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Abstract

Work engagement is one of the most researched organizational behaviour variables.
However, while researchers have explored work engagement and its predictors among
various professionals, not enough has been done in the context of librarians in Edo State,
Nigeria. In line with this, the study investigates the influence of subjective career success
and job characteristics on employee engagement of librarians in universities in Edo State.
The survey research design was used in this study. The population comprised one
hundred and thirty-five (135) library personnel in tertiary institutions in Edo State. Data
was collected through the use of a structured questionnaire. Data analysis was conducted
using both inferential and descriptive statistics. The results showed a moderately high
level of engagement among the respondents. It was also found that there is a highly
positive perception of subjective career success and job characteristics among the
respondents. The test of hypothesis shows that individually, subjective career success
(Adj. R2 = 0.91; p = 001) and job characteristics (Adj. R2 = 0.425; p = 000) have significant
influence on work engagement among librarians in Edo State. However, the multiple
regression analysis to test the combined influence of both variables revealed that, while
they have combined significant influence (Adj. R2 = 0.420 p = 000) only job characteristics
account for majority of the influence (t; = 7.748; p = .000) compared to subjective career
success (t; = 0.144; p = .885). The study concluded that job characteristics of librarian is
a better predictor of work engagement. It was therefore recommended that it is important
to strengthen managerial support for librarians in Edo State to boost their morale. Regular
feedback and increased managerial backing will help librarians feel more supported in
their roles.

Keywords: Career Success, Job Characteristics, Organizational Behaviour, Subjective

Career Success, Work Engagement

Word Count: 285
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Chapter One

Introduction

1.1 Background to the Study

Professional librarians are key to the attainment of organisational goal of academic

libraries which is to meet the information needs of the university community by offering

efficient and effective services. Even when an academic library is led by skilled,

informed, and competent managers, the library's objectives might not be met if

professional librarians in such libraries lacks the necessary level of work engagement.

Employee engagement represents the active involvement of employees of an organisation

in their assigned tasks and other organisation-related matters and the state of full

physiology, cognition, and emotion that accompanies the work that employees do for an

organisation1.

Employee engagement as the extent to which an individual feels engaged, satisfied, and

enthusiastic about his or her job. Employee engagement is described as the degree to

which workers are ready to stick with an organisation and put in a lot of effort on its

behalf. From this perspective, employee engagement is characterised by three features

namely; say, stay, and strive. ‘Say’ means that employees speak positively about their

employer, their coworkers, and their job and all that is attached to it. "Stay" indicates

willingness to stay with the organisation for the long run. Rather than using their current

positions as a stopgap, employees want to become a part of the organisation and wish to

remain there for an extended period of time. The third aspect is "strive". It means
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employees are prepared to put in more time and effort to contribute to the achievement of

organisation objectives2.

In recent years, organisational psychologists, human resource expert, and management

practitioners have found employee engagement an interesting focus of research. A

cursory examination of management literature shows that work engagement is becoming

more and more explored in occupational health psychology as a positive part of

psychology due to the rise of positive psychology. Employees that are engaged perceive

themselves as capable of handling the demands of their work and have an active and

effective connection with their work activities. Many consulting firms are regularly

polling companies and employees to gather data on employee engagement as a result of

the demands of business practice.

Employee engagement is an umbrella covering various consequences in work as well as

other variables that may support the organization to achieve its goals3. It can be viewed as

a unitary construct which means it is defined as a positive state of mind, a dedicated

willingness among employees. It is also viewed as a multifaceted construct encompassing

cognition, emotions, and behaviour of employees. In the context of this study, employee

engagement is defined as the level of vigour, dedication, and absorption displayed by an

employee in the course of discharging their duties.

Vigour is the amount of energy employees feel because of work. This means that

employee feel energized by simply rendering their job. Vigor is a collection of

interconnected emotional states that people experience in their workplace. It pertains to

an employee's feelings of their physical strength, emotional energy, and cognitive

activity4. The construct is a component of employee engagement that refers to a high
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degree of energy and mental resilience at work, as well as a strong commitment to the

tasks at hand, even in the face of challenges5. In examining employees’ vigour,

researchers have focused on indicators such as employees' elevated energy levels, strong

mental fortitude in the workplace, inclination to exert effort in their tasks, and their

ability to persevere even in the face of challenges6. This means that this aspect of

employee engagement is an intrinsic quality based on each individual.

Vigor is an expected characteristic, especially for librarians in academic libraries.

