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Abstract 

This study explores the relationship between career advancement opportunities, work-life balance (WLB) 
policies, and corporate financial performance, identifying how these factors drive employee motivation 
and engagement to enhance organizational outcomes. A systematic review was conducted, analyzing 
existing literature to synthesize findings on the impact of career development and WLB policies on 
employee well-being, retention, and organizational performance. The review integrates relevant theories, 
including Herzberg's Two-Factor Theory, Human Capital Theory, Conservation of Resources Theory, and 
Social Exchange Theory. The study reveals clear career advancement opportunities and supportive WLB 
policies significantly boost employee motivation and engagement. These factors enhance job satisfaction, 
reduce turnover, and improve organizational performance. The findings underscore the synergistic effect 
of combining career development with WLB policies, creating a positive work environment that attracts 
and retains high-quality talent. This alignment with established theories highlights the importance of 
intrinsic motivators and the need for a holistic approach to human resource management. The study 
provides practical insights for organizations to integrate career advancement and WLB policies into their 
strategic planning, fostering a culture that values employee development and well-being. This approach 
enhances employee satisfaction and retention and strengthens the organization's competitive edge. Future 
research should focus on exploring these dynamics across different industries and contexts, considering 
cultural and regional differences to optimize the effectiveness of these strategies. 
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Introduction 

The contemporary workplace is undergoing rapid transformation, marked by 
significant shifts in how employees perceive career advancement, work-life balance, and 
overall engagement with their organizations. This evolution is primarily driven by 
technological advancements and changing cultural attitudes toward work (Cascio & 
Montealegre, 2016). As digital tools facilitate greater flexibility and connectivity, traditional 
boundaries between work and personal life are becoming increasingly blurred, resulting in 
new expectations and demands from the workforce (Greenhaus & Powell, 2016). These 
changes create unique challenges for organizations striving to maintain a productive and 
satisfied workforce. A critical issue emerging from this dynamic environment is the 
interplay between career advancement opportunities, work-life balance, and corporate 
financial performance. Understanding this relationship is essential, as it directly affects 
employee well-being and organizational success (Phuong & Tran, 2020). Employees today 
increasingly prioritize personal fulfillment alongside professional growth, which means 
companies must go beyond offering competitive salaries to retain top talent (Amin, 2022). 
This shift highlights the necessity for companies to reevaluate traditional management 
practices and develop a deeper understanding of how these factors are interconnected. The 
emphasis on creating a supportive work environment that values career development and 
work-life integration is becoming a strategic imperative for organizations aiming to attract 
and retain skilled employees. As such, this research seeks to explore these relationships 
further, offering insights into how companies can adapt to these evolving workplace 
dynamics. 

Recent studies have extensively explored each of these elements individually. For 
instance, research has demonstrated that career advancement opportunities are significant 
motivators for employee engagement and satisfaction Phuong & Tran (2020); (Amin, 2022). 
Simultaneously, the importance of work-life balance in preventing burnout and reducing 
turnover has been well documented (Greenhaus & Powell, 2016). Moreover, a growing 
body of literature suggests that organizations investing in these areas can enhance their 
financial performance by fostering a more committed and productive workforce (Bailey et 
al., 2017). Specifically, work-life balance policies and their impact on organizational 
financial performance have been extensively studied, with most research indicating a weak 
positive relationship (Opatrná & Prochazka, 2023). Flexible working hours and job sharing 
show the most potent positive effects while working from home yields mixed results. 
However, despite this wealth of research, there remains a notable gap in the literature 
regarding the interplay between these factors. Many studies focus on the direct effects of 
either career development or work-life balance on employee outcomes or organizational 
performance, often neglecting the potential synergistic effects these elements might have 
when considered together. Research indicates that cultural differences may moderate this 
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relationship, with Western countries showing more positive outcomes than Asian countries 
(Opatrná & Prochazka, 2023). Limitations such as low-test power and insufficient evidence 
of causality highlight the need for further investigation (Opatrná & Prochazka, 2023). Thus, 
while existing research provides valuable insights, there is still a pressing need for more 
comprehensive and integrative studies that consider the interaction between work-life 
balance and career advancement in the context of corporate financial performance. This 
need is urgent, given the rapid changes in the workplace and the increasing importance of 
these factors for employee well-being and organizational success. 

Despite the extensive research on career advancement, work-life balance, and 
corporate financial performance, there remains a significant gap in understanding how 
these factors interact. Most studies have focused on the isolated impact of either career 
development or work-life balance, often overlooking the potential synergistic effects when 
these elements are considered together. For example, while flexible working arrangements 
and career development opportunities are recognized as necessary for enhancing employee 
engagement, their combined impact on overall organizational performance remains 
underexplored (Bailey et al., 2017). This oversight limits our comprehension of how these 
practices can be strategically integrated to optimize employee well-being and financial 
outcomes. Cultural differences play a crucial role in moderating these relationships. 
Research has shown that Western countries report more positive outcomes from work-life 
balance initiatives than Asian countries, suggesting that cultural context significantly 
influences how these practices are perceived and their effectiveness (Opatrná & Prochazka, 
2023). The current literature also faces methodological limitations, such as low test power 
and a lack of longitudinal studies that can establish causal relationships between these 
variables. Consequently, there is a pressing need for more comprehensive research that 
examines these factors in tandem and considers the cultural and contextual nuances that 
might affect their impact. Such research would provide deeper insights into the complex 
dynamics, offering valuable guidance for academic theory and practical application in 
organizational strategies. 

Based on the identified gaps in the existing literature, this study poses the central 
research question: How do career advancement opportunities and work-life balance impact 
corporate financial performance? The primary aim of this study is to explore the complex 
interplay between these factors and understand the moderating role of cultural context, 
which has yet to be explored in previous research. The novelty of this research lies in its 
qualitative methodology, explicitly employing a systematic review. This approach is 
relatively uncommon in the field, where quantitative methods or analyses that examine 
these factors in isolation have predominated. This study aims to synthesize and integrate 
diverse findings from existing studies by conducting a systematic review, offering a 
comprehensive and holistic understanding of the relationships between work-life balance, 
career advancement, and corporate financial performance. This research seeks to address 
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how cultural differences may moderate these relationships, providing a nuanced view that 
considers the impact of varying cultural norms and values on the implementation and 
effectiveness of workplace practices. This focus on cultural context is critical for developing 
a more sophisticated understanding of how these factors interact across different 
organizational and geographical settings. Ultimately, this study aims to contribute 
significantly to academic literature and practical applications by offering insights to help 
organizations develop more nuanced and adaptive human resource strategies. These 
strategies are intended to enhance financial performance and employee well-being, thus 
ensuring sustainable organizational growth and success. By shedding light on these complex 
dynamics, this research aims to empower organizational leaders and human resource 
professionals with the knowledge they need to make informed decisions and shape the 
future of work. 

