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ABSTRACT

Purpose of the study is to investigate the developing relationship between career management and orga-
nizational sustainability via a bibliometric analysis of international academic literature. Although the recent
prominence of both sectors, their integration is still underdeveloped, especially in emerging economies like
Kazakhstan.

Methodology: Drawing on 742 articles on career management (1970-2025) and 428 articles on organizational
sustainability (2002-2025) sourced from the Scopus database, the analysis applies keyword co-occurrence map-
ping, thematic evolution tracking, and factorial analysis using VOSviewer and Biblioshiny (RStudio).

Originality/Value: The study highlights an increasing alignment between these career management and or-
ganizational sustainability, emphasizing common objectives in employees’ development of an organization and
sustained organizational performance. The analysis highlights significant research gaps, including insufficient
contextualization in emerging economies and an absence of integrated HR frameworks that connect employee
development to sustainable goals. Implications are derived for academic research and organizational practice,
especially in Kazakhstan, where formal career management is still in its infancy. This research delineates the
intellectual framework of the topic and provides ideas for formulating sustainability-focused career strategies.

Results: The results of the research identify key thematic clusters: career adaptability, green human re-
source management (GHRM), sustainable leadership, digital transformation, and stakeholder engagement.
Also indicate that while career management literature emphasizes employability, self-directed career paths,
and career resilience, sustainability research increasingly focuses on governance, innovation, and environmen-
tal responsibility. Merging intersections are found in themes such as green HRM and sustainable workforce
strategies.

Future studies should investigate how digitalization, artificial intelligence, and green policies shape sustain-
able career development in organizational ecosystems.

Keywords: career management, organizational career management, organizational sustainability, human
resource management, ESG.

INTRODUCTION

In today's rapidly evolving business landscape, organizations increasingly identify the importance of align-
ing individual career aspirations with broader sustainability goals. Career management plays a pivotal role
in this alignment, serving as a bridge that connects personal growth with organizational objectives. People
increasingly want to work in companies that help them achieve their personal and professional aspirations. So,
lots of companies focus on career management and plan it as a main branch of organizational Human Resource
Management (HRM) strategy.

Career management is one of the labor market's most dynamic subsystems in a number of ways if we think
of it as a unique ecosystem made up of systems and actors, specifically people and organizations [1]. Modern
workers are looking for more stability, social relevance, and flexibility as a result of changing labor market
conditions and the rise of new career paradigms. They are more likely to choose companies that share their
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goals, both personal and professional, and show that they genuinely care about their employees. Consequently,
businesses improve their capacity to draw in and keep skilled employees by making career development a key
component of organizational strategy. Secondly, sustainable development and the increasing role of social
and corporate responsibility is that more companies actively integrate environmental, social, and governance
(ESG) principles into their operational activities. These factors require aligning employees' career growth with
the company's sustainability goals. As a result, career management becomes a crucial element in ensuring the
company's long-term stability. Additionally, the transition to multi-level and integrated business ecosystems:
large companies are forming complex ecosystems that involve employees, partners, and communities. Effec-
tive career management in these interactions enables the alignment of employees' interests with the company's
strategic objectives.

Despite the growing emphasis on sustainability in organizational strategy, integrating career management
into sustainability frameworks remains underexplored - especially from a bibliometric perspective. While prior
studies have addressed human capital development or sustainable HRM, few have systematically mapped the
intellectual structure and thematic evolution of research linking career management to organizational sustain-
ability. This disparity is specifically pertinent for emerging nations such as Kazakhstan, where organized career
management is constrained outside major firms, and the integration of sustainability is still in its nascent stages.

The study aims to analyze the relationship between career management and organizational sustainability
through a bibliometric literature review. Particularly, it aims to answer the following questions: What are the
dominant research themes, intellectual structures, and evolving trends in the academic discourse on career
management and organizational sustainability?

How do these two fields intersect in academic research, and what implications do these intersections have
for organizational practice and future research? Thus, conducting a bibliometric literature review is essential
to determine this topic's state and last trends.

Summarizing the part of introduction, we highlight that career management remains a relatively novel
practice in Kazakhstan, especially among small and medium-sized enterprises (SMEs). While large organiza-
tions have begun integrating structured HRM systems, the connection between employee development and
long-term sustainability is not yet institutionalized. This bibliometric study provides an insightful analysis of
Kazakhstan's changing labour market and national sustainability aspirations by assessing worldwide research
trends and developing ideas that can guide local adaptation.

Literature review. Nowadays, one of the most important areas of HRM research is the dynamic relation-
ship between career management and organizational sustainability. In light of global labour market changes,
modern organizations face workforce employability, career development, and sustainability issues. This litera-
ture review critically examines the theoretical and empirical developments in career management and organi-
zational sustainability and the connections between them.

1. Chronological review of career management

1.1 Early Foundations of Theory (1900s-1960s)

Pioneers like Frank Parsons, who highlighted the significance of person-environment fit in career choice,
helped shape career development in the early 20th century [2]. The vocational psychology movement, which was
carried out by scholars such as Edward Tolman and Donald Super [2, 3], introduced theories centred on indi-
vidual differences, career stages, and the significance of self-concept in career development. These early theories
established the foundation for comprehending career behavior and the variables influencing career choices.

1.2 Organizational Career Management's Rise (1970s-1990s)

Individual career development offered way to organizational career management (OCM) in the 1970s and
1980s. The growing intricacy of organizational structures and the understanding of human resources' role in
accomplishing organizational objectives were the driving forces behind this [4, 5]. Organizations started creat-
ing official career management systems during this time, such as leadership development initiatives, succes-
sion planning, and career planning [4, 5]. During this period, the idea of career competencies also began to gain
popularity. Researchers emphasized the competencies people required to successfully manage their careers in
a workplace that was changing quickly [6]. These competencies are self-awareness, career exploration, and
decision-making abilities [6].

