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Abstract 

Today's businesses place a paramount importance on the performance of their employees due to its direct 

correlation with growth and enhanced revenues. The primary objective of this research endeavor is to ascertain 

the impact of employee satisfaction, employee benefits, and employee learning on career growth and employee 

performance. A sample consisting of 400 individuals employed in the Higher Education Institutions of Indonesia 

served as the focal point of this study. The participants, selected through purposive sampling, were provided with 

self-reporting questionnaires to gather essential data. To evaluate the hypothesized relationships, the researchers 

employed structural equation modeling analysis utilizing AMOS 26. The findings of this study revealed that 

employee performance and career growth within Indonesia's higher education institutions were significantly 

influenced by employee learning, employee benefits, and employee satisfaction. Furthermore, employee 

performance was shown to have a substantial and positive effect on career growth. These findings contribute 

valuable insight and offer practical guidance for managerial decision-making. The theoretical and practical 

implications of these findings can lay a strong foundation for future research endeavors aimed at exploring career 

growth. It is recommended that the management of higher education institutions prioritize the career growth of 

their employees.  

Keywords— career growth; employee benefits; employee learning; employee performance; employee satisfaction 

 

Abstrak 

Bisnis saat ini sangat mementingkan kinerja karyawannya karena berkorelasi langsung dengan pertumbuhan dan 

peningkatan pendapatan. Penelitian ini bertujuan untuk menganalisa dampak kepuasan karyawan, tunjangan 

karyawan, dan pembelajaran karyawan terhadap pertumbuhan karir dan kinerja karyawan. Total responden 400 

orang yang bekerja di Perguruan Tinggi di Indonesia menjadi titik fokus penelitian ini. Responden dipilih melalui 

purposive sampling, diberikan kuesioner untuk mengumpulkan data. Untuk mengevaluasi hubungan yang 

dihipotesiskan, para peneliti menggunakan analisis model persamaan struktural dengan menggunakan AMOS 26. 

Temuan penelitian ini mengungkapkan bahwa kinerja karyawan dan pertumbuhan karir di perguruan tinggi di 

Indonesia dipengaruhi secara signifikan oleh pembelajaran karyawan, tunjangan karyawan, dan kepuasan 

karyawan. Selain itu, kinerja karyawan terbukti memiliki pengaruh besar dan positif terhadap pertumbuhan karir. 

Temuan ini memberikan kontribusi wawasan berharga dan menawarkan panduan praktis untuk pengambilan 

keputusan manajerial. Implikasi teoretis dan praktis dari temuan ini dapat menjadi landasan kuat bagi upaya 

penelitian di masa depan yang bertujuan untuk mengeksplorasi pertumbuhan karier. Disarankan agar manajemen 

perguruan tinggi mengutamakan pertumbuhan karir pegawainya. 

Kata kunci— career growth; employee benefits; employee learning; employee performance; employee 

satisfaction 
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I. INTRODUCTION  

 In today's competitive and dynamic business environment, organizations are becoming aware of the utmost 

significance of satisfaction, benefits, and learning for propelling productivity and professional advancement. As 

organizations endeavor to entice and retain exceptional personnel, they are progressively dedicating their efforts 

to establishing atmospheres that place the welfare and career growth of their staff members as a priority. This 

change in approach has not only resulted in enhanced individual performance but has also had a positive influence 

on the overall achievement of the organization (Lin & Huang, 2020). Concerning satisfaction, individual growth, 

and fulfillment, employees possess higher anticipations for their occupations than ever before. Consequently, 

employees are demonstrating a strong willingness to acquire knowledge about endeavors beyond the realm of 

work. They are seeking employment opportunities that will facilitate the cultivation of their personalities, hobbies, 

and professions. Individuals anticipate more from their professional endeavors than merely a salary and a few 

additional benefits, and the degree to which their employer fulfills these expectations impacts the extent of 

employees' dedication to the organization. Professional advancement within the workplace is also another vital 

objective that every employee aspires to accomplish. 

