights into the benefits of career development.









Research 
The shape taken for this research study is a constructivist epistemological position as knowledge is gathered though a qualitative method of interviews. The Qualitative research method has been selected, as it gives a deeper understanding of people’s experiences, phenomena and context (Cleland, 2017). This question is relevant today and relates to some social phenomenon and helps us understand how organisations support employee career development.
Today, employers should take action to support their employees’ careers. It helps to build key skills within the organisation and creates ease, allowing employees to respond to business change (CEDEFOP, 2007).

Procedure
Once deciding on the phenomenon, the procedure for this qualitative research study was broken down into individual steps. 
1. The first step was identifying the research question and it needed to be an open-ended question. The question “How does your company support professional development and career growth for employees?” was developed to guide the study's design, theme topic and data collection. 
2. The second step was to identify the sample of participants to be included in the study. Convenience sampling was chosen as it is a non-probability sampling method to make sure there was a diverse set of results.  
3. The third step was the collection of data. The qualitive data collection method was through unstructured interviews to understand if companies support the professional development and career growth of their employees. The interview method was chosen as it provides more depth and detail so we can better understand individuals’ insights (Clifford, 2020). An ethics form, as attached, was completed in order to interview the participants and steps were conducted before starting. Each individual had explained the code of conduct, presented with a participant agreement stating the purpose of the study and a signature for their understanding and consent. 
4. It was important that the participants were made to feel comfortable and, in a distraction-free environment. Interviews were conducted individually, and they were all made aware of their involvement before starting, ensure they were comfortable with being recorded via mobile device. Each interview was less than 20 minutes long with all questions asked in the same way without showing emotional or biased language. After completing, they were then transcribed into a document without any confidential information, names changed to codes, as to comply with the ethical agreement form ready for analysis.

Data Analysis Techniques  
The data analysis approach used for this research study was inductive, thematic analysis, with the main question asked, themes and patterns can be detected from the data. To break down the data for better understanding, Braun & Clarke (2006), suggest the thematic analysis consists of 6 steps. 
1. Familiarizing yourself with the data when the interviews were transcribed, reviews and checked for errors. 
2. Coding the findings by dividing them into re-occurring themes. 
3. Combine into broader themes, that cover a wide range of reoccurring statements and opinions. (Stolle, 2022)
4. Review all the themes and carefully watch for observer bias. 
5. Here the themes are defined, review the names and categories.
6. At the last step, is the thematic analysis, where the case study is presented, outlining any conclusions, arguments, weakness and strengths of the research study. This interpretive approach helps to get a better understanding of the phenomenon being studied. (Schwandt, 2003)
Data Presentation and Findings
The findings are presented in tables to show speech extracted from the individuals’ interviews, with the participants codes entered in brackets (), ranging from 1-3. They have been grouped by theme, with the interpretation Colum helping to explain the response from the participant. The colour coding has been used to help keep track of themes from transcripts to tables (Donnelly, 2013 ).  
	Participants Interviews – Coded
	Interpretation 
	Theme

	“My company supports professional development they have a range of online courses that they pay for and encouraged to take if interested.” (1)

“They do offer courses that you can go on – if you are selected, and they pay for them which I think is good” (2)

“My company supports professional development … online training courses are mandatory every 6 months.” (3)

“… lots of support is given when on the management track.” (3)


	Company looks to push their staff to improve.




Company is getting their staff to refresh skills, ensuing they are done regularly.


Supported when the company put time into their employees.



	Organisation backing.








	“We don’t tend to have in house development opportunities, you have to do a course to be promoted..” (2)
	Not offering in house promotions without course qualifications
	Less opportunities for development.

	“..however I feel like the support that is offered is dependant on your line manager.” (1)
	People need the right support to be able to develop within the company.
	The right support.