Ne 2 (161) 91 Volume 2 No. 161




BU3HEC )KOHE FACKAPY: MOCEJIEJIEP MEH IHEHIIIM/IEP
BUSINESS AND ADMINISTRATION: PROBLEMS AND SOLUTIONS

1.3 The Emergence of Global and Contemporary Career Perspectives (2000s—Present)

How careers are developed and managed has changed significantly in the twenty-first century. New career
theories and practices have emerged due to technological advancements, globalization, and the growing com-
plexity of labor markets [7, 2]. One of the main areas of research nowadays is the idea of global careers, which
entail working across national borders [7]. Scholars also thoroughly argued career concepts like the "protean
careers" [8, 9], the "boundaryless career" [10], and the "kaleidoscope career" [11]. Furthermore, traditional
career management concepts have been questioned by the growth of self-created migration, in which people
proactively seek out foreign job possibilities [7].

1.4 Contemporary Practices in Career Management

People are becoming increasingly expected to actively manage their careers in today's fast-paced, unpre-
dictable workplace. As a result, career self-management techniques have emerged, such as networking, career
planning, and ongoing education [6, 12]. Since people must acquire abilities like self-awareness, resilience,
and adaptability to negotiate the challenges of contemporary careers successfully, the idea of career competen-
cies has taken center stage in these practices [6]. Organizations are also playing a critical role in career man-
agement by offering career development opportunities like coaching, mentoring, and leadership development
programs [13,14]. By encouraging employee engagement, retention, and productivity, these practices assist
individuals in advancing their careers and contribute to the organization's overall success [13,14].

By being aware of the historical advancements and current practices in career and career management, we
can more effectively negotiate the challenges of contemporary careers and pave the way for future success.

2 Chronological literature review on organizational sustainability

Over the past few decades, organizational sustainability has significantly evolved due to growing global con-
cerns about economic instability, social inequality, and environmental degradation. This literature review high-
lights important themes, approaches, and contributions from the academic community as it follows the evolution
of organizational sustainability from its earliest conceptualizations to its present integrated frameworks.

2.1 1990s: The development of concepts of sustainability

Formal scholarly discussion of organizational sustainability began in the 1990s. Researchers began exam-
ining the idea of sustainability in organizational practices during this time. The definition of sustainability and
its applicability to corporate operations were the main goals of early research. What is meant by sustainability?
Scholars focused on integrating environmental, social, and economic dimensions in their initial attempts to
conceptualize sustainability during this decade. For example, the idea of the "triple bottom line" (TBL) came
into being, highlighting the necessity for businesses to strike a balance between their social and environmental
obligations and their profitability [15]. Moreover, to help organizations achieve sustainability, researchers
started creating early models. These models frequently emphasized stakeholder engagement, waste reduction,
and operational efficiency [16].

2.2 2000s: Expansion and Strategic Integration

Research on sustainability grew significantly in the 2000s as academics looked into its strategic implica-
tions for businesses — the introduction of new approaches and the incorporation of sustainability into funda-
mental business strategies defined this decade. Scholars started looking into how strategic management tools
could improve corporate sustainability. Among these were creating frameworks for waste management, lead-
ership techniques, and sustainable supply chains [17]. Furthermore, integrated reporting gained popularity
because it highlights how important it is for businesses to reveal their environmental, social, and governance
(ESQG) performance. The advantages and difficulties of incorporating sustainability into financial reporting
were examined in early research [18].

2.3 2010s: The Development of Multidisciplinary Methods

The 2010s saw the incorporation of sustainability into several other fields, including corporate entrepre-
neurship, digital transformation, and project management. During this time, more advanced sustainability
frameworks and tools were also developed. As a driver of sustainability, corporate entrepreneurship also
gained popularity during this decade. With an emphasis on innovation and value creation, researchers created
frameworks for sustainable corporate entrepreneurship (SCE) [19].
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2.4 2020s: Integration, Purpose, and Organizational Change

The 2020s have been marked by a focus on incorporating sustainability into organizational purpose and
culture and a greater awareness of the role that organizational change and resilience play in attaining sustain-
ability. Scholars have examined how organizations can align their strategies with broader societal and envi-
ronmental goals, including incorporating sustainability into corporate culture and decision-making processes
[20]. Researchers have studied the dynamics of organizational change for environmental, social, and financial
sustainability, focusing on the role that stakeholder engagement, leadership, and culture play in generating
sustainable change [21].

3 Combining Organizational and Career Views

By the middle of the decade, scholars started fusing organizational sustainability frameworks with career
development theories. The impact of employability capital and self-perceived employability on career suc-
cess and, consequently, organizational sustainability was explained by the Social Exchange Theory (SET)
[22]. Conceptual models that connected career crafting, organizational commitment, and sustainable outcomes
were also introduced, highlighting the importance of individual characteristics and organizational support in
accomplishing these objectives [23].

4. Empirical Perspectives: The Function of Organizational Procedures

Empirical research conducted in the late 2010s deepened our understanding of how career management af-
fects organizational sustainability. According to the research, OCM initiatives like competency development
and career mentoring are crucial for improving employee outcomes like employability and subjective career
success [24]. The strategic importance of funding career development programs was further highlighted by
establishing the mediating role of career capital in connecting OCM practices to career outcomes [24].

THE MAIN PART OF THE RESEARCH

Methodology of the research. This study utilizes bibliometric analysis to carefully examine the progres-
sion of research on career management and organizational sustainability. Bibliometric methods are extensively
employed in social sciences to assess research effects, delineate intellectual frameworks, and monitor topic
evolution across time. Bibliometric analysis is a quantitative research tool that uses statistical techniques to
assess academic literature, uncovering insights into research trends, author collaborations, and topic advance-
ments [25, 26, 27, 28]. This method has acquired attention for its capacity to visualize intricate data and find
significant contributors across several domains. The subsequent sections delineate essential components of
bibliometric analysis, encompassing its instruments, applications, and methodological frameworks. This ap-
proach ensures neutrality and reproducibility, providing a comprehensive overview of the academic discourse
about the selected topics.