  
Literature Review 

Career Advancement and Employee Engagement 
Career advancement, often defined as enhancing one's skills, responsibilities, and 

organizational status, is critical in motivating and engaging employees. It is a fundamental 
driver of job satisfaction, encouraging individuals to invest more deeply in their roles and 
align their personal goals with organizational objectives (Syahrir et al., 2024). This 
alignment is crucial for fostering a committed and productive workforce, enabling 
employees to see a clear path for growth and development within the company. The 
importance of a clear career development pathway cannot be overstated. Research suggests 
that employees who perceive substantial career advancement opportunities are more 
satisfied and commit significantly to their organizations (Weer & Greenhaus, 2020). This 
perception of growth potential boosts morale and enhances overall organizational 
performance by reducing turnover and retaining valuable talent. Employees who feel that 
their organization supports their professional development are more likely to engage fully 
in their roles, increasing productivity and driving business success (Muktamar et al., 2024). 
Empirical evidence supports the notion that perceived opportunities for career 
advancement significantly impact employee investment in their roles. Studies have shown 
that such perceptions lead to higher levels of job engagement, which correlates with 
improved productivity and reduces turnover rates (Lu et al., 2016). This relationship 
underscores the strategic importance of career development programs in achieving 
organizational goals.  

However, the response to career advancement opportunities can vary significantly 
across different demographic groups. For instance, younger employees, particularly 
millennials, prioritize career development more than their older counterparts (Lyons & 
Kuron, 2014). This demographic trend indicates a shift in workplace values, with younger 
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generations seeking rapid career progression and continuous learning opportunities. 
Therefore, organizations must tailor their career development programs to meet the diverse 
needs of their workforce, ensuring that they cater to both the aspirations of younger 
employees and the career stability sought by older workers. Customizing career 
development initiatives is crucial for enhancing engagement across all employee segments. 
Tailored programs that address the unique needs of various demographic groups can help 
maintain high levels of engagement and satisfaction, thereby contributing to a more 
dynamic and committed workforce. Such tailored approaches support individual career 
aspirations and align with the organization's strategic objectives. Clear and transparent 
communication regarding career pathways and criteria for progression is essential to 
prevent employee dissatisfaction and disengagement. Studies have shown that ambiguity in 
career development processes can lead to frustration and a lack of motivation, as employees 
may feel uncertain about their future within the company (Kavitha & Venugobal, 2017). 
This uncertainty can erode trust and reduce engagement, ultimately impacting 
organizational performance. 

 
Work-Life Balance and Employee Well-Being 

Work-life balance (WLB) is a critical component of employee well-being, 
encompassing the equilibrium between professional duties and personal life (Hartanto, 
2024). This concept involves managing work responsibilities while maintaining a fulfilling 
personal life, which includes physical, mental, and emotional well-being. The key elements 
influencing WLB include flexibility in work hours, supportive workplace policies, and the 
ability to disconnect from work during personal time (Bjärntoft et al., 2020). A well-
balanced work-life situation contributes significantly to an employee's well-being, reducing 
stress and preventing burnout, enhancing job satisfaction and personal happiness. In the 
modern context, the importance of work-life balance has been amplified by evolving 
workplace dynamics, such as the rise of digital technology, remote work, and increased 
demands for job flexibility. These changes have reshaped employee expectations, with 
modern workers valuing flexibility and autonomy more than ever. Employees now seek 
work environments that allow them to manage their time effectively, balancing 
professional and personal responsibilities. This expectation shift has improved engagement 
and retention, as employees are likelier to stay with companies that respect their need for 
balance (Pandita & Ray, 2018). The COVID-19 pandemic has further highlighted the 
importance of WLB as employees navigate the challenges of working from home and 
juggling multiple roles simultaneously. Companies that adapted quickly to offer flexible 
working conditions during this period have seen increased employee loyalty and 
productivity (Carnevale & Hatak, 2020). 

The impact of work-life balance on employee well-being is well-documented. 
Employees who experience a good balance between work and life report better physical 
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health, lower levels of stress, and higher job satisfaction (Zaky, 2022). Additionally, 
effective work-life balance policies can reduce the incidence of burnout, a significant factor 
in employee disengagement and turnover. These findings underscore the crucial role of 
work-life balance in enhancing employees' quality of life and fostering a more motivated 
and productive workforce. Work-life balance also serves as a critical factor in attracting and 
retaining talent. Companies that offer robust work-life balance policies are often more 
successful in recruiting and retaining high-quality employees, as these policies are seen as a 
significant benefit (sumartik et al., 2023). This advantage is particularly pronounced in 
competitive job markets where skilled employees have multiple options. A solid 
commitment to work-life balance enhances a company's reputation, making it an employer 
of choice and improving overall job satisfaction. Organizations can implement several 
strategies to improve work-life balance. These include offering flexible work hours, remote 
work opportunities, and generous leave policies. For example, companies like Google and 
Netflix have been praised for their comprehensive work-life balance initiatives, including 
flexible scheduling and unlimited vacation days. Such practices support employee well-
being and contribute to a positive workplace culture that values and respects individual 
needs.  

 
Corporate Financial Performance: The Interplay of Career Advancement and Work-
Life Balance 

Corporate financial performance is a critical metric that reflects an organization's 
economic health and success (Permata, 2023). It is commonly assessed using profitability, 
return on investment (ROI), and revenue growth. These metrics provide a quantitative 
measure of a company's ability to generate income relative to its expenses and the efficiency 
with which it utilizes its resources (Arbelo et al., 2021). However, internal factors like 
human resources and organizational culture have a significant impact on financial 
performance as well. They are not solely dependent on external market conditions or 
strategic financial decisions. Companies that invest in their workforce and cultivate a 
positive organizational culture often see enhanced financial outcomes (Widjaja, 2023). 
Career advancement opportunities within an organization play a pivotal role in driving 
employee motivation, engagement, and productivity. Clear career pathways and 
opportunities for professional development are critical components that can significantly 
enhance an individual's performance and, subsequently, the organization's overall 
performance (Tims & Akkermans, 2020). Employees who perceive a viable future within 
their company are more likely to be engaged and committed to their roles, which translates 
into higher productivity and lower turnover rates (Mahapatro, 2021). This alignment 
between personal career goals and organizational objectives fosters a more dynamic and 
resilient workforce, essential for achieving sustained financial performance. 