	“..although the opportunities are there, I don’t want to put myself forward, I am scared and feel like they would ask me if I was good enough” (1)

“The courses that are offered to you if the manager puts you forward are good because they pay, but I feel like they use this as a tactic because you have to pay it back if you leave within 3 years.” (2)

	People struggle with self confidence and feel like they do not deserve a higher role.
	Confidence and dedication

	“I feel like a valued member of the team which makes me want to stay and keep it up.” (3) 

“I wish I had the confidence to apply as I would love to stay in this job and just get to the top through promotions.” (1)

“Yes, I think its good because they will keep you then for another 3 years, so it benefits them.” (2)
	Will make them want to stay within their organisations.
	Staff retainment 




The table clearly shows five relatable themes. Organisational backing was a common theme. Without hesitation all three participants spoke about how their company offer some kind of career development programmes. The findings show that companies want to see their staff progress and offer many different ways for staff to gain promotions or simply refresh their current skillsets.
One participant spoke about how they get the opportunity but not within the company. It shows that they are still wanting their staff to progress but don’t have the means to do it in-house. 
All participants were asked if they had the right support from their management team. Participant 2 highlighted that the right support helps their decision, they felt that the opportunities were only offered to them if they were under the right management. Its important to note that no other participant raised this. Only people with the right support in that particular company will see the advantages of career development programmes. 
Two participants went into depth regarding their confidence and dedication to their role. Number 1 focused on how they might not be good enough and felt that if they were they would have been approached while participant number 2 found it a concern that they could do a course paid for by the company, but in return have to stay with them for a remainder of 3 years.
This brings us to the last theme, staff retention. This was a strong positive that ran through all three interviewees. All admitted that they would stay within the company having the opportunity to develop their career within. 

Conclusion & Reflection 

The research shows that they have the opportunity the develop within and all participants work in different sectors. The table shows us that there are positives to progression within organisations as it makes them feel valued and keeps up staff retainment. It shows that career development is important to individuals and sheds a light onto some of the struggles that some people face within their workplaces. 
The strengths in this research study have been the participants involvement. All 3 made the interviews seamless. The weakness behind my research would be that the information given may have been bias. The question was asked to people in which I knew where they worked, so I knew what the outcome may have been. 
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Introduction - Quantitative Research
This report represents the study of peoples experience with career development within organisations. Forbes, (2022), tells us that of a survey, 94% of people said they would stay longer if they had options to develop their career within the business. This is such a high percentage to not take advantage of. It highlights so many positives, helps build commitment, helps the business develop new skills, helps uncover talent and even attract new talent (Today, 022). This is an important study case to put forward as we can understand people needs from their work and build a positive employer brand. It was important that the question be objective as the survey is fitting to the facts told to us by the participants not on feelings.
Quantitative research methods is beneficial as it is structured and can be presented numerically to allow for statistical analysis  (Goertzen, 2017).
For this study research descriptive statistics will be used by collecting data through a survey and present in tables to characterise the figures of this phenomenon. This method was used as of it ease and met with the sampling non-probability convenience method as there was a wide range of participants to give a range of diverse data. 

The analysis approach for this research study was cross-tabulation. This method is the most used to analyse categorical data, as they are clear data tables that help you analyse the results from the entire group of participants (Qualtrics, 2023).




Procedure 
For this case study a qualitative method was used, gathering the data using a survey. The survey will consist of 10 questions, with multiple choice answers. Poll Fish, (2022) tells us that data from surveys is easy to collect and analyse.  The questions were close-ended questions, meaning that they had limited set of possible answers, this is a good form for quantitative research as you can get a higher response rate and data can be analysed easily (Farrel, 2016).
The surveys were created on Microsoft office forms, once created, it was trials on a fellow student to make sure the questions were ready to go out to the other participants. Following the code of conduct, once an ethics form was completed for the surveys, it was then distributed onto social media allowing a diverse set of responses. Before completing the survey, participants were asked to read and acknowledge information regarding the study and consent they give when completing. After collecting all the data, which was decided at no more than 40 responses due to the scale of the research study, it was then ready to use a deductive analysis approach. Using a deductive analysis, you are looking at existing theory, formulating hypothesis, gathering data, analysing and then rather than coming to a general conclusion like inductive analysis, we either do or don’t reject a hypothesis (Streefkerk., 2019). To analyse the data collected, the programme SPSS was used. It is a “Statistical Package for the social sciences” which is a software that can examine data, it helps you understand vast and complicated data sets easily using a statistical process (Choudhary, 2021). After analysing the results and presenting, the conclusion will include the weakness and strengths from the study along with improvements for future research. 