This study is based exclusively on secondary data obtained from the Scopus database, consisting of publicly
accessible scientific publications. Therefore, no ethical approval was required. The research did not involve
any human or animal subjects, and no personal data were collected, ensuring full compliance with ethical stan-
dards and intellectual property rights.

Data Source and Collection Strategy

The Scopus database served as the direct source due to its broad indexing of peer-reviewed articles across
several fields, guaranteeing high-quality and comprehensive data retrieval. Two separate queries were conducted
using “career management” and “organizational sustainability.” Search queries were conducted in Scopus using
the following terms in title, abstract, and keywords fields: TITLE-ABS-KEY ("career management") and TITLE-
ABSKEY ("organizational sustainability"). Separate searches were preferred to allow a focused analysis of the-
matic structures within each domain before assessing their intersections. The retrieved documents were refined
to enhance domain specificity by restricting the subject categories to Business, Management, and Accounting;
Economics, Econometrics, and Finance; and Multidisciplinary Studies. Only journal articles published in English
were included, ensuring methodological consistency. Each dataset was analyzed separately to capture the the-
matic development of each concept independently before identifying intersections in the discussion.

The initial search for “career management” yielded 1,460 documents. After refinement based on disciplin-
ary focus and document type, 742 articles remained for bibliometric analysis. Similarly, the initial search
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for “organizational sustainability” returned 861 documents, which were reduced to 428 after applying the
same refinement criteria. The time frame was set between 1970 and 2025 for career management and 2002
and 2025 for organizational sustainability, aligning with the earliest recorded scholarly contributions in
each domain.

Bibliometric Analysis Techniques. Network analysis, thematic mapping, and conceptual trend identification
were conducted using VOSviewer [29] and Biblioshiny (R-Studio) [30], two specialized bibliometric tools.
VOSviewer was employed for network visualization and overlay mapping, focusing on keyword co-occur-
rence analysis to identify clusters of dominant research themes and emerging areas of inquiry. The dataset
was exported in RIS format for processing in VOSviewer. Using a minimum threshold of five keyword occur-
rences, the career management dataset produced 67 pertinent keywords, while the organizational sustainability
dataset produced 59.

Simultaneously, Biblioshiny (R-Studio’s Bibliometrix package) was utilized for a more nuanced explora-
tion of thematic structures. The following analytical techniques were applied:

1. Thematic evolution analysis — to track shifts in dominant research themes over time.

2. Thematic mapping — to position research topics within a two-dimensional strategic diagram, highlighting
emerging and declining themes.

3. Factorial analysis — to identify latent conceptual structures and relationships within the literature.

4. Treemaps and trending topics analysis — to visualize topic prominence and evolution in the field.

The dataset for Biblioshiny was exported in BibTeX format, ensuring compatibility with R-Studio’s bib-
liometric tools.

Keyword Co-Occurrence and Refinements. A minimum threshold of 5 occurrences was established for co-
occurrence analysis to guarantee statistical relevance in network creation. In the career management dataset,
all 67 identified keywords met this threshold, contributing to the network and thematic analysis. However,
in the organizational sustainability dataset, 59 keywords met the threshold. In comparison, five keywords
(sensemaking, case study, COVID-19, article, and structural equation modelling) were excluded due to their
contextual irrelevance to the study’s core themes.

This bibliometric review combines network visualization and conceptual evolution analysis to deliver a
comprehensive and systematic assessment of academic contributions. It elucidates the intellectual foundations
and prospective directions of research on career management and organizational sustainability.

Limitations. This study only included English-language publications that were indexed in Scopus. Although
this guarantees the dataset's consistency and accessibility, it might leave out important studies that have been
published in other languages, especially those from non-Anglophone or regional contexts.

Additionally, the study only looks at journal articles — conference proceedings, book chapters, and disserta-
tions are not included. This decision may restrict the representation of new or interdisciplinary research in the
field, even though it promotes methodological uniformity.

Results of the research. This section presents the main findings of the bibliometric analysis. Thematic
clusters, keyword frequencies, and network visualizations trace both domains' intellectual structure and re-
search evolution. Emerging convergence points between career management and organizational sustainability
are also highlighted. This bibliometric study covers a body of studies on organizational sustainability and
career development. The results, which show important theme groupings, methodological tendencies, and
shifting study paths, are described below.

Through this study, researchers sought to expose how sustainability and career management ideas have
changed over time, what scholarly dialogues predominate in each sector, and how they interact in theoretical
and pragmatic ramifications. Before the study, the results revealed a disjointed attitude toward sustainability
and career development, which were sometimes viewed as independent research topics. Nonetheless, the post-
analysis data show a growing convergence between these spheres, underlining the need for HRM, creativity,
and flexibility as uniting factors (figures 1 and 2).
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Figure 1 — Thematic mapping of career management and related concepts
Note: Compiled by VOSviewer on the basis of dataset

The following substantial patterns can be seen in the career management research bibliometric network
visualization:

The crucial position of career planning and development: The analysis's dominant cluster shows the close
relationship between career management research and career development, career satisfaction, and career
adaptability. These factors demonstrate an increasing focus on individual career growth strategies in response
to organizational demands and changes in the labor market.

Emerging research on protean and boundaryless careers suggests that the growing importance of protean
career orientation, career self-management, and boundaryless careers suggests a change from conventional,
hierarchical career structures to more fluid and flexible career paths that place emphasis on individual agency
and adaptability.

HRM, performance management, and training are essential topics that highlight how HR policies influence
career paths. This emphasizes how crucial talent management is strategically in today's businesses. (Figure 1).
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Figure 2 — Thematic mapping organizational sustainability and related concepts
Note: Compiled by VOSviewer on the basis of dataset

The keyword co-occurrence network focused on "organizational sustainability” is shown in Figure 2. Stra-
tegic theory (blue), environmental - HRM integration (red), leadership and employee behavior (green), innova-
tion and transformation (purple), industrial modernization (yellow), and knowledge governance (orange) are
the six main thematic clusters that the network reveals. The fundamental ideas of "sustainability" and "sustain-
able development," around which different thematic domains converge, are at the heart of the network. Con-
necting ideas like "organizational performance," "CSR," and "green HRM" shows how the field has become
more interdisciplinary. The dynamic evolution of sustainability research is indicated by emerging points like
"digital transformation" and "resilience," which point to a future characterized by innovation, adaptability,
and the development of human capital. An evolution trends from environmental compliance and towards the
strategic integration of sustainability into fundamental business operations.