Work-life balance (WLB) is another crucial element that impacts employee well-
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being and, by extension, corporate financial performance. WLB policies, such as flexible 
working hours and remote work options, help employees manage their professional and 
personal responsibilities more effectively (Adisa et al., 2022). These policies not only 
improve the overall well-being of employees by reducing stress and preventing burnout but 
also enhance job satisfaction and loyalty (Dhir et al., 2020). Higher job satisfaction and 
lower burnout rates are directly linked to increased employee engagement and reduced 
turnover, which are beneficial for maintaining a stable and productive workforce. This, in 
turn, positively affects corporate financial performance by reducing costs associated with 
hiring and training new employees and improving overall operational efficiency. The 
interplay between career advancement and work-life balance creates a synergistic effect 
that can significantly enhance corporate financial performance. Employees with clear 
career advancement opportunities and supportive work-life balance policies are likelier to 
remain with the company long-term, fostering loyalty and reducing turnover (Mahapatro, 
2021). This synergy improves individual job performance and contributes to a more 
cohesive and motivated workforce. Furthermore, companies prioritizing career 
development and work-life balance tend to attract top talent, enhancing their competitive 
advantage in the market (Ramadhani et al., 2023). 

Organizational culture is critical in successfully implementing career advancement 
and work-life balance policies. A positive culture that values employee development and 
well-being can significantly enhance the effectiveness of these policies (Sugiarti et al., 2022). 
Conversely, a culture resistant to change or overly focused on short-term financial metrics 
may hinder the adoption of such policies, limiting their potential benefits (Sugiarti et al., 
2022). Therefore, organizations need to align their cultural values with strategic goals to 
fully leverage the benefits of career advancement and work-life balance initiatives. 
Research indicates that organizations with strong, supportive cultures that encourage career 
development and work-life balance tend to perform better financially. This is partly 
because such environments foster greater employee satisfaction, engagement, and retention, 
which are critical for long-term success (Irabor & Okolie, 2019). For instance, companies 
like Google and SAS have been noted for their robust organizational cultures supporting 
career advancement and work-life balance, resulting in high employee satisfaction and 
superior financial performance (Abubaha, 2019). Therefore, a supportive organizational 
culture benefits employees and offers significant financial advantages to the company, 
demonstrating that investing in a positive work environment is a sound strategic choice. 

 
Challenges in Implementing Career Advancement and WLB Policies 

Implementing effective career advancement and work-life balance (WLB) policies is 
essential for modern organizations aiming to enhance employee well-being and overall 
performance (Wahyuni, 2024). Career advancement involves providing clear pathways for 
professional growth, while WLB policies ensure that employees can balance work and 
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personal responsibilities (Wahyudi, 2022). These policies are crucial for fostering an 
engaged and productive workforce. However, organizations often need help in 
implementing these initiatives effectively. One primary barrier is resistance to change, 
particularly within the organizational culture. Many companies have deeply entrenched 
practices and values that may not align with progressive career development and WLB 
policies. This resistance can be exacerbated by a need for more support from senior 
management, who are crucial in championing these initiatives. Research by Fernandez & 
Rainey (2017) highlights the importance of leadership in driving organizational change, 
noting that implementing new policies is often necessary without solid support from the 
top to succeed. This lack of support can manifest in insufficient resource allocation or 
prioritization, hindering the adoption and effectiveness of these policies. Overcoming these 
challenges requires a strategic approach, including fostering a culture open to change and 
securing commitment from leadership to ensure successful policy implementation (Droege 
et al., 2021). Organizations can better integrate career advancement and WLB policies by 
addressing these barriers and enhancing employee satisfaction and performance. 

Resource limitations present a significant challenge in implementing comprehensive 
career development programs and work-life balance (WLB) initiatives (Chan & Tay, 2022). 
Such programs often require substantial time, money, and human resources investments. 
Organizations may need more money to offer essential components such as training 
programs, mentoring, or flexible work arrangements. According to Mahapatro (2021), 
strategic human resource management demands careful resource allocation to maximize 
organizational outcomes, which can be challenging when resources are limited. These 
financial constraints can restrict the scope and quality of implemented policies, diminishing 
their potential impact. Effective communication is another crucial factor in successfully 
implementing career advancement and WLB policies. With clear communication, 
employees may fully understand the opportunities and how to utilize these policies 
effectively. This lack of awareness or misunderstanding of the policies can lead to 
underutilization and employee dissatisfaction. Mishra et al. (2014) emphasizes that 
transparent and frequent communication from leadership significantly enhances employee 
understanding and engagement with organizational initiatives. This finding highlights the 
importance of organizations prioritizing communication strategies that clearly articulate 
the benefits and procedures associated with these policies to all employees. Additionally, 
modern studies, such as those by Greenhaus & Kossek (2014), have reinforced that 
transparent communication is critical to fostering an environment where employees feel 
supported in their professional growth and work-life balance.  

The diverse needs and preferences of the workforce add another layer of complexity 
to implementing career development and work-life balance (WLB) policies (Abubaker et 
al., 2022). Employees from different demographic groups—age, gender, and cultural 
background—often have varying expectations and requirements. For instance, younger 
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employees might prioritize career progression and learning opportunities, while older 
employees may value stability and flexibility more highly. According to Manongcarang & 
Guimba (2024), understanding these generational differences is crucial for designing 
inclusive and effective policies. Tailoring these policies to accommodate the workforce's 
diverse needs can enhance their relevance and effectiveness, but this approach requires a 
nuanced understanding of workforce demographics. Ongoing evaluation and adjustment of 
these policies are essential to ensure they remain relevant and practical. As the 
organizational environment and workforce dynamics evolve, so must the policies. This 
continuous improvement process involves gathering employee feedback and assessing the 
policies' impact on job satisfaction, engagement, and performance. Islam et al. (2020) 
emphasize that regular policy evaluation helps organizations adapt to changing 
circumstances, ensuring that policies stay aligned with employee needs and organizational 
goals. This adaptive approach ensures the policies' longevity and fosters a culture of 
responsiveness and continuous improvement within the organization. By regularly 
updating and refining policies, organizations can better meet the evolving expectations of 
their diverse workforce, ultimately enhancing overall organizational effectiveness and 
employee satisfaction. 

