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ABSTRACT

The concept of Career Management and Employee Engagement is a very crucial topic for organizations in modern times,

primarily because of their impact on Employee Satisfaction. Employee satisfaction and retention is not easy, until the organisation

provides employees with Career management and Employee engagement opportunities. Career management and Employee

engagement is important for both the organisation and the employees because the organisation's needs cannot be fulfilled

without the fulfilment of employees' needs. So this research focuses on studying the relationship between career management &

employee engagement practices and employee satisfaction.
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INTRODUCTION

Career Management and Employee Engagement have been
recognised as an important management practice in the
retention and satisfaction of talented employees. In today’s
highly competitive and complex business environment,
retaining and satisfying highly skilled employees has become
one of the major priorities of organisations. Employees with
high satisfaction are proven to be assets to organisations and
are necessary for the survival of every business. Management
should keep its employees satisfied by implementing Career
Management and Employee Engagement practices in the
organisation. The capability to maintain highly satisfied
employees is the key differentiator between those organisations
that make profit and those that do not.

Organisations effectively use Career Management and
Employee Engagement practices to ensure employees’
satisfaction at the work place which is essential for achieving
organisational objectives. Satisfied employees, who focus their
efforts on achieving organizational goals and objectives, are a
key advantage in the modern competitive world. The effect of
Career Management and Employee Engagement practices on
business performance has been studied by many experts. They
found out the similar conclusion: “The more satisfied the
employees are, the better operating results they achieve for
their organisation.”

LITERATURE REVIEW

Li Sun & Bunchapattanasakda, Chanchai (2019), Employee
Engagement: A Literature review, this study emphasises on
Employee Engagement as an important aspect of organisation
and employees in terms of employee performance, satisfaction
and commitment towards organisation and its goals and

objectives. Employee Engagement refers to Employees’
Affective, Behavioural and Cognitive input in  the
organisational work. In order to explain different levels of
Employee Engagement in the organisation, various theories
are used like Needs- Satisfaction framework, Social exchange
theory and Job demands- Resources model. This research
describes about various outcomes of Employee Engagement.
First, Employee Engagement is an Individual-level concept as
it involves Individual Employees who feel committed and
engaged towards organisation and its goals on their own.
Engagement is not forced upon them as they are willingly
engaged. Second, Employee Engagement can be experienced
at Affective and Cognitive level but displayed at Behavioural
level. Third, Employee Engagement is made of components
like attitude and behaviour. The attitude of employees is
reflected through employee dedication and involvement
whereas, the behaviour of Employees is reflected through
vigour and absorption. Fourth, previous researches mainly
focus on the factors which influence Employee Engagement
like organizational, individual and job. Kaya, Çigdem &
Ceylan, Belgin (2014), An Empirical study on the role of Career
Development programs in organizations and organizational
commitment on job satisfaction of employees, this research
talks about the impact of career development and management
programs and employees’ organizational commitment on job
satisfaction. The result of the study found out that their impact
on employees’ satisfaction was partial. It was so because they
can impact employees’ satisfaction only when the Career
development programs support employees’ personal growth
and development. In case Career development programs are
not implemented effectively and there is a mismatch between
the programs and employees’ career plans, then they can result
into a failure. The research study also offered some proposals.
First, the managers should use such tools which directly
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increase employees’ satisfaction and commitment towards
organisation and its objectives.  Second, in order to increase
organizational commitment and increase satisfaction, an
organisation should practice employees’ participation in
decision making, restoration in organisation’s working
environment and culture, giving voice to employees etc. Third,
the managers should develop career development program in
accordance to employees’ future career plans and an
organisation should avail the services of a consultant in order
to implement the program. Fourth, an organisation should fairly
judge an employee’s performance. And fifth, organisations
should wisely staff the employees i.e. employees with high
level of commitment and satisfaction. Dialoke, Ikechukwu,
Wabara, Adolphus (2017), Career Development and Employee
Commitment, the aim of this study is to draw a clear relationship
between career management & development and employee
commitment & engagement, highlighting upon the examination
of relationship between mentoring and employee engagement
while at the same time examining the relationship between
employee commitment and job enrichment. It was found out
that mentoring and job enrichment indeed help to achieve
higher level of employee commitment as it leads to increased
levels of satisfaction. The study further went on to suggest to
various human resource managers that in order to convince
their employees into being highly committed to their jobs, the
managers must incorporate mentoring and job enrichment as
factors along with various other incentives they might be
providing to their employees. The resulting situation is a win-
win for both the employees and the organisation as the overall
organisational goals are easier to achieve in this manner. Janet
Chew, Antonia Girardi (2008), Is Career Management the
Panacea To Retaining Vital Staff? This study is a compilation
and analysis of various secondary data that is related to career
management and employee satisfaction and how both of these
variables have an overall effect on the retention of employees.
The study examines the factor that the ultimate goal of the HR
department of any organisation is to recruit the best candidates
and retain those candidates for as long as they can. The study
further concludes that both these goals can only be achieved
with proper career management which will in turn lead to an
increased level of employee satisfaction which will finally lead
to their retention. The study then goes on to conclude that
rewards and recognition play a key role in the commitment of
vital staff.  Studies have supported that a fair wage is the
cornerstone of the contractual and psychological agreement
between employees and employers. While at the same time
other forms of non-monetary benefits and recognition are also
important for employee satisfaction. While concluding the
author rounds up that high performance strategic human
resource management practices which focus on selection,
remuneration and recognition strategies as means of improving
commitment to the organization, should be promoted more.