The central theme, career management, strongly co-occurs with several important ideas, suggesting impor-
tant areas for scholarly study. The importance of career development and career planning shows that structured
career growth is the main focus of career management research. Moreover, one important subtheme is employ-
ability, which emphasizes the growing academic focus on workforce preparedness and flexibility in light of la-
bor market dynamics. According to HRM and organizational career management practices, corporate policies
and individual career trajectories appear closely related. Results of thematic mapping analysis are presented
in table 1:
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Table 1 — Summary of keyword frequencies, thematic clusters, and trend periods

Cluster Theme Keywords Relevance
Career Management Career adaptability, self-management Dominant in recent years
Organizational Sustainability CSR, ESG, innovation Emerging strategic themes
Cross-cutting Themes Green HRM, leadership Connect both research areas

Note: Compiled by the authors based on the results of bibliometric analysis (figure 1 and 2)

A noteworthy intersection between career management and organizational sustainability is revealed by
comparing the two analyses, especially in the following areas:

1. The importance of HRM in supporting career advancement and environmentally friendly business prac-
tices is emphasized in both research areas. Long-term organizational stability and employee well-being can
both be enhanced by sustainable HRM practices.

2. According to ideas like career adaptability in career management and organizational resilience in orga-
nizational sustainability, encouraging workforce flexibility helps an organization weather environmental and
market shocks.

3. Innovation is emphasized as a major driver in both bibliometric analyses. Innovation is associated with
business models, digital transformation in organizational sustainability, and entrepreneurship and career self-
management in career management. This implies that encouraging an inventive workforce can support long-
term company expansion.

4. Organizational sustainability focus on CSR is consistent with career management's discussions of career
satisfaction and employee engagement, emphasizing how moral and welcoming corporate practices boost
employee loyalty and motivation.

The study's next step, where Sankey diagrams make bibliometric analysis, intends to reveal how research
priorities have changed in response to managerial, technological, and economic advancements by organizing the
analysis across various periods. It also clarifies how companies combine sustainability principles with human
resource strategies by highlighting the relationship between career management and sustainable business eco-
systems, showing how research themes related to career management and sustainability have changed over time.

2002-2019 2020-2023 2024-2025

Figure 3 — Research on sustainability
Note: Compiled by VOSviewer on the basis of dataset

The development of important themes in organizational performance and sustainability management is
highlighted by the bibliometric analysis of research on sustainability conducted between 2002 and 2025.
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2002-2019: Sustainability, case studies, environmental management, and organizational performance were
the main topics of the first phase of the study. The popularity of "case studies" during this time indicates that
empirical methods, which focused on real-world applications of sustainability principles, were prevalent.

The term "sustainability" gave way to "organizational sustainability” and "corporate sustainability" in
2020-2023, signifying a change in the direction of incorporating sustainability. There is increasing interest in
integrating sustainability with human capital strategies, as evidenced by the rise of green HRM, sustainable
development, and change management.

2024-2025: Current patterns show that themes are becoming more varied and include creativity, innovation,
digitalization, job performance, and knowledge sharing. This implies a change from conventional environmen-
tal sustainability to a more all-encompassing framework that takes employee performance and technology-
driven innovation into account (figure 3).

Key themes in career management research have dynamically evolved over time, reflecting shifts in work-
force expectations and organizational strategies, according to bibliometric analysis.

1970-2004 2005-2012 2003-2017 2018-2021 2022-2025
s parkn ans ¥
e el T T ——— g ] cares . - PR T
) | ! s -~ E:Il-:
O rareas

Figure 4 — Research of career management
Note: Compiled by VOSviewer on the basis of dataset

From 1970 to 2004, the main research areas were human resource management, career development, and
career management. Concepts like organizational change and expatriates indicated the focus on global work-
force mobility and restructuring.

Between 2005 and 2012, research on career success, career adaptability, and organizational commitment
was conducted. Individual career paths and the function of organizations in promoting career development
were given increasing attention. 2013-2017: The rise of business, leadership, talent management, and gender
indicate a move toward strategic human resource management. Including entrepreneurship and career self-
management emphasizes the gig economy and self-directed career paths, which are becoming increasingly
important.

2018-2021: Key topics like employability, career development/promotion, boundaryless careers, and ca-
reer adaptability indicate a paradigm shift towards flexible career paths. The emphasis on career self-manage-
ment further supports the trend of employees taking charge of their career advancement.

2022-2025: In addition to country-specific studies, recent research strongly emphasizes job satisfaction,
career optimism, and career satisfaction. These themes point to a growing interest in local career dynamics and
worker satisfaction (Figure 4).

Both analyses emphasize how career management and sustainability are intertwined, especially through
organizational sustainability initiatives and green HRM practices. They also acknowledge how innovation,
digitization, and knowledge exchange influence professional pathways and environmentally friendly corporate
operations. The emphasis on performance management (job performance, career success, employability) and
its connection to organizational and individual development is a recurring theme in both analyses.
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Referring to the tree map bibliometric analysis type, the authors of this research aim to discover that cer-
tain aspects of career management, such as talent development or work-life balance, are frequently linked
to organizational sustainability. Also, the analysis might reveal growing interest in areas like green career
management or sustainable leadership development and find unexpected links between career management,
sustainability, and other fields like psychology or environmental science.