 
Research Design and Method  

The study employs a qualitative systematic review design to synthesize existing 
research to explore the interplay between career advancement, work-life balance, and 
corporate financial performance. This design allows for a comprehensive analysis of diverse 
studies, providing a holistic understanding of the topic. The sample population or subject of 
the research includes published academic articles, industry reports, and case studies 
focusing on career advancement, work-life balance, and financial outcomes within 
organizations. Data collection techniques involved a rigorous literature search across 
multiple academic databases, including JSTOR, PubMed, and Google Scholar. Keywords 
such as "career advancement," "work-life balance," "corporate financial performance," and 
"organizational culture" were used to identify relevant studies. Criteria for inclusion 
included studies published in peer-reviewed journals, those conducted within the last 
decade, and those offering empirical data or theoretical insights related to the research 
themes. The instrument development involved creating a standardized data extraction form 
to ensure consistency in data collection across studies. This form captured essential details 
such as study design, sample characteristics, key findings, and conclusions. Data analysis 
techniques comprised thematic analysis, allowing for the identification of recurring themes 
and patterns across the collected studies. This approach facilitated the synthesis of findings, 
highlighting the relationships between career advancement, work-life balance, and 
financial performance. Additionally, a narrative synthesis was employed to contextualize 
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the findings within the broader literature, providing a coherent and comprehensive 
overview of the topic. This systematic review integrates diverse perspectives and offers new 
insights into the strategic importance of integrating career development and work-life 
balance initiatives into organizational practices. 

 
Results and Discussion 

Result 
The findings reveal a complex interplay between these factors, significantly impacting 

organizational outcomes. Career advancement opportunities are critical drivers of 
employee motivation and engagement, essential for improving corporate performance. 
Employees who perceive clear and attainable career paths are likelier to invest effort in 
their roles, demonstrating increased productivity and loyalty (Phuong & Tran, 2020). This 
enhanced engagement stems from intrinsic motivation and the perception that the 
organization values and fosters professional growth (Amin, 2022). Organizations that 
actively promote career advancement through structured development programs, 
mentorship, and transparent promotion criteria tend to exhibit higher employee retention 
rates and reduced turnover costs, directly benefiting their financial performance. The 
availability of such opportunities also enhances the employer brand, making the 
organization more attractive to potential recruits, which is particularly beneficial in 
competitive job markets. Work-life balance (WLB) influences employee well-being and 
affects organizational productivity and financial health. Flexible work arrangements, such 
as telecommuting and flexible hours, have become increasingly important in modern work 
environments. These policies allow employees to manage their personal and professional 
responsibilities more effectively, reducing stress and preventing burnout (Kossek et al., 
2014). Research shows that employees who experience a good balance between work and 
personal life are more satisfied with their jobs and less likely to leave the organization, 
lowering recruitment and training costs (Byron, 2021). The positive impact of WLB on 
employee morale and productivity creates a more stable and efficient workforce, which is 
essential for achieving sustained financial growth. Additionally, organizations that support 
WLB are often seen as more progressive and attractive to potential employees, enhancing 
their ability to attract top talent. 

The interaction between career advancement opportunities and work-life balance is 
particularly significant. The review reveals that organizations offering substantial career 
development opportunities and supportive work-life balance policies tend to outperform 
those focusing solely on one aspect. This synergy fosters a workplace culture that attracts 
top talent and retains skilled employees motivated to contribute to the organization's 
success (Greenhaus & Kossek, 2014). For instance, companies that provide flexible work 
schedules alongside clear career progression paths are viewed as more attractive to 
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prospective employees, especially in competitive job markets. This combination enhances 
the employer's brand, which is crucial for long-term financial success (Gifford & Newmeyer, 
2019). Employees who feel supported in balancing their professional and personal lives are 
more likely to exhibit higher levels of engagement and productivity, thereby contributing 
to a more positive and collaborative workplace environment. This supportive environment 
fosters loyalty and reduces turnover, critical components of a stable and effective workforce. 
Consequently, integrating career advancement and work-life balance policies benefits 
employees and strategically positions organizations for sustained growth and competitive 
advantage. 

The review also emphasizes the importance of organizational culture in shaping the 
effectiveness of career advancement and work-life balance initiatives. A supportive and 
inclusive culture that values employee well-being and professional growth can amplify the 
benefits of these policies (Allen et al., 2020). In contrast, a culture resistant to change or 
overly focused on short-term financial metrics can undermine these initiatives, leading to 
higher employee turnover and decreased overall performance. Leadership is critical in 
cultivating such a culture; leaders champion work-life balance and career development to 
create an environment where employees feel valued and supported, enhancing their 
commitment and performance (Farichah, 2024). Organizations with firm, supportive 
cultures that encourage career development and work-life balance tend to perform better 
financially. This is partly because such environments foster greater employee satisfaction, 
engagement, and retention, which are critical for long-term success (Irabor & Okolie, 2019). 
For instance, companies like Google and SAS have been noted for their robust 
organizational cultures supporting career advancement and work-life balance, resulting in 
high employee satisfaction and superior financial performance. These companies illustrate 
how integrating supportive policies with a positive cultural framework can drive significant 
organizational benefits. 

The review identifies industry trends that underscore the importance of integrating 
career advancement and work-life balance policies. In high-demand sectors like technology 
and healthcare, companies offering robust career development programs alongside flexible 
work arrangements are better positioned to attract and retain talent. This integration has 
become particularly relevant in the COVID-19 pandemic, which has accelerated the 
adoption of remote work and underscored the necessity for more flexible work practices 
(Carnevale & Hatak, 2020). The pandemic has fundamentally reshaped work norms, 
making flexible work arrangements not just a perk but a necessity for maintaining 
operational continuity and ensuring employee well-being. Organizations that quickly 
adapted to these changes by implementing supportive work-life balance policies and 
enhancing career development opportunities have reported increased employee satisfaction 
and improved financial performance. These companies have demonstrated that flexibility 
and employee development are critical for building a resilient and loyal workforce. 
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Moreover, organizations can better navigate future disruptions by prioritizing these aspects 
and maintaining a competitive edge in their industries. The evidence suggests that the 
strategic integration of career advancement and work-life balance policies is essential for 
fostering a positive work environment, enhancing employee engagement, and driving long-
term financial success. 