EMPLOYEE SATISFACTION AND EMPLOYEE
ENGAGEMENT

Anton Vorina, Miro Simonic, Maria Vlasova (2017), An
Analysis of The Relationship Between Employee Satisfaction
and Employee Engagement. This study depicts that there is a
positive relationship between employee satisfaction and
employee engagement. A total data from 594 respondents was
gathered from people employed in public and non-public sector
in Slovenia in order to determine whether (and how) the
employee engagement influences job satisfaction. The
questionnaire used has been named the “Gallup Questionnaire”
and is based on more than 30 years of accumulated quantitative
and qualitative research. The questionnaire is claimed to have
been validated through prior psychometric studies as well as
practical considerations regarding its usefulness. The resulting
primary data was examined through extensive statistical
analysis using SPSS 20.0. The study concluded that there is a
confirmed positive relationship between employee satisfaction
and employee engagement and are statistically significant. The
study also considered another independent variable i.e., Gender
and it was found out that there was no statistically significant
difference between employee engagement and gender, the same
case was with employee satisfaction as well.  Dr. C.
Swarnalatha, T.S. Prasanna(2012), Employee Engagement: A
Review, this study already considers the fact that proper career
management and adequate employee engagement has a positive
impact on the overall employee satisfaction. The primary focus
of the paper is on the various factors that can lead to employee
engagement and how various companies can adopt these factors
in order to cash in on this opportunity. A total number of 13
factors have been discussed by the author, namely, Recruitment,
Job Designing, Career Development Opportunities,
Leadership, Empowerment, Equal opportunities & Fair
Treatment, Training & Development, Performance
Management, Compensation, Health & Safety, Job Satisfaction,
Communication, Family Friendliness. Based on these factors
the level of employee engagement has been divided by the
author in 5 different segments which are, The Engaged, Almost
Engaged, Honeymooners & Hamsters, Crash & Burn and lastly
The Disengaged. While concluding the author focuses on how
employees have become one of the important reasons for an
organization to achieve their mission and flourish, hence,
keeping them engaged through various career management
techniques is quite critical to the organisation’s overall success
in the industry. Furthermore, the authors also state how various
employees get engaged through some specific factors and only
those factors may be used as methods to improve engagement
of those specific employees. Sobia Shujaat, Saira Sana, Dr.
Faisal Aftab, Ishtiaq Ahmed (2013), Impact of Career
Development and Management on Employee Satisfaction. This
study is a homage to an earlier study in the same field by Ahmad
& Bakar (2003); Thanacoody& Hui (2011) as the whole study
goes on to prove the similar arguments. The main aim of the
study is to determine the relationship between career
management and employee satisfaction specifically in the
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banking sector. Although, the surveyed population consisted
of mostly employees from banking sector, the authors argue
that any desk job is analogous to the jobs specified in the study.
The primary data was collected through questionnaires,
sporting the general 5-point likert scale analysis (5 being
strongly agree and 1 being strongly disagree). Furthermore,
the primary data was analysed using SPSS 20.0 for effective
results. Upon analysis, the authors even found out that many
employees agreed that if proper career  development
opportunities are not provided, they may switch their jobs for
a one with more lucrative opportunities. The study concludes
that employees’ job satisfaction is indeed dependant on their
career management in a positive manner. It even urges various
organizations to consider it as an important factor since an
unhappy employee will only lead to an inevitable failure of
the organisation in every aspect.

SHRM Foundation (2013), Developing an Employee
Engagement Strategy. This study is based on the realization
that methods and steps taken for employee engagement may
not achieve the desirable results if not exercised properly. In
order to remedy that, the authors suggest a proper
implementation of engagement strategy which is laid down
step by step further in the study. There are 5 different premises
on which the study focuses on, in order to attain an effective
management strategy, these are, “1. How the strategy will be
communicated; 2. How action areas will be identified; 3. What
measurable outcomes will be used to evaluate progress; 4. What
specific actions will be taken to address the survey results; 5.
How the engagement strategy will be sustained over time.”
Each of these premises have been heavily analysed in order to
provide the best possible strategy to any HR department of
any Organization if they are looking on how to formulate a
proper employee engagement strategy. On a concluding note,
the authors describe how designing and implementing an
effective and sustained engagement strategy requires input and
acceptance from employees but how it is still worth the effort.
Finally, it promotes the idea of a culture of engagement in the
organisation.