Furthermore, the analysis could reveal which research methods are most commonly used in this field, high-
lighting a need for more diverse approaches and showing which industries or sectors are most represented in
the literature, potentially highlighting areas needing more research. The treemap visualizations display key
thematic clusters, which signify prevailing fields of study, related ideas, and developing scholarly interests.

The treemap visualizations display key thematic clusters, which signify prevailing fields of study, related
ideas, and developing scholarly interests.

thina I

: - g h-i

C E wEe I I B
Figure 5 — Domain of career management

Note: Compiled by VOSviewer on the basis of dataset

The career management dataset indicates an academic focus on individual career paths and their compat-
ibility with labour market demands. It spotlights a substantial emphasis on career growth (10%), employability
(3%), and career success (2%). Notably, themes like career adaptability (2%) and job satisfaction (2%), as well
as career satisfaction (2%), indicate a growing interest in subjective career outcomes and their psychological
aspects.

Several related themes, including organizational career management (3%), talent management (2%), and
human resource management (3%), point to a concurrent line of inquiry into how organizations support profes-
sional development.

In keeping with present labor market tendencies, the percentages for boundaryless careers (2%) and protean
careers (1%) represent a paradigm shift toward more dynamic and self-directed career paths.

Regional differences in career management research are implied by geographic references like China (2%),
India (1%), France (1%), and Australia (1%), which may be caused by various labor market structures and
policy frameworks (figure 5).
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Figure 6 — Domain of organizational sustainability
Note: Compiled by VOSviewer on the basis of dataset

The dataset identifies sustainability (18%) and organizational sustainability (12%) as the two most com-
monly occurring terms in organizational sustainability as the main pillars of this field's research. There is a
strong correlation between corporate governance and sustainability initiatives, as evidenced by the presence of
leadership (1%), corporate social responsibility (2%), and sustainable development (5%).

Themes connected with innovation, like knowledge management (1%), knowledge sharing (2%), and in-
novation (2%), imply that knowledge-driven strategies and sustainability are frequently studied together. Fur-
thermore, legitimacy (1%), resilience (1%), and stakeholder theory (1%) indicate a growing scholarly interest
in organizational adaptability and stakeholder engagement in sustainable business practices.

The prevalence of digitalization (1%) and Industry 4.0 (1%), which highlights the importance of digital
transformation in sustainable organizational strategies, indicates a convergence of sustainability and emerging
technologies (Figure 6).

According to this bibliometric analysis, career management research is increasingly focusing on employ-
ability, career transitions, and organizational support systems to keep up with changes in the global labor
market. Research on organizational sustainability, meanwhile, shows a strong basis in digital innovation, en-
vironmental responsibility, and corporate governance.

It is becoming more widely acknowledged that career management and organizational sustainability go
hand in hand in creating long-term value for companies. Emerging themes in sustainability that are essential
to comprehend this relationship are revealed by bibliometric analysis, especially when considering sustainable
organization management, which prioritizes ecological, social, and economic factors in business operations
[31, 32]. OCM is changing, with a notable move toward personal accountability for professional growth. Flat-
tening organizational hierarchies and the demise of traditional employer-employee contracts contribute to this
shift, which calls for high levels of self-awareness among staff members to spot growth opportunities [23]. In
their pursuit of sustainability, companies must assist their staff in developing sustainable careers that match
personal ambitions with corporate objectives.

The bibliometric analysis reveals meaningful insights relevant to both scholarly inquiry and organizational
application. It emphasizes the importance of embedding career development initiatives alongside sustainabil-
ity frameworks within contemporary organizational structures - an imperative particularly relevant for devel-
oping contexts such as Kazakhstan, where such practices are still underrepresented.
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The analysis identifies key thematic concentrations, novel areas of exploration, and cross-disciplinary link-
ages within the literature. The research could explore how technological innovation shapes career trajectories,
how sustainable organizational policies influence employee engagement, and how artificial intelligence can be
strategically aligned with long-term career planning and institutional sustainability efforts.

The results show a rising convergence of sustainability research with career management. Common themes
cover the value of human capital, career flexibility in changing conditions, and the strategic purpose of green
HRM. Organizational sustainability prioritizes digital innovation and corporate governance, whereas career
management centres on individual agency and employability. Still, these categories progressively combine
through ideas such as sustainable leadership, self-directed careers, and employee well-being - signifying a
transition towards cohesive HR strategies in sustainable firms.

The implications: The bibliometric results have important branches for academic research and organiza-
tional practice promoting long-term employee engagement and retention; organizations should align career
management strategies with sustainability goals. Moreover, future studies should examine how digital trans-
formation and artificial intelligence affect career development, especially concerning automation, remote work,
and changing skill requirements. Finally, multidisciplinary partnerships between sustainability researchers
and career management scholars can further enhance this field by shedding light on how career strategies sup-
port more general corporate sustainability goals.

The theoretical underpinnings and new directions of career management and organizational sustainability
research are highlighted in this bibliometric analysis. The results indicate a changing academic environment
where self-directed career management, career adaptability, and sustainability-driven HRM practices are be-
coming increasingly popular. In order to improve theoretical contributions and real-world applications in sus-
tainable workforce management, future research should keep examining these intersections.

By filling these practice-oriented and research-oriented voids, Kazakhstan and beyond will have a stronger,
more sustainable, and talent-driven organizational scene.

CONCLUSION

This bibliometric study analyses the changing interaction between organizational sustainability and career
management. The terrain of research shows increasing awareness of the interdependence between personal
paths of employment and more general organizational objectives for sustainable development. Important con-
clusions show the change towards more dynamic, self-directed career paths, as shown by developing ideas
like boundaryless and protean professions. Research on organizational sustainability concurrently emphasizes
more and more including ESG ideas in the primary corporate strategy. The study points out various areas of
convergence between sustainability and career management. These cover the value of human capital devel-
opment, the way technology shapes career paths and sustainable business practices, and the increasing focus
on resilience and adaptation in both personal careers and corporate organizations. Emerging themes such as
green HRM, sustainable leadership, and the inclusion of sustainability into workforce planning point to a fu-
ture study agenda spanning organizational sustainability goals with personal career development. Topics like
digitization, Industry 4.0, and innovation in both sectors are becoming increasingly important, suggesting the
need for multidisciplinary solutions to handle the difficulties of the changing work environment.