 For an extended period, career advancement, which refers to the progression of one's professional trajectory 

within or between different organizations, has constituted a significant area of focus within the field of vocational 

psychology (Weng & Zhu, 2020). Understanding the factors that contribute to certain individuals achieving higher 

job success than others has made significant progress in recent years. It is important for us to closely examine our 

knowledge of how individuals develop in their careers, both within and outside of organizations. Previous research 

in this field has raised several crucial research inquiries, such as what managerial practices promote employees' 

growth within an organization, why some individuals excel in career advancement compared to others, both within 

and across organizations, and what personal factors influence an individual's career growth (Japor, 2021).  

 Employee performance is regarded as one of the factors that influence and play a part in the performance 

of the organization. This is because it directly contributes to the organization's success through the conduct of the 

individual, despite the presence of other factors that aid in its achievement (Saleh et al., 2020). Employee job 

satisfaction serves as a connection point between the reward system and the level of engagement at work (Brown, 

2014). Hence, it can be inferred that the factors that lead to engagement stem from experiencing satisfaction with 

one's job. When it comes to career choices, employees base their preferences on whether their current job is a 

source of inspiration for them (Chawla et al., 2017). Creating job satisfaction for employees is a challenging task, 

as it can only be achieved when there is a strong connection between work motivation, effective leadership, and 

the organizational culture of the company. This connection must be well-established and embraced by all members 

of the workforce. The performance of the organization is reliant on the individual contributions of its employees, 

meaning that their productivity directly impacts the overall success of the company (Akob et al., 2020; Haerani et 

al., 2020). 

 Employee benefits has the potential to enhance employee satisfaction, thereby augmenting the overall 

prosperity of a company. Nonetheless, there is limited knowledge regarding the influence of job benefits on 

employee satisfaction within various organizational structures (Querbach et al., 2022). However, the benefits of 

offering to the employees are not equally advantageous for all companies. Previous article contend that the 

influence of employee benefits varies due to the fact that employees place different levels of importance on and 

interpret job benefits in distinct ways (de la Torre-Ruiz et al., 2019). Employees benefits such as insurance, 

retirement plans, compensated absences, and miscellaneous amenities. Employee benefits in higher education 

institutions are subject to the impact of numerous factors, including social policy, labor market conditions, 

employee demographics, and individual preferences. Higher education institutions can effectively convey their 

dedication to the welfare and career growth of their employees by providing competitive and extensive employee 

benefits. 

 Previous studies discussed certain factors that must be taken into account in order to enhance work 

effectiveness, specifically motivation (Paais & Pattiruhu, 2020), training (Niati et al., 2021), satisfaction, learning, 

and knowledge (Yoopetch et al., 2021),  Previous research has been conducted on career growth in the hospitality 

industry (Son & Kim, 2021; Yoopetch et al., 2021), commercial companies (Mehdipour & Shirini, 2021), oil and 

gas company (Paramitha, C. A., Ramanda, S. D., & Putra, 2020). The progression of an employee's career is a 

personal attribute that managers are unable to control. Over time, it has been observed to have various impacts on 

organizations, including employee performance in the workplace. In order to enhance organizational performance, 

increase productivity, and retain talented individuals, organizations need to have a comprehensive understanding 

of the processes involved in the employment relationship (Naidoo et al., 2019). Therefore, companies today should 

actively look forward to fulfilling employee's expectations and generate an impact on the performance of the 
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employee, which directly marks the organization's performance. As a professional working in educational 

institution, it is essential to acknowledge that the development of one's profession is not solely centered around 

personal progression but also encompasses the beneficial influence one can exert upon the well-being of students 

and the wider society. In order to successfully navigate this intricate and diverse journey of career advancement, 

it is of utmost importance to possess a comprehensive comprehension of the different pathways accessible and 

the tactics that can be employed to optimize these prospects. 

 In our study, we investigate the determine of career growth in personnel working in higher education in 

Indonesia. This study aims to address questions and research gaps in this area. Our research offers contributions 

to the discussion on the antecedents of career growth. We contribute to the expanding body of knowledge on 

human resource management (HRM). Our investigation specifically focuses on the higher education institution in 

Indonesia. After the introduction, Section 2 provides the systematic literature review and hypotheses development. 

Section 3 provides the methodology. Section 4 provides results and discussion. Section 5 provides conclusion and 

limitation. 