The findings suggest that integrating career advancement and work-life balance 
policies can lead to a more resilient workforce capable of adapting to changes and challenges. 
A resilient workforce is crucial for navigating crises and ensuring long-term sustainability. 
Companies investing in their employees' development and well-being are better equipped 
to respond to market shifts and disruptions, as they can leverage a committed and adaptable 
workforce. The review indicates that this holistic approach benefits employees and 
enhances the organization's competitive advantage, enabling it to thrive in a rapidly 
changing business environment. The importance of these findings cannot be overstated. As 
the nature of work continues to evolve, particularly in response to global challenges such 
as the COVID-19 pandemic, the importance of career advancement and work-life balance 
policies will only grow. Companies prioritizing these aspects will likely maintain a 
competitive edge, attract and retain top talent, and achieve sustained financial success. The 
evidence suggests that this integration should be approached holistically, considering the 
individual benefits of career development and WLB and their combined impact on 
organizational culture and employee satisfaction. Future research should continue to 
explore the complex dynamics between these factors to provide deeper insights into how 
organizations can optimize their human capital strategies for better financial outcomes. 

 
Discussion 

The findings of this systematic review highlight the critical role of career 
advancement opportunities as primary drivers of employee motivation and engagement, 
which are essential for enhancing corporate performance. This discussion delves into the 
results, linking them to foundational concepts, aligning them with relevant theories, 
comparing them with previous studies, and exploring practical implications. The study 
reveals that providing clear career advancement opportunities significantly boosts 
employee motivation and engagement. This increased motivation is closely tied to 
employees' perceptions of their value within the organization and their sense of prospects. 
The presence of well-defined career pathways and professional development opportunities 
enhances job satisfaction and fosters a more profound sense of loyalty to the company. This 
finding aligns with Herzberg's Two-Factor Theory, which posits that intrinsic factors such 
as recognition, achievement, and personal growth are key contributors to job satisfaction 
and motivation (Herzberg, 1966). Herzberg's theory underscores the importance of 
intrinsic motivators in the workplace, highlighting that while hygiene factors such as salary 
and work conditions are necessary to prevent dissatisfaction, intrinsic factors genuinely 
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drive employee satisfaction and engagement. Further analysis shows that the availability of 
career advancement opportunities directly correlates with improved organizational 
performance. This correlation supports the hypothesis that career development programs 
are crucial for retaining talent and reducing turnover rates. Employees who see a clear 
trajectory for growth within the company are more likely to stay engaged and contribute 
to higher productivity levels. This finding is consistent with the Human Capital Theory, 
which suggests that investments in employee development enhance organizational 
performance by increasing the skill and commitment levels of the workforce (Becker, 1964). 
This theory implies that when organizations invest in their employees through training, 
education, and development opportunities, they effectively enhance their workforce's 
overall intellectual and skill capacity, leading to better organizational outcomes. 

The review also identifies the crucial role of work-life balance (WLB) policies in 
maintaining employee well-being and preventing burnout. Flexible work arrangements, 
such as telecommuting and flexible hours, significantly improve employees' physical and 
mental health. This improvement is vital in reducing stress and burnout, common causes of 
absenteeism and turnover. The Conservation of Resources Theory supports this finding by 
suggesting that WLB policies help employees conserve their resources, enhancing their 
ability to cope with work-related demands (Hobfoll, 2011). According to this theory, 
resources such as time, energy, and emotional well-being are finite, and balancing work 
and personal life helps preserve these resources, leading to better overall health and 
productivity. The study highlights the synergistic effect of combining career advancement 
opportunities with WLB policies. This combination creates a supportive work environment 
that attracts high-quality talent and retains valuable employees. The positive work 
environment fostered by these policies increases job satisfaction and engagement, leading 
to higher productivity and lower turnover rates. This synergy aligns with the Social 
Exchange Theory, which suggests employees reciprocate the organization's supportive 
behavior with increased loyalty and performance (Blau, 1964). This theory posits that 
relationships within the workplace are based on reciprocal exchanges, where positive 
actions by the employer, such as offering career advancement and WLB policies, lead to 
positive responses from employees in the form of higher engagement and performance. 

When comparing these findings with previous research, it is evident that the positive 
effects of career advancement opportunities and work-life balance (WLB) policies are well-
documented in the literature. For instance, a study by Allen et al. (2020) confirmed the 
relationship between supportive work environments and reduced work-family conflict, 
enhancing job satisfaction and performance. Similarly, research by Kossek et al. (2014) 
demonstrated that organizations with robust WLB policies see significant improvements in 
employee well-being and organizational commitment. These studies support the current 
review's findings, suggesting that integrating career advancement and WLB policies can 
create a more resilient and adaptable workforce. Research by Bakker & Demerouti (2018) 
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indicated that work flexibility can reduce burnout and improve employee well-being, 
ultimately contributing to better organizational performance. This is consistent with Chung 
& Lippe (2020), who found a positive correlation between work flexibility and employee 
well-being, particularly in balancing work and family responsibilities. Furthermore, a study 
by Haar et al. (2019) highlighted that good WLB practices enhance individual well-being 
and boost employee loyalty and productivity, leading to overall better organizational 
performance. These studies underscore the importance of a holistic approach in 
implementing WLB and career advancement policies, demonstrating that such an approach 
can attract and retain talent more effectively, thereby increasing organizational 
competitiveness. 

The practical implications of these findings are substantial. Organizations can apply 
these insights by integrating career advancement and WLB policies into their strategic 
planning. For instance, companies should develop clear career pathways and provide 
regular professional development opportunities to enhance employee skills and motivation. 
Additionally, flexible work arrangements can help employees balance their work and 
personal lives, improving job satisfaction and reducing burnout. These strategies improve 
employee well-being and enhance organizational performance by creating a more engaged 
and productive workforce. Leaders are crucial in promoting a culture that values career 
development and work-life balance. Leadership commitment to these values can 
significantly impact the effectiveness of the policies. Leaders should model and support 
these behaviors, encouraging open communication and continuous feedback, which can 
help identify areas for improvement and ensure that the policies meet employee needs. 
Effective leadership involves endorsing these policies and actively creating an environment 
where such policies can thrive. Leaders can set the tone for a supportive culture by 
practicing what they preach and fostering employee trust and commitment. Companies 
should regularly evaluate the effectiveness of their career advancement and WLB policies. 
This evaluation can be achieved through employee surveys and performance metrics to 
assess the impact on job satisfaction, engagement, and productivity. By doing so, 
organizations can make data-driven decisions to refine their policies, ensuring they remain 
relevant and effective in an ever-changing work environment. Regular feedback loops and 
adjustments based on these evaluations help align policies with employee needs and 
organizational goals. 