Finally, our bibliometric analysis emphasizes the need for a more combined strategy for organizational sus-
tainability and career management. Future studies should concentrate on creating frameworks that match per-
sonal career aspirations with organizational sustainability goals, how technology developments affect sustainable
career development, and how leaders might help promote career development and organizational sustainability.
By filling in these research voids, scholars and practitioners can help create more resilient, flexible, and sustain-
able organizational ecosystems supporting individual career success and long-term organizational sustainability.
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YUBIMIBIK TYPAKTBLIBIKKA KOJI ’)KETKI3YIE
MAHCATNTBI BACKAPYIbIH POJII: BUBJIMOMETPUSLIBIK TAJIAY

B. I'.Kan:xxanoBa!, A. M. Cekep6aena?, A .A. Anamoexona'”
lan-Papadu areignarsl Kazak yirTelK yausepcureTi, Anmarsl, Kasakcran PecniyOaukacsl
y ) 5 y
*Typan ynuBepcurerti, Anmatsl, Kazakcran PecryOiukacsr

AHJIATIIA

3epmmey maxcamvl OMOTMOMETPHUSUIIBIK TaJAay apKbUTbl MaHCAIThl 0acKapy MEH YHBIMIBIK TYPAKTBUIBIK
apachbIH/IaFbl IaMBIIl KeJle KaTKaH 0alIaHbICThl 3epTTey Ooubin Tabbuiaabl. COHFBI XKbUIIAPBI OYJT €Ki cajara
JIeTeH KbI3BIFYIIBUIBIK aPTKAHBIMEH, OJIap/IbIH HHTETPALIUSCHI dJTi JIe XKETKUTIKCI3 JaMbIFaH, acipece Kazakcran
CHSIKTBI JTaMYIIIbI SKOHOMHKACKI 0ap ejnepe.

Odicnamacwl. Scopus MaiMeTTep 0a3achblHaH alblHFaH 742 MaHcanTel Oackapy Makanackl (1970-2025)
xoHe 428 YHBIMABIK TYpakThUIBIK Makanackl (2002-2025) werizinge 3eprrey VOSviewer xoHe Biblioshiny
(RStudio) kypayiiapbiH KOJIaHBII, KUIT CO3/IEPIiH KaTap raiaa 00JyblH KapTajay, TAKbIPBIITHIK 3BOTFOLIMSHbBI
KaJlarajay ’oHe (haKTOPJIbIK TaJjay ICTePiH KOJIaHaIbl.

3epmmeyoiy bipezetiniei/ KyHObLIbIEbl. 3EPTTEY MAHCAITHI 0ACKAPY XKOHE YHBIM TYPAKTHUIBIFbI APACHIH/IaFbI
ecill KeJe aTKaH e3apa TOFhICY HYKTENepiH KOpCEeTil, YHBIMAArbl KbI3METKEpJep/Al JaMbITy MEH YHbIM
KBI3METIHIH HOTHXKEJIUIITIH Y3aK Mep3iMIIi caKTayaarbl OpTaK MakcaTrTap.ibl aiKbiHaaiapl. COHBIMEH KaTap,
3epTTEY MaHbI3/bl OJKBUIBIKTAP/bl aHBIKTAN/bI, COHBIH IIIIHAC JaMyIlbl SKOHOMHUKAaIapja >KETKUIIKTI
KapacThIpbUIMAYhl JKOHE KbI3METKEpJiepZl AaMbITy MEH TYpPaKThl JlaMy MakKcaTTapblH OalIaHBICTBIPATHIH
Oipikripinrer HR kypwuibiMaapbiabiH skeTicreymriiri. Kasakcranma pecMu MaHcanTbl Oackapy oii Je
JaMyablH OacTanKkel Ke3eHiHJe OONFaHABIKTaH, Oyl 3epTTey aKaJeMUSUIBIK 3epTTeyJIep MEH YHBIMIIBIK
Toxiprbere apHanraH ycelHbICTap Oepeni. CoHpaii-ak, Oy 3epTTey TaKbIPHIITHIH WHTEIUIEKTYaI bl HETi31H
AHBIKTAIl, TYPAKTBUIBIKKA OaFbITTAlIFAaH MaHCal CTPATErHsUIapblH KaJbIITACTHIPYFA apHaJFaH WAesIap/bl
YCBIHAIBI.
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3epmmey momuoicenepi Keneci HETi3Ti TAaKbIPBINTHIK KJacTepiep/ai aHbIKTAHIbl: MaHcanka OeiiMpieny,
xKacbll ajgaM pecypcrapbiH O6ackapy (GHRM), TypakTbl kemOacmbuiblK, THQPIBIK TpaHCHOpMaHs KIHE
MYIel TapanTapabl TapTy. Tanmay KepceTKeHIeH, MaHcanThl Oackapy OOHbIHIIA 3epTTeyJiep >KyMbICKa
OpHajacy MYMKIHIITi, ©3iH-631 0acKapy MaHCAITHIK >KOJIAphI JKOHE MAHCAINTHIK TYPAKTHUIBIKKA KeOipek
Hazap ayJaapajbl, al TYpPaKTBhUIBIK 3epTTeysiepi Oackapy, WHHOBAIMS KOHE IKOJOTHSIIBIK KayarKepIIiiiK
TaKBIPBIITAPBIH KEHIHEH KaMTHIbl. Byt exi OarbITTHIH TYHiCy HyKTenepi skacbul HRM koHe TypaKThl JKYMBIC
KYILiH JaMBITYy CTpaTerusuiapbiaia Oaiikanaabl.