II. LITERATURE REVIEW   

A. Employee Satisfaction 

 The development of any organization depends on employee satisfaction. One's affective response to all 

work roles is what is meant by the term employee satisfaction. Employee satisfaction refers to a person's overall 

affective orientation towards the job role they are deployed. A person's attitude toward work can be a good 

indicator of employee satisfaction (Sarker & Ashrafi, 2018). This satisfaction depends on what individuals want 

from their work and what they are paid for. Those who want the most but receive the least are the most dissatisfied. 

However, those who try a lot and succeed are the happiest. Previous research found employee satisfaction 

positively affected on employee performance (Arif et al., 2019; Gopal et al., 2021; Hendri, 2019). Organizations 

that provide mechanisms for employee career growth create a mutual investment type of relationship with their 

employees (Nkechi & Dialoke, 2017). Thus, the hypothesis is constructed as follows: 

H1: Employee Satisfaction affects on Career Growth 

H5: Employee Satisfaction affects on Employee Performance 

B. Employee Benefit 

 In the field of human resources research, employee benefits are one of the most frequently studied subjects. 

According to economic theory, employee benefits, particularly performance-based pay, can act as strong 

inducements for a worker to work harder to complete a task enhancing the performance of their work. The 

advantages were examined namely health care, retirement plans, employer-sponsored benefits, and work-family 

benefits—and discovered that benefits for employees can affect how employees participate in organizations 

(Yoopetch et al., 2021). Any type of payment made by the company is considered an employee benefit excluding 

wages or salaries that are fully or partially covered by the employer. In summary, the benefit is the addition of the 

payment of employee or compensation which provided and the employee benefit related to employee performance 

(Kadir et al., 2019). Employee benefits are essential to the growth of corporate labor relations for example 

childcare and retirement plans, elder care, hospitalization plans, social security, paid time off, and paid holidays. 

The goal of employee benefits is to increase staff members' financial security and, as a result, improve worker 

morale, and organization retention. However, previous research found there was no affect of employee benefits 

on employee performance (Yoopetch et al., 2021). Thus, the hypothesis is constructed as below: 

H2: Employee Benefit affects on Career Growth 

H6: Employee Benefit affects on Employee Performance 

C. Employee Learning 

 Employee learning is the employees participate actively in learning activities (Hendri, 2019). Employee 

learning has been the subject of several Systematic Literature Reviews (SLRs). Employee learning in the 

workplace is described as the process by which "individuals or groups acquire, interpret, reorganize, change, or 

assimilate a related cluster of information, skills, and feelings (Yoopetch et al., 2021). Previous research have 

been found there was a positive and significant affect employee learning on employee performance (Oh, 2019; 

Torlak & Kuzey, 2019).  Thus, the hypothesis constructed as below: 

H3: Employee Learning affects on Career Growth 

H7: Employee Learning affects on Employee Performance 
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D. Employee performance 

Employee performance is an action that employees do in carrying out the work done by the company. 

Performance in carrying out its functions is not independent, but always relates to employee job satisfaction and 

the level of reward given, and influenced by individual skills, abilities, and traits. Employee Performance has four 

dimensions, namely goal attainment quality, efficiency, and profitability measured items (Kirimi & Maende, 

2019). Thus, the hypothesis constructed as below: 

H4: Employee Performance affects on Career Growth 

 

E. Career Growth  

Career growth is quantified through an assessment of the professional growth and progression afforded by 

one's current organization. It encompasses the comprehensive backing bestowed upon employees by the 

management in terms of internal promotion opportunities. It is posited that these provisions for advancement 

engender a psychological attachment among individuals towards their employer. Simultaneously, employees 

come to comprehend that the developmental support provided by management leads to a harmonious relationship 

between their aspirations for career growth and their positive attitudes towards the current leadership. By 

bolstering career growth, the organization has the potential to elicit effective behaviors from its personnel. 

Moreover, employees perceive career growth as a valuable asset for their continuous dedication and loyalty to 

their employer (Bhaskar et al., 2021). The research framework of this study is presented in Figure 1.  