OBJECTIVES & SCOPE OF THE STUDY

The present study is an attempt to analyse various Career

Management and Employee Engagement practices undertaken
in organisation and to examine the relationship between Career
management and Employee engagement practices and
Employee Satisfaction and also to analyse the impact of Career
Management and Employee engagement practices on
Employee satisfaction. The scope of this research paper is
limited to the various organizations in NCR region in terms of
the region covered to conduct the study.

HYPOTHESIS

Ha1: There is a significant relationship between Career
Management practices & Employee engagement practices and
Employee Satisfaction.

Ha2: There is a significant impact of Career Management &
Employee Engagement practices on Employee Satisfaction.

RESEARCH METHODOLOGY

The present research is based on descriptive research design
which tries to explain the relationship between career
management and employee engagement practices & employee
satisfaction. Employee satisfaction is considered as dependent
variable whereas career management practices and employee
engagement practices are considered as independent variables.
In this study data is collected from both primary and secondary
sources of data. For collecting Primary data, Standardized
questionnaire is developed and around 100 employees have
filled it. And for collecting Secondary data, research papers
published in various books and journals are taken. Also, the
Internet is used for the same.

RESULT & ANALYSIS

Demographic Analysis

Table 1 depicts the demographic analysis of the respondents.
It shows that out of total 100 respondents, 40 are male and 60
are female. According to the age wise category of respondents
there were 95 respondents’ lies between the age group of 20-
30 years, 2 respondents were from the age group of 30-40 and
3 respondents were from the age group of 40-50 years.

Table 1( Demographic Analysis)

Gender Variable No. Of Respondents 

1 Male 40 

2 Female 60 

 Total 100 

Age   

1 20-30 95 

2 30-40 2 

3 40-50 3 

 Total 100 
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Table 2: Correlations

 CM EE ES 

Pearson Correlation 1 0.779** 0.712** 

Sig. (2-tailed)  0.000 0.000 CM 

N 99 99 99 

Pearson Correlation 0.779** 1 0.732** 

Sig. (2-tailed) 0.000  0.000 EE 

N 99 99 99 

Pearson Correlation 0.712** 0.732** 1 

Sig. (2-tailed) 0.000 0.000  ES 

N 99 99 99 

**. Correlation is significant at the 0.01 level (2-tailed).

Table 3: Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.766a 0.587 0.578 1.84867 

a. Predictors: (Constant), EE, CM

Table 4: Coefficientsa

Unstandardized Coefficients Standardized 
Coefficients 

Model 

B Std. Error Beta 

t Sig. 

(Constant) 3.786 1.069  3.540 0.001 

CM 0.456 0.133 0.360 3.441 0.001 1 

EE 0.440 0.102 0.451 4.312 0.000 

a. Dependent Variable: ES

RELIABILITY ANALYSIS OF QUESTIONNAIRE

Cronbach’s alpha value for career management is 0.666, for
employee engagement is 0.854 and for eemployee satisfaction
is 0.760. In above cases it is more than 0.6 which indicates
that there is internal consistency in the questionnaire.

HYPOTHESIS TESTING

Hypothesis 1

Table 2 depicts the Correlation Coefficients among the
variables under investigation is analysed.  This table shows
that the results are significant. The Correlation should be
between -1 and +1 and the result of Correlation is 0.71. The
significant value should be less than 0.05 and the value is 0.000,
therefore HA is accepted. There is a strong Correlation between
Career management and Employee engagement practices
(Independent variables) and Employee satisfaction (Dependent
variable).

Hypothesis 2

Regression analysis

Table no. 3.  Provides the R, R square, adjusted R square and
standardized error of estimate which can be used to determine
how regression model will fix the data.  In the above table, the
Adjusted R square value is 0.578. This means that 58% of
Career management and Employee engagement practices are
significantly related with Employee satisfaction. 58% of
changes on Employee satisfaction as a Dependent variable are
explained by Career management and Employee engagement
practices.

The above table shows the linear analysis between the
Dependent variable and Independent variables. Linear analysis
is used in view of the study objective and Hypothesis. The
significant value should be less than 0.05 and the result of
significant value is 0.001 which shows that there is a strong
relationship between Career management and Employee
engagement practices and Employee satisfaction.
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DISCUSSION & CONCLUSION

The results derived from the study suggest that there is
significant correlation between career management & employee
engagement practices and employee satisfaction. Also career
management & employee engagement practices have a
significant impact on employee satisfaction which means
implementing various career management and employee
management practices in the organization can enhance
employee satisfaction.
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