Bosamak  3eprreynep uumdpiaHIblpy, SKacaHObl HHTEIUIEKT JKOHE JKAChlI CasCaTTbH YHBIMABIK
IKOXKYHenepieri TypaKThl MaHCANTHIK JaMyFa Kallail ocep eTeTiHIH HeTi3re ajia OTBIPBII, KYPri3iTyiepi KaxeT.

Kinm ce30ep: wmancanTel 0ackapy, YHBIMIBIK MaHCANThl 0acKapy, YHUBIMJBIK TYPaKThUIBIK, ajam
pecypcrapsin 6ackapy, ESG.

POJIb YIIPABJIEHUSI KAPBEPOM B JOCTUXKEHUU OPTAHU3AIIMOHHOM
YCTOMYUBOCTH: BUBJIMOMETPUUECKHI AHAJIN3

b. I'. Kan:kanona', A. M. Cekep0aeBa?, A. A. AnambexkoBa'*
'Kazaxckuii HAMOHAIBHBIN YHHUBEPCUTET UMeHH anb-DPapadu, Anmarsl, Kazaxcran
*Yuusepcuret Typan, Anmatsl, Kazaxcran

AHHOTALOMUSA

Llenv  uccnedosanus W3y4UTh Pa3BUBAIOILIMECS B3aMMOCBSI3M MEXKIy YIpPABICHHEM Kapbepol u
OpPraHM3alMOHHON yCTOHYMBOCTHIO C TIOMOIIbI0 OHMOTMOMETPHYECKOTO aHalnW3a MEXKIyHapOIHON
aKaIeMHU4YecKol nuTepartypbl. HecMOTpst Ha pacTymiee 3HaueHHE OOOMX HANPABICHUN, WX HWHTETPALIHS
0CTaeTCsl HEJOCTATOYHO Pa3BUTON, 0COOCHHO B pa3BUBAIOIINXCS IKOHOMHUKAX, TakuX Kak KazaxcraH.

Memooonozus: AHanu3 OCHOBaH Ha 742 CTaThsX 1O ynpaBiieHHIo Kapbepoit (1970-2025) u 428 craThsax o
opraHu3anuoHHON ycToiunBocTH (2002—2025), momydeHHBIX W3 0a3bl TaHHBIX Scopus. [IpuMeHeHbI MeTO b
KapTHUPOBAHHUSI COBMECTHON BCTPEYAEMOCTH KITIOUEBBIX CJIOB, OTCIEKHMBAHUS TEMATHYECKOW SBONIIOLNMU U
(axTopHoro aHanusa ¢ ucrnonszoBanneM VOSviewer u Biblioshiny (RStudio).

Opueunanvnocmyv/Llennocms: VccnenoBanue MOTYEPKUBAET BO3pacTaroliee CONMKEHUE YIPaBICHUS
Kapbepol M OPraHU3alMOHHON YCTOMYMBOCTH, aKLEHTUPYs UX OOLIME LeId B Pa3sBUTUU COTPYIHHKOB U
MOJIep’)KaHUN YCTOMUUBON OpraHn3allMOHHON 3 QEKTHBHOCTH. AHAJIH3 BHISBISICT 3HAUYUTEIIbHBIC TIPOOEITHI B
HCCIJIEIOBAHUSAX, BKJIIOYAs HEIOCTATOYHYIO KOHTEKCTYaIM3alMIoO B pa3BUBAIOIINXCS YKOHOMUKAX U OTCYTCTBHE
HHTErpUpoBaHHBIX HR-CTpyKTYp, CBA3BIBAIOIINX PA3BUTUE COTPYIHUKOB C YCTOMUMBBIMH LEISIMU. BBIBOABI
HCCIICIOBAHUSI UMEIOT Ba)KHBIE HOCIEACTBUS AJS aKaJeMHYECKON HayKM M OpPraHU3allMOHHOM IIPAKTUKH,
ocobenno B Kazaxcrane, rae popmanbHOe yrpaBieHne Kapbepoil HaXOAUTCS Ha HAYaIbHOM 3Tale Pa3BUTHS.
PaboTa popMupyer HHTEIEKTYJIbHYIO0 OCHOBY JJAHHOW TEMBI M IpeiaraeT uaeH Ajsi pa3padO0TKH KapbePHBIX
CTpaTeruii, OpUEeHTUPOBAHHBIX HAa YCTOMUNBOE pa3BUTHE.

Pesynomamei: BplneneHsl KIIOYEBbIE TEMATHUUECKHE KJIACTEpPbl: aJalTUBHOCTb Kapbepbl, '3eieHoe"
ympasnenue denoBedeckuMu pecypcamu (GHRM), ycroitunBoe munepctBo, nudposas TpanchopMaus u
BOBJICUEHHE 3aMHTEPECOBAHHBIX CTOPOH. Y CTAHOBJIEHO, YTO €CJIM UCCIIE0BAaHUS 110 YIIPABIEHUIO Kapbepoi B
OCHOBHOM aKIIEHTHPYIOT BHUMAaHHE Ha TPYJOYCTPOICTBE, CAMOCTOSTEIEHOM MOCTPOEHUH KapbepHOTO MyTH
U KapbepHOW yCTOWYMBOCTH, TO HCCIEAOBAHUS IO YCTOHYMBOMY Pa3sBUTHIO BCE OOJBILIE COCPEIOTOUCHBI
Ha YIPaBJICHUM, MHHOBALMAX U 3KOJIOTMYECKOH OTBETCTBEHHOCTH. llepecedeHue NaHHBIX HAIpaBICHUI
00Hapy»XHBaeTCs B TAKMX TeMax, Kak "3eneHoe”" HRM u cTparernn ycToH4nBOro KaapoBOoro pa3BUTHSI.

[lepcnekTHBBI Oy AyIIMX HCCIIEAOBAHUN YKA3bIBAIOT HA M3Y4YE€HHUE BIUSHUS HU(PPOBU3ALUH, HCKYCCTBEHHOTO
MHTEJUIEKTA U "3eJIeHbIX" CTpaTeruii Ha yCTOHYHMBOE Pa3BUTHE Kaphephbl B OPraHU3alMOHHBIX YKOCUCTEMAX.