 

 

Fig. 1. Research Framework 

III. RESEARCH METHODOLOGY  

The current study was conducted with a quantitative and descriptive design. The primary objective of a 
descriptive study is to investigate, observe, and depict a situation, sample, or variable in its natural environment 
without the intervention of the researcher. The study consisted of three exogenous constructs, namely Employee 
Satisfaction, Employee Benefits, and Employee Learning. Additionally, there was one mediating variable, 
Employee Performance, and the endogenous construct was Career Growth. The collection of research data is of 
utmost importance, as it enhances researchers' comprehension of the theoretical framework. Given that no amount 
of analysis can compensate for inaccurately acquired data, it is crucial to exercise sound judgment when selecting 
the technique and source for data acquisition. 

All the constructs utilized in this research were evaluated using questionnaires that incorporated a Likert scale 
ranging from 1 to 5. This scale allows for the ranking of responses from strongly disagree to strongly agree. The 
total number of measurement items was 25, with 5 measurement items per variable (refer to Table 1), which were 
derived from a previous study. The determination of the sample size in this study employed purposive sampling, 
a form of non-probability sampling. This sampling method operates on the premise that selecting the most suitable 
instances for the study yields the most valuable data, and that the selected cases directly influence the research 
findings. 
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The utilization of the AMOS program version 26 as a computational instrument is employed to carry out 
Structural Equation Modeling (SEM) as a means of addressing the research hypotheses. A preliminary 
examination of the employed questionnaire's validity and reliability is conducted prior to data analysis. The 
validity of the test is assessed by utilizing the score of each question item, which    corresponds to the sum of all 
item scores in a given variable. After the validity and reliability tests have been performed, data analysis is 
implemented. In order to address the raised concerns and respond to the hypotheses, data analysis and 
interpretation are carried out. The process of data processing encompasses the following steps: The hypothesis is 
deemed acceptable if the value of β is greater than 0, where both the estimated parameter value and the values of 
β exceed 0. The acceptance of the hypothesis is determined by considering the Goodness-of-Fit Criteria, 
specifically the RMSEA (Root Mean Square Error of Approximation), GFI (Goodness of Fit Index), NFI (Normed 
Fit Index), and hypothesis testing. Therefore, the hypothesis is accepted. 

Table 1. Measurement Items 

Variables Indicators Reference 

Employee Satisfaction ES1: I am satisfied with my current job 

ES2: I am satisfied with my working environment 

ES3: I am very active in doing my tasks 

ES4: I am happy with my tasks 

ES5: My job is very interesting in my opinion 

Sharma et al., 

(2016); Shmailan, 

(2016) 

Employee Benefit EB1: I am satisfied with the benefits extended to 

me. 

EB2: I have adequate health benefits from the 

institution. 

EB3: I have a work-life balance when working at 

the institution. 

EB4: The institution also extends benefits for my 

family as well. 

EB5: The institution where I am working extends 

better benefits than other institution. 

Dulebohn et al., 

(2009) 

 

Employee Learning EL1: I regularly attend training from the internal 

and external of the institution. 

EL2: I believed that learning would benefit the 

institution. 

EL3: I believed that learning would develop me. 

EL4: Continuous learning is important for me. 

EL5: I am committed to learning new things while 

working in the institution. 

Hendri, (2019); 

Inanc et al., (2015) 

 

Employee Performance EP1: My performance is better than other 

employees. 

EP2: I performed with high effectiveness and 

capability in the institution. 

EP3: I performed efficiently way in the institution. 

EP4: I am satisfied with my performance. 

EP5: I committed to performing the best in the 

institution. 

Sharma et al., 

(2016); Shmailan, 

(2016) 

Career Growth CG1: I can improve my skills and knowledge in the 

institution. 

CG2: I have ways and chances to develop my 

career in the institution. 

CG3: I got training to develop my career. 

CG4: I can see my career path is clear in the 

institution. 

CG5: In my opinion, the institution is fair for my 

career growth. 

da Motta Veiga, 
(2015); Weng et al., 
(2010); Weng & 
Zhu, (2020) 

 

Source: Collected from various references 
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IV. RESULT 

 This study uses a quantitative method, and the data collection method used an online questionnaire. The study 
gathered data from 400 employees who are currently employed in higher education institutions in Jakarta, and 
non-probability sampling technique used. The distribution of questionnaires was facilitated through the WhatsApp 
communication platform. The initial target for respondents was set at 450 employees, resulting in a response rate 
of 88.89%. The study further elucidated the characteristics of the respondents, including their gender, age group, 
years of service, position level, education level, and employment status. These details are elaborated in Table 2.  