Integrating career advancement opportunities and WLB policies can also help 
organizations navigate crises and periods of change more effectively. The COVID-19 
pandemic, for instance, has highlighted the need for flexibility and resilience within 
organizations. Companies already invested in robust WLB policies and career development 
programs were better positioned to adapt to remote working conditions and other 
disruptions caused by the pandemic. This adaptability helped maintain operational 
continuity and sustain employee morale and productivity during challenging times. These 
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policies can enhance the employer brand, making the organization more attractive to top 
talent. In competitive job markets, candidates often seek employers who offer competitive 
salaries, opportunities for growth, and a supportive work environment. Companies 
committed to employee development and well-being are more likely to attract and retain 
high-caliber employees, thereby gaining a competitive edge. The findings also suggest that 
organizations adopt a more holistic approach to human resource management. Instead of 
viewing career advancement and WLB policies as separate entities, they should be 
integrated into a cohesive strategy that supports overall employee development and well-
being. This approach involves aligning these policies with the company's broader strategic 
goals and ensuring they are part of the organizational culture. For example, performance 
appraisals and reward systems can be designed to reflect both professional achievements 
and contributions to a positive work-life balance. 

 
Conclusions 

 
The systematic review explored the relationship between career advancement 

opportunities, work-life balance (WLB) policies, and corporate financial performance, 
highlighting how these elements serve as critical drivers of employee motivation and 
engagement. The findings indicate that clear career advancement pathways and supportive 
WLB policies significantly enhance employee well-being, reduce turnover, and increase 
organizational commitment. These factors are crucial in building a more resilient and 
adaptable workforce capable of sustaining high performance and navigating organizational 
challenges. This study contributes to the existing literature by emphasizing the importance 
of integrating career development and WLB policies within organizational strategies. It 
underscores the need for a holistic approach to human resource management, where 
employee development and well-being are aligned with broader strategic goals. The 
originality of this study lies in its comprehensive analysis of how these policies interact to 
improve employee satisfaction and organizational outcomes. Organizations are encouraged 
to implement these insights by fostering a culture that values career growth and work-life 
balance, enhancing their competitive edge in the labor market. However, the study also has 
limitations, such as the potential variability in how different industries implement and 
benefit from these policies. The findings may only be universally applicable across some 
sectors or organizational sizes. Future research should explore these dynamics in various 
contexts to better understand how career advancement and WLB policies impact 
organizational performance. Additionally, longitudinal studies could offer insights into the 
long-term effects of these policies, further guiding best practices in human resource 
management. Researchers are encouraged to investigate these areas, considering cultural 
and regional differences that influence the effectiveness of career advancement and WLB 
strategies. 



ATESTASI: JURNAL ILMIAH AKUNTANSI  
Vol 7, Issue 2, (2024), 1091 - 1110 

1106 

 

Reference  

Abubaha, A. (2019). Job satisfaction strategies to improve performance of small 
businesses. Walden University. 
https://scholarworks.waldenu.edu/dissertations/6710  

Abubaker, M., Luobbad, M., Qasem, I., & Adam-Bagley, C. (2022). Work–life-balance 
policies for women and men in an islamic culture: a culture-centred and religious 
research perspective. Businesses, 2(3), 319–338. 
https://doi.org/10.3390/businesses2030021  

Adisa, T. A., Antonacopoulou, E., Beauregard, T. A., Dickmann, M., & Adekoya, O. D. 
(2022). Exploring the impact of COVID-19 on employees’ boundary management 
and work–life balance. British Journal of Management, 33(4), 1694–1709. 
https://doi.org/10.1111/1467-8551.12643  

Allen, T. D., French, K. A., Dumani, S., & Shockley, K. M. (2020). A cross-national meta-
analytic examination of predictors and outcomes associated with work–family 
conflict. Journal of Applied Psychology, 105(6), 539. 
https://doi.org/10.1037/apl0000442  

Amin, M. A. S. (2022). Perilaku Komunikasi Dan Motivasi Kerja Kepala Sekolah Dalam 
Meningkatkan Kinerja Guru Dan Tenaga Kependidikan Di Sekolah Dasar. Jurnal 
Cakrawala Pendas, 8(2), 511–519. https://doi.org/10.31949/jcp.v8i2.2256  

Arbelo, A., Arbelo-Pérez, M., & Pérez-Gómez, P. (2021). Profit efficiency as a measure 
of performance and frontier models: a resource-based view. BRQ Business Research 
Quarterly, 24(2), 143–159. https://doi.org/10.1177/2340944420924336  

Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning, antecedents and 
outcomes of employee engagement: A narrative synthesis. International Journal of 
Management Reviews, 19(1), 31–53. https://doi.org/10.1111/ijmr.12077  

Bakker, A. B., & Demerouti, E. (2018). Multiple levels in job demands-resources theory: 
Implications for employee well-being and performance. In Handbook of well-
being. Noba Scholar. 
https://pure.tue.nl/ws/portalfiles/portal/116456879/Multiple_Levels_in_Job_Dem
ands_Resources_Theory_Implications_for_Employee_Well_being_and_Performa
nce.pdf  

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special 
reference to education (Vol. n 80). New Yrok: Columbia University Press. 

Bjärntoft, S., Hallman, D. M., Mathiassen, S. E., Larsson, J., & Jahncke, H. (2020). 
Occupational and individual determinants of work-life balance among office 
workers with flexible work arrangements. International Journal of Environmental 
Research and Public Health, 17(4), 1418. https://doi.org/10.3390/ijerph17041418  

Blau, P. M. (1964). Justice in social exchange. Sociological Inquiry, 34(2). 

https://scholarworks.waldenu.edu/dissertations/6710
https://doi.org/10.3390/businesses2030021
https://doi.org/10.1111/1467-8551.12643
https://doi.org/10.1037/apl0000442
https://doi.org/10.31949/jcp.v8i2.2256
https://doi.org/10.1177/2340944420924336
https://doi.org/10.1111/ijmr.12077
https://pure.tue.nl/ws/portalfiles/portal/116456879/Multiple_Levels_in_Job_Demands_Resources_Theory_Implications_for_Employee_Well_being_and_Performance.pdf
https://pure.tue.nl/ws/portalfiles/portal/116456879/Multiple_Levels_in_Job_Demands_Resources_Theory_Implications_for_Employee_Well_being_and_Performance.pdf
https://pure.tue.nl/ws/portalfiles/portal/116456879/Multiple_Levels_in_Job_Demands_Resources_Theory_Implications_for_Employee_Well_being_and_Performance.pdf
https://doi.org/10.3390/ijerph17041418