Kniouesvie cnosa: ynpaBiieHHE Kapbepoil, OpraHU3alMOHHOE YNPaBJICHUE Kaphepol, OpraHu3alOHHAs
YCTOWMYHUBOCTS, YIIPaBIeHUE YeToBeueckumMu pecypcamu, ESG.
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KA3AKCTAHJA JIOTUCTUKA KAFTUIATTAPBI HEI'I3IHAE
’KYK TACBIMAJIJIAY )KYHAECIH 93IPJIEY

JK.B. Enemena', H.X. Mayauna!, A.K. Bekmerona'
'On-Dapabu areiagarsl KazYV, Anvatel K., Kazakctan Pecry0iaukace

AHIATIA

3epmmeyoiy maxcamol. KazakcTaHHBIH KOJIIK-TOTUCTHKAJIBIK )KYHeECiH/Ie aBTOKOIKIICH )KYK TachbIMallay-
Jarel OipHelIe TaHAall ajblHFAH KOPCEeTKIITepAi (MappyTTapAbH THIMILUIT, JOTHCTUKAIBIK XaOTapablH
OTKi3y KabiJieTi, eKi caThUIbl KbI3MET KOPCETY callachl) TEOPUSUIBIK JKOHE d9iCHAMAIIBIK TYPFhIIaH TePEeH 3epT-
Ten, HUQPIBIK JKOHE QJIEMJIK KapHUsUTaHbIMIapFa HET13/1eJITeH jKaHa MOJIeIIb d3ipJey.

3epTrey MiHIETTEpI:

OJEeMIK KoHe 0TaHABIK FeUTbIMU 91e6ueTTi (M. Christopher, Simchi-Levi, ['amxunckuii, Mupotus u T.0.)
€Ki CaTbUIBbI JJOTMCTHKAIIBIK MOJIEJIBIH HET13r1 HHIUKATOpIaphl (MapIIpyT Y3bIHABIFbL, KYTipic meriHe acepi,
xa0 oTKi3y KaOineTi) OOMbIHIIA TepeH Tanjay;

MonimerTep 6azachlHaH albIHFAH HAKTBl KOPCETKIMITEp (3KOJ >KYMBICTAPBIHBIH YaKbITBI, aFblH KOJEMI,
KizipicTep, KbI3MET KOPCETY/IiH 6TKi3y KyaThl) HETi31H/le MOJICIbIiH PAKTUKAJIBIK KOHCIyl MECH OaFralaHybl;

Kazakcrannarbel TaHIaIFaH OHIPIIIK KOJI HH(PAKYPBUTBIMBIHA HUQPPIIBIK YITIEp SHI13Y, JKOJIAapIblH cana-
CBIH, TOYJIIK MayChIMJIBIK ©3TepiCTepAl eCenKe ary apKbUIbl MOJIENIb1 HAKThLUIAY;

AJIBIHFaH HOTWIKENEP HETi3iHle JOKaIbAbl NHJIOTTHIK KOJIJaHy YLIIH MaTeMaTHKAJbIK MOJEIb YCBIHBII,
TPAaHCHOPTTHIK KOHE JIOTUCTHKAJIBIK KOPCETKIIITEPAiH e3repiciH Oaranay (LWIBIFBIHAAP, KiAipicTep, OTKi3y
Ka0i1eTi, KapKbIHIBUIBIK).

Odicnamacwl. XXylenepni 6ackapy TeOpHsCH Kykene KaTblHaCTap bl KalbIITACTBIPY bl Tasan erexi. Jlo-
THUCTUKAIBIK KYHeIepAiH KYPbUIBIMBIH TaJIay Ke3eHIH/E KYHEiK TOCUI KOJINaHbUIIbl — 3JIEMEHTTEPIiH 03a-
pa 9peKeTTeCyiH CUMaTTay >KOHE )KYK TachIMaigay MPOLECIHIH TYTac MOJEIIH KaJbIITaCThIPY.

Ecenrepai »kanmpuiay >KoHE YTHIMIBI Iy SAiCTEpl KOCIMOPBIHAAPABI OIpIKTIpy KOHE JIOTUCTUKAIBIK
onepauusuiapsl Jkocnapiay OoiblHIIa aMOeban menriMaepal WbFapyAa KOJAaHBUIABL. MapimpyTrapasiy
HKOHOMHUKAJIBIK THIMIUIITIH 3epTTEY JKOHE JKOJI )KYMBICTAPBIHBIH KE3EKTUIIK MOJIENIIH KYPYy Ke3eK TEOPHUsChIH
KOJIZaHbl, OYJ1 KOJIK aFblHAapbIHBIH HHPPAKYphUIbIMFA 9CEepiH Oaranayra oHE JIOTUCTUKAJIBIK ONeparusi-
JIApJIbIH PETTLIITIH HEeTi3/Ieyre MyMKiHAIK Oepi. 3epTTey 0OBEKTICIHIH camajblK )KOHE CaH/IbIK CHITATTaMAaChl
JKYPri3iie/ii 5KoHe )KYK KOJIri )KyHeCiHIeri SJIeMEeHTTEP/IiH e3apa dPEKETTeCy 3aHIbUIBIKTaphl aHBIKTAIAIbI.
Keik-10orucTukaibK anMacyblH JKYMBIC iCTey MPOLECiHe aBTOMOOWIb >KOJBIHBIH Ka0IbIKTayIaFbl pedi
JKOHE OHBIH >KOJIIBIH ©31HE 9cepi aHBIKTAIa bl

Homuorcenep. Tapnay kputepuiii O0ibIHIIA 5KOJ )KYK TachbIMalAay KYWECiHIH 3JIEMEHTI peTiHe KopiHei,
OYJ1 KeIK-JOTMCTUKAJIBIK KEHICTIKTIH YHEMI e3repill OTHIPaThIH KaFJaiblHAa OHBIH SKOHOMHUKAJBIK Tap-
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