 

 Total respondents were 400 employees who participated in this study, 193 respondents (48.2%) were male 
and 207 respondents (51.8%) female, dominated by employees aged 21 - 30 years by 148 respondents (37%), and 
aged 31 - 40 year by 108 respondents (39%). Years of services from employees mostly 1 - 3 years of 154 
respondents (38.5%) and 4 - 6 years of 108 respondents (27%). Judging from the level of education, most 
employees have a undergraduate degree with 136 respondents (34%), and a master's degree of 188 respondents 
(47%). The distribution of employees is seen from their position 115 respondents (28.8%) as staff/non-supervisor, 
128 respondents (32%) as supervisor, 106 respondents (26.5%) as assistant manager, and 51 respondents (12.7%) 
as manager.  

 The outcomes of conducting data analysis demonstrate the advantageous influence of each indicator on every 
endogenous variable (refer to Table 3). This particular model is deemed acceptable due to the allowance of 
prediction errors in the variable, and it can be deduced from the residuals that the model is accepted. 

 

 

 

Table 2. Respondents Characteristics 

 

Characteristics Frequency Percentage 

Gender 

Male 

Female 

 

193 

207 

 

48.2% 

51.8% 

Age 

≤ 20 years old 

21 – 30 years old 

31 – 40 years old 

41 – 50 years old 

51 – 60 years old 

 

68 

148 

156 

18 

10 

 

17% 

37% 

39% 

4.5% 

2.5% 

Years of Service 

Below 1 year 

1 – 3 years 

4 – 6 years 

7 – 9 years 

10 years and above 

 

72 

154 

108 

41 

25 

 

18% 

38.5% 

27% 

10.2% 

6.3% 

Education Level 

Diploma 

Undergraduate 

Graduate 

Post-Graduate 

 

25 

136 

188 

51 

 

6.3% 

34% 

47% 

12.7% 

Position Level 

Staff/ Non – Supervisor 

Supervisor 

Assistant Manager 

Manager 

 

115 

128 

106 

51 

 

28.8% 

32% 

26.5% 

12.7% 

Source: Primary Data (2023) 
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 Table 4 describes the goodness of the fit of the study. Although the GoF results were marginal fit as almost 
reached the threshold value. In conclusion, this SEM model can describe a causal link on the variables utilized in 
a good way. 

Table 3. Evaluation of Loading Factors 

Constructs/ Items Loading Factors Error Reliability AVE 

Employee Satisfaction (ES) 

ES1 

ES2 

ES3 

ES4 

ES5 

Total ES 

 

0.690 

0.729 

0.731 

0.769 

0.558 

3.447 

 

0.475 

0.531 

0.534 

0.591 

0.311 

2.442 

0.831 

 

0.500 

Employee Benefit (EB) 

EB1 

EB2 

EB3 

EB4 

EB5 

Total EB 

 

0.739 

0.803 

0.735 

0.790 

0.663 

3.730 

 

0.546 

0.644 

0.541 

0.624 

0.440 

2.795 

0.832 0.500 

Employee Learning (EL) 

EL1 

EL2 

EL3 

EL4 

EL5 

Total EL 

 

0.722 

0.749 

0.804 

0.607 

0.618 

3.500 

 

0.522 

0.560 

0.646 

0.368 

0.382 

2.478 

0.831 0.500 

Employee Performance (EP) 

EP1 

EP2 

EP3 

EP4 

EP5 

Total EP 

 

0.668 

0.542 

0.673 

0.648 

0.705 

3.236 

 

0.446 

0.294 

0.453 

0.419 

0.498 

2.110 

0.832 0.500 

Career Growth (CG) 

CG1 

CG2 

CG3 

CG4 

CG5 

Total CG 

 

0.573 

0.738 

0.713 

0.692 

0.540 

3.256 

 

0.292 

0.479 

0.508 

0.544 

0.328 

2.151 

0.831 0.633 

Source: Processed Data (2023) 

Table 4. Goodness of Fit 

 