ATESTASI: JURNAL ILMIAH AKUNTANSI  
Vol 7, Issue 2, (2024), 1091 - 1110 

1107 

 

https://doi.org/10.1111/j.1475-682X.1964.tb00583.x  
Carnevale, J. B., & Hatak, I. (2020). Employee adjustment and well-being in the era of 

COVID-19: Implications for human resource management. Journal of Business 
Research, 116, 183–187. 
https://doi.org/https://doi.org/10.1016/j.jbusres.2020.05.037  

Cascio, W. F., & Montealegre, R. (2016). How technology is changing work and 
organizations. Annual Review of Organizational Psychology and Organizational 
Behavior, 3(1), 349–375. https://doi.org/10.1146/annurev-orgpsych-041015-
062352  

Chan, X. W., & Tay, S. (2022). Extending Work-Life Balance Initiatives BT - Handbook 
on Management and Employment Practices (P. Brough, E. Gardiner, & K. Daniels 
(eds.); pp. 711–726). Springer International Publishing. 
https://doi.org/10.1007/978-3-030-29010-8_31  

Chung, H., & van der Lippe, T. (2020). Flexible Working, Work–Life Balance, and 
Gender Equality: Introduction. Social Indicators Research, 151(2), 365–381. 
https://doi.org/10.1007/s11205-018-2025-x  

Dhir, S., Dutta, T., & Ghosh, P. (2020). Linking employee loyalty with job satisfaction 
using PLS–SEM modelling. Personnel Review, 49(8), 1695–1711. 
https://doi.org/10.1108/PR-03-2019-0107  

Droege, H., Raggi, A., & Ramos, T. B. (2021). Overcoming current challenges for circular 
economy assessment implementation in public sector organisations. Sustainability 
(Switzerland), 13(3), 1–22. https://doi.org/10.3390/su13031182  

Farichah, S. A. N. A. (2024). Peningkatan Perilaku Kerja Inovatif Melalui Kualitas 
Kehidupan Kerja Dan Pengembangan Karir Sebagai Variabel Mediasi Studi Kasus 
Pada Karyawan PT Cisarua Mountain Dairy (Cimory) Cabang Kabupaten Semarang. 
Jurnal Ekonomi Dan Bisnis, 25(1). https://doi.org/10.30659/ekobis.25.1.20-35  

Fernandez, S., & Rainey, H. G. (2017). Managing successful organizational change in the 
public sector. In Debating public administration (pp. 7–26). Routledge. 
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315095097-
2/managing-successful-organizational-change-public-sector-sergio-fernandez-
hal-rainey.  

Gifford, R., & Newmeyer, C. E. (2019). Insights into long-term brand success. Journal of 
Marketing Theory and Practice, 27(1), 1–18. 
https://doi.org/10.1080/10696679.2018.1534215  

Greenhaus, J. H., & Kossek, E. E. (2014). The contemporary career: A work–home 
perspective. Annu. Rev. Organ. Psychol. Organ. Behav., 1(1), 361–388. 
https://doi.org/10.1146/annurev-orgpsych-031413-091324  

Greenhaus, J. H., & Powell, G. N. (2016). Making work and family work: From hard 
choices to smart choices. Routledge. https://doi.org/10.4324/9781315780511  

https://doi.org/10.1111/j.1475-682X.1964.tb00583.x
https://doi.org/https://doi.org/10.1016/j.jbusres.2020.05.037
https://doi.org/10.1146/annurev-orgpsych-041015-062352
https://doi.org/10.1146/annurev-orgpsych-041015-062352
https://doi.org/10.1007/978-3-030-29010-8_31
https://doi.org/10.1007/s11205-018-2025-x
https://doi.org/10.1108/PR-03-2019-0107
https://doi.org/10.3390/su13031182
https://doi.org/10.30659/ekobis.25.1.20-35
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315095097-2/managing-successful-organizational-change-public-sector-sergio-fernandez-hal-rainey
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315095097-2/managing-successful-organizational-change-public-sector-sergio-fernandez-hal-rainey
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315095097-2/managing-successful-organizational-change-public-sector-sergio-fernandez-hal-rainey
https://doi.org/10.1080/10696679.2018.1534215
https://doi.org/10.1146/annurev-orgpsych-031413-091324
https://doi.org/10.4324/9781315780511


ATESTASI: JURNAL ILMIAH AKUNTANSI  
Vol 7, Issue 2, (2024), 1091 - 1110 

1108 

 

Haar, J. M., Sune, A., Russo, M., & Ollier-Malaterre, A. (2019). A Cross-National Study 
on the Antecedents of Work–Life Balance from the Fit and Balance Perspective. 
Social Indicators Research, 142(1), 261–282. https://doi.org/10.1007/s11205-018-
1875-6  

Hartanto, O. (2024). Exploring Comprehensive Approaches to Employee Health and 
Happiness. Advances in Human Resource Management Research, 2(1 SE-Articles), 
50–62. https://doi.org/10.60079/ahrmr.v2i1.246  

Herzberg, F. (1966). How do you motivate employees? World, 88. 
Hobfoll, S. E. (2011). Conservation of resources theory: Its implication for stress, health, 

and resilience. The Oxford Handbook of Stress, Health, and Coping, 127, 147. 
Irabor, I. E., & Okolie, U. C. (2019). A review of employees’ job satisfaction and its affect 

on their retention. Annals of Spiru Haret University. Economic Series, 19(2), 93–
114. https://doi.org/https://doi.org/10.26458/1924  

Islam, M. N., Furuoka, F., & Idris, A. (2020). Employee championing behavior in the 
context of organizational change: a proposed framework for the business 
organizations in Bangladesh. Journal of Asia Business Studies, 14(5), 735–757. 
https://doi.org/10.1108/JABS-01-2019-0019  

Kavitha, V., & VENUGOBAL, O. (2017). The relationship and effect of role overload, 
role ambiguity, work-life balance and career development on work stress among 
call center executives of business process outsourcing (BPO) in Selangor. Universiti 
Utara Malaysia. 

Kossek, E. E., Hammer, L., Kelly, E., & Moen, P. (2014). Designing organizational work, 
family & health change initiatives. Organizational Dynamics, 43(1), 53–63. 
https://doi.org/10.1016/j.orgdyn.2013.10.007  

Lu, L., Lu, A. C. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job satisfaction, 
and turnover intentions. International Journal of Contemporary Hospitality 
Management, 28(4), 737–761. https://doi.org/10.1108/IJCHM-07-2014-0360  

Lyons, S., & Kuron, L. (2014). Generational differences in the workplace: A review of the 
evidence and directions for future research. Journal of Organizational Behavior, 
35(S1), S139–S157. https://doi.org/10.1002/job.1913  

Mahapatro, B. (2021). Human resource management. New Age International (P) ltd. 
https://doi.org/http://dspace.vnbrims.org:13000/jspui/bitstream/123456789/4277/1
/Human%20Resource%20Management.pdf.  