Data Presentation & Findings
[image: ]By using the SPSS software, the below tables and charts have been created with some showing frequencies and others though cross tabulated tables that can show the trends from participant responses.

As you can see from the above bar chart, there was the same amount of participants responding ranging aged 18-24 as there were 25-34. This could have been caused by the distribution of the survey. The survey was posted through social media, where the majority of the respondents would be closer to my own age.
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The table above shows that the younger the participant, the higher the qualification they hold. The guardian tells us that since 1999, more than half of England and Wales’ population have at least two A-levels or higher, which shows that over the years more young adults getting higher education, as before it was not seen to be aspirational (Duncan, 2023). 

[image: ]
Maxwell, 2021, says that we have more millennials today being promoted within their positions and businesses choose to have younger supervisors and managers. They believe that the younger generation are the way forward for many. The charts shows that the statement is true, the most participants that said they had been promoted within their current organisation were those of the ages between 25-34. This is good data to receive. Companies that promote within and invest time into their staff are more likely to retain them. They feel more valued and will be more productive making the company more profitable.
[image: ]
This above chat is particularly important. The data shows that the majority of participants said that their current employers do offer professional career development programmes within their company. This shows that many businesses are promoting within and putting their time into their employees. According to the University of Massachusetts (2023), promotion within the company can help them save money whilst finding and retaining talent. Not only this, but it adds value to the employees work and directly benefits the businesses. Heinz, 2023, says that making mandatory training regularly to help the companies culture and improve employee engagement. The younger generation will be looking for career growth and for them to meet their full potential they need the opportunities.  
[image: ]
Despite the participants stating that there are opportunities for career development within their businesses, this chart shows that they may be missed. Over 30% of participants said that they were only spoken to with their supervisor or managers about their career goals, sometimes. The second highest answer came up as, rarely. This shows that the business’ that the participant are in, offer career development but are not discussing it enough with their employees. Its important to discuss career development with your employees as you, as an employer, will help you identify potential people for roles and discover successors for key positions. It also helps build a positive brand, more people are likely to speak positively about the company if they make their employees feel like they are invested in their career growth and development.

[image: ]

This chat shows that the number of participants that agree their career development is important to them, 22 out of 35 said they have been promoted within their current workplace. This means that the more career driven the person is the more likely they are to take the opportunities presented to them in their workplace. It is good to see that the participants want to develop, as getting a promotion is not always for the need of the employee. They could come down to other factors such as company needs, job availability and need for pay rises. 











Conclusion & Reflection. 
In conclusion, its clear to see that there is plenty of opportunity to drive your career through your place of work. It may seem that it is easier for the younger generation to do so, as they are younger, they may be given more opportunities. It shows the issue may lies with the businesses and how they manage their employees, involving them and discussing their career path with them. 
This data could be seen as bias as the participants were all of similar age and positions to myself. Despite this, it still shows that 10% of people said that their company did not offer development programmes which is a good result to see. Promoting withing the company can bring so many benefits not only to them but also their employees. 
If I were to do this case study again, to improve I would get a larger target audience that range in age. This could then give us more results and an insight into career development as you age, would companies want to spend time developing people who are not likely to be there that long? It would be interesting to find out if this would be something that they would be interested in. I would also like to investigate how much people enjoy their role, or maybe they only seek to improve for better opportunities for pay rises.
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