Goodness of Fit Index Cut-off Value Model Result Description 

Chi-Square Expected Small 1,142.384  

 

 

Marginal Fit 

Significance Probability ≥ 0.05 0.000 

GFI ≥ 0.90  1 0.826 

AGFI ≥ 0.90  1 0.790 

TLI ≥ 0.95  1 0.808 

CFI ≥ 0.95  1 0.828 

RMSEA Between 0.03 – 0.08 0.084 

Source: Processed Data (2023) 
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 The results of the hypotheses testing are presented in Table 5: H1 Employee Satisfaction had a positive and 
significant effect on Career Growth (β = 3.811; p < 0.05), therefore H1 is supported. For H2 Employee Benefit 
had a positive and significant effect on Career Growth (β = 3.384; p < 0.05), therefore H2 is supported. For H3 
Employee Learning had a positive and significant effect on Career Growth (β = 3.250; p < 0.05), therefore H3 is 
supported. For H4 Employee Performance had a positive and significant effect on Career Growth (β = 3.146; p < 
0.05), therefore H4 is supported. For H5 Employee Satisfaction had a positive and significant effect on Employee 
Performance (β = 2.044; p < 0.05), therefore H5 is supported. For H6 Employee Benefit had a positive and 
significant effect on Employee Performance (β = 3.532; p < 0.05), therefore H6 is supported. Lastly, for H7 
Employee Learning had a positive and significant effect on Employee Performance (β = 12.681; p < 0.05), 
therefore H7 is also supported.  

 

Figure 2. Structural Model 

V. DISCUSSION  

 Hypotheses testing results showed that 7 hypotheses are supported with positive and significant effects, in line 
with previous research. Employee Satisfaction has positive and significant effects on Employee Performance and 
Career Growth reveals that employees who experience fair treatment at work are more likely to show positive 
professional behaviors like loyalty, ongoing self-improvement to advance their careers, and prioritizing the 
organization's best interests. Furthermore, a satisfied employee displays loyalty, a creative mindset for ongoing 
improvement, and a greater level of participation in the decision-making process in favor of the objectives of the 
company. Employee satisfaction typically includes aspects of fulfillment with the work environment, benefits, 
income, relationships with coworkers, prospects for promotion, and management. In Higher Education Institutions 
with a lot of workloads, the management needs to create exciting workplace as it may undoubtedly encourage 
feelings of pleasure and delight in employees. 

Table 5. Hypotheses Test 

Hypotheses Estimate S.E. C.R. P-value Result 

H1: ES → CG  0.168 0.044 3.811 0.000 Supported 

H2: EB → CG 

H3: EL → CG 

0.144 

0.338 

0.043 

0.104 

3.384 

3.250 

0.000 

0.001 

Supported 

Supported 

H4: EP → CG 0.350 0.111 3.146 0.002 Supported 

H5: ES → EP 0.091 0.045 2.044 0.041 Supported 

H6: EB → EP 0.149 0.042 3.532 0.000 Supported 

H7: EL → EP 0.795 0.063 12.681 0.000 Supported 

Source: Processed Data (2023) 
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Employee Benefit has a positive and significantly effects on Employee Performance as well as Career Growth 
reveals that organization that care about the employees’ benefits other than salary, namely intangible rewards and 
recognitions will giving employees the motivation to develop new skills aids in maintaining their interest and 
engagement and will increase their performance as well as their career growth at the end. If an organization does 
not give employees the chance for their career growth, this will increase their desire to leave the company and it 
will be difficult to retain potential employees. This is the primary reason for employees to leave the organization. 
Organizations that invest in career growth planning of employees are more likely to retain their employees. An 
individual is more likely to display loyalty and opt to stay if they believe that the company cares about them and 
will provide them with possibilities to advance. 