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving employee engagement: The 
expanded role of internal communications. International Journal of Business 
Communication, 51(2), 183–202. https://doi.org/10.1177/23294884145253  

Muktamar, A., Saputra, A., Zali, M., & Ugi, N. B. (2024). Mengungkap Peran Vital 
Kepemimpinan dalam Manajemen SDM: Produktivitas, Kepuasan Kerja, dan 
Retensi Tenaga Kerja yang Berkualitas. Journal of International Multidisciplinary 

https://doi.org/10.1007/s11205-018-1875-6
https://doi.org/10.1007/s11205-018-1875-6
https://doi.org/10.60079/ahrmr.v2i1.246
https://doi.org/https://doi.org/10.26458/1924
https://doi.org/10.1108/JABS-01-2019-0019
https://doi.org/10.1016/j.orgdyn.2013.10.007
https://doi.org/10.1108/IJCHM-07-2014-0360
https://doi.org/10.1002/job.1913
https://doi.org/10.1177/23294884145253


ATESTASI: JURNAL ILMIAH AKUNTANSI  
Vol 7, Issue 2, (2024), 1091 - 1110 

1109 

 

Research, 2(2), 9–19. https://doi.org/https://doi.org/10.62504/1nv76056  
Opatrná, Z., & Prochazka, J. (2023). Work-life balance policies and organizational 

financial performance: a scoping review. Employee Relations: The International 
Journal, 45(7), 103–120. https://doi.org/10.1108/er-09-2022-0417  

Pandita, D., & Ray, S. (2018). Talent management and employee engagement – a meta-
analysis of their impact on talent retention. Industrial and Commercial Training, 
50(4), 185–199. https://doi.org/10.1108/ICT-09-2017-0073  

Permata, I. (2023). Insights into Effective Corporate Financial Management Practices and 
Their Implications. Advances in Management & Financial Reporting, 1(3 SE-
Articles), 129–144. https://doi.org/10.60079/amfr.v1i3.194  

Phuong, T. T. K., & Tran, T. V. (2020). Job satisfaction, employee loyalty and job 
performance in the hospitality industry: A moderated model. Asian Economic and 
Financial Review, 10(6), 698. 
https://doi.org/10.18488/journal.aefr.2020.106.698.713  

Ramadhani, M. A., Setiawan, Z., Fadhilah, N., Adisaputra, A. K., Sabarwan, D. N., 
Maranjaya, A. K., & Tawil, M. R. (2023). Manajemen Sumber Daya Manusia: 
Mengoptimalkan Potensi dan Kinerja Organisasi. PT. Sonpedia Publishing 
Indonesia. 

Sittie Maryam Dumarpa Manongcarang, & Sonayah Dirampatun Guimba. (2024). 
Intergenerational Challenges And How They Manifest In The Public Workforce: 
A Basis For Designing Effective Performance Management Strategies. International 
Journal Of Entrepreneurship And Management Practises (IJEMP), 7(25 SE-
Articles). https://gaexcellence.com/index.php/ijemp/article/view/252  

Sugiarti, E., Mukrodi, M., & Mawardi, S. (2022). Manajemen Sumber Daya Manusia. 
http://repository.unpam.ac.id/id/eprint/11144  

Sumartik, S., & Ambarwati, R. (2023). Manajemen Talenta dan Implementasinya di 
Industri. In Manajemen Talenta dan Implementasinya di Industri. 
https://doi.org/10.21070/2023/978-623-464-074-8  

Syahrir, D. R., Zakaria, Z., & Labo, I. A. (2024). The Role of Job Satisfaction as a 
Mediating Variable Between Work Environment and Employee Productivity. 
Advances in Human Resource Management Research, 2(3 SE-Articles), 127–139. 
https://doi.org/10.60079/ahrmr.v2i3.306  

Tims, M., & Akkermans, J. (2020). Job and career crafting to fulfill individual career 
pathways. Career Pathways–School to Retirement and Beyond, 165–190. 
https://doi.org/10.1093/oso/9780190907785.003.0010  

Wahyuni, N. (2024). Applying Occupational Psychology Principles to Enhance 
Organizational Effectiveness. Advances in Human Resource Management 
Research, 2(1 SE-Articles), 11–25. https://doi.org/10.60079/ahrmr.v2i1.208  

Weer, C. H., & Greenhaus, J. H. (2020). Managers’ assessments of employees’ 

https://doi.org/https://doi.org/10.62504/1nv76056
https://doi.org/10.1108/er-09-2022-0417
https://doi.org/10.1108/ICT-09-2017-0073
https://doi.org/10.60079/amfr.v1i3.194
https://doi.org/10.18488/journal.aefr.2020.106.698.713
https://gaexcellence.com/index.php/ijemp/article/view/252
http://repository.unpam.ac.id/id/eprint/11144
https://doi.org/10.21070/2023/978-623-464-074-8
https://doi.org/10.60079/ahrmr.v2i3.306
https://doi.org/10.1093/oso/9780190907785.003.0010
https://doi.org/10.60079/ahrmr.v2i1.208


ATESTASI: JURNAL ILMIAH AKUNTANSI  
Vol 7, Issue 2, (2024), 1091 - 1110 

1110 

 

organizational career growth opportunities: The role of extra-role performance, 
work engagement, and perceived organizational commitment. Journal of Career 
Development, 47(3), 280–295. https://doi.org/10.1177/0894845317714  

Widjaja, P. (2023). Effective Employee Management in Times of Organizational 
Transformation. Advances in Human Resource Management Research, 1(3), 137–
149. https://doi.org/10.60079/ahrmr.v1i3.195  

Zaky, M. (2022). Dampak Keseimbangan Kehidupan Kerja Dan Kehidupan Pribadi 
Terhadap Kepuasan Dan Kinerja Karyawan. BRANDING: Jurnal Ilmiah 
Manajemen Dan Bisnis, 72–86. https://doi.org/10.15575/jb.v1i1.25258       

https://doi.org/10.1177/0894845317714
https://doi.org/10.60079/ahrmr.v1i3.195
https://doi.org/10.15575/jb.v1i1.25258