The management of higher education institutions must pay attention to their employees, show concern for 
them, encourage them to participate in choices that affect their jobs or careers, and reward them with raises or 
bonuses. The most crucial benefit is that management encourage and value their staff. Management encourages 
employees to improve employee performance by using both intrinsic and extrinsic rewards to motivate employees. 
Rewards that make employees feel proud or appreciated for accomplishing a task are referred to as intrinsic 
rewards. A few examples of intrinsic benefits are relevance, which is the purpose behind your contribution, praise 
for a job well done, credit for a job well done, and the freedom to make your own decisions. An extrinsic reward 
is something you receive outside of yourself for successfully completing a task. Extrinsic benefits include things 
like a company car, a bonus or commission that boosts sales or profits, a comfortable workspace, a promotion, 
and stock options. Programs for employee recognition are created to express gratitude to certain employees for a 
variety of accomplishments. A simple "thank you" can convey appreciation, or it can be more elaborate, such as 
in a formal program where the recipients of the acknowledgment are acknowledged in front of their peers, 
superiors, and coworkers. Many businesses use a variety of platforms to share information about their recognition 
programs, including discussion boards, monthly newsletters, and corporate e-mails or websites. 

Employee learning has a positive and significant impact on employee performance and career growth. This 
shows that employees put in a lot of effort and use all their skills to achieve the organization's goals. Employee 
learning means expecting employees who want or are willing to learn to improve their performance and lead to 
career growth. With each employee wanting to learn more, we engage in various activities such as participating 
in seminars, workshops, and other training both inside and outside the company. This leads to employee growth, 
and employee growth leads to improved employee performance. 

VI. CONCLUSION AND RECOMMENDATION 

 Employee satisfaction, employee benefits, and employee learning are critical determinants that have a 
profound impact on an individual's performance and career progression within the institution. When employees 
are satisfied with their occupation, they tend to exhibit greater levels of engagement, motivation, and productivity, 
ultimately resulting in heightened performance standards. Furthermore, establishments that offer enticing 
employee benefits, such as competitive remuneration packages, medical coverage, retirement schemes, and 
initiatives promoting work-life balance, can further augment job satisfaction and contribute to overall 
performance.  

Additionally, by providing opportunities for employee education and growth through training schemes, 
workshops, mentorship programs, and initiatives promoting career advancement, organizations can empower their 
workforce to enhance their competencies, knowledge, and abilities. Consequently, employees become invaluable 
assets to the organization, leading to enhanced performance and heightened prospects for career advancement 
within the entity. Through prioritizing employee satisfaction, providing attractive benefits, and fostering a culture 
of continuous learning, organizations can establish an environment that nurtures both individual and 
organizational success. 

Career growth within higher education institutions is a fundamental element for professionals seeking to 
advance their careers within the educational sector. By affording avenues for career growth and advancement, 
higher education institutions can allure and retain talented individuals, thereby ensuring the sustained expansion 
and success of the institution. The prioritization of career progression for employees by higher education 
institutions is imperative, as it not only benefits the individuals, but also contributes to the overall enhancement 
and standing of the institution. This can be accomplished through the provision of diverse initiatives, such as the 
advancement of career objectives, the implementation of professional development programs, the provision of 
opportunities for promotion and salary increments, as well as support for the acquisition of new skills and 
knowledge. These initiatives not only assist employees in attaining their career aspirations, but also augment the 
overall standard of education and services offered by the institution. In the subsequent sections, we will delve 
deeper into each of these avenues and offer practical advice on how to effectively utilize them to foster career 
growth within the ever-evolving landscape of higher education institutions. 
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 One crucial pathway for career growth in higher education establishments lies in the academic 
accomplishments and contributions to research. Participation in scholarly endeavors, the acquisition of research 
funding, and the publication of impactful work not only enhance one's reputation within the institution but also 
contribute to the advancement of knowledge in their respective field. Moreover, assuming leadership positions in 
academic programs, committees, or administrative units can offer invaluable experience and exposure, thus paving 
the way for professional growth. Another crucial factor to take into consideration is the cultivation of robust 
relationships and networks both within and beyond the organization. Collaborating with colleagues on 
multidisciplinary initiatives, establishing connections with industry partners, and actively engaging with 
professional associations have the potential to expand one's professional horizons and create novel opportunities 
for personal and professional advancement. 

 Moreover, it is imperative to remain up to date with the most recent trends and optimal practices in higher 
education by means of continuous learning and professional development. This may involve pursuing advanced 
academic degrees, attending conferences, as well as actively participating in workshops and seminars to augment 
one's skill set and knowledge base. In summary, career growth in higher education institutions involves continuous 
learning, professional development, and advancement opportunities. 
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