Providing library services in an academic environment often requires high energy levels

and mental resilience. As a result, librarians are expected to demonstrated vigor through

consistent effort and tenacity, especially in the face of adversity. In addition to enhancing

the performance of individual librarians, vigour may also push them to engage in

beneficial activities for the organization and will be motivated by good behavioral

inclinations. Vigour as an indices of employee engagement is closely linked to

dedication.

Dedication is the state of having a stable and positive emotional attitude towards work,

with the goal of obtaining personally meaningful outcomes related to professional needs

and identity7. In the context of librarians, employee dedication is characterized by

disciplined conduct in the workplace. This includes adhering to rules, working diligently

to achieve the objective of the library and the parent institution, demonstrating resilience

in task completion, and taking the initiative to solve challenges. In line with this, scholars

often measure employee dedication as a construct of employee engagement with indices

such as being deeply engaged in work, perceiving it as significant and purposeful, feeling

joyful, inspired, proud, and embracing challenges8.
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The attainment of academic library objectives and interests is significantly impacted by

the level of dedication of professional librarians in fulfilling their duties and obligations.

Dedicated employees are likely to be highly motivated, which serves as a catalyst for

employees to purposefully advance the organization's objectives9. In addition, dedicated

librarians possess a deeper comprehension of and endorse the library’s principles, and are

more inclined to go above and beyond in safeguarding the interest of their organisations.

Furthermore, dedicated employees are closer to being absorbed employees.

Absorption is a defining feature of employee engagement, indicating a person's enduring

and all-encompassing mental state which means that they are willing to stay on a task

until it is completed without allowing themselves to be distracted. Absorption in the

context of librarians therefore, refers to the state in which they demonstrate both

emotional and intellectual dedication to the library in which they work10. Absorption

refers to the extent to which a librarian becomes engrossed in their task, allowing them to

mentally detach from their immediate surroundings. This can be important for

professional librarians in academic libraries as their job requires a high level of focus and

can often takes a long period to complete11.

Optimal absorption levels lead to enhanced performance, as absorption reflects a focused

and diligent approach to work. This fosters a prudent mindset among employees,

motivating them to be more meticulous in their tasks, hence enhancing the overall quality

of their job outcomes. Organizations can effectively achieve predefined goals and targets

by promoting absorption among employees. When librarians are fully absorbed in their

work, they are motivated to give their best while discharging their duties12. However,

employee engagement in term of vigor, dedication and absorption do not simply occur in
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employees. There are certain factors that can promote or prevent employee engagement.

these factors include job characteristics and subjective career success.

Subjective career success refers to an individual's personal perception and evaluation of

their career achievements, progress, and satisfaction. Since the 1970s, career success has

been a main focus of applied psychology and management study. The subject of what

constitutes, indicates, and follows from professional success is significant for both

individuals and organisations13. The main focus of empirical study on professional

success has been on success prediction, particularly as it relates to deriving optimal

strategies for reaching it. Popular research has mostly focused on how specific career

strategies (such as networking, frequent organisational moves, and personality traits) can

help people succeed in their careers, how various personal characteristics (such as gender,

race, and personality traits) are related to career success, how planned or unplanned life

events (like becoming a parent) may make it more difficult for someone to succeed, and

what factors influence someone's subjective sense of success14.

Unlike objective career success, which is measured by tangible metrics such as salary, job

title, or promotions, subjective career success is inherently personal and varies from one

individual to another15. The concept of career success has become more subjective,

differing from one individual to another across their lifetime, and influenced by personal,

organisational, and social factors16. In the contemporary work environment, being

successful entails achieving one's objectives and evaluating the degree to which this

accomplishment has contributed to fulfilling significant demands. Additionally, it

involves evaluating one's status in the wider "social hierarchy". It encompasses how

individuals feel about their career trajectory and whether they believe they have achieved
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their personal career goals and aspirations. Key components include job success, financial

success, and hierarchical success17.

Job success involves feeling effective and competent in one’s role, such as a librarian

managing resources well or receiving positive feedback. Job success for librarians

involves feeling effective and competent in their roles, which encompasses a range of

responsibilities and achievements within the library setting. One key aspect of this is

managing library resources efficiently. This includes tasks such as curating and

organizing the library’s collection, ensuring that books and digital materials are easily

accessible to patrons, and maintaining an up-to-date and relevant selection of resources18.

Effective resource management also involves implementing and utilizing cataloging

systems, as well as overseeing the acquisition and weeding processes to enhance the

library’s offerings.

Another crucial element of job success for librarians is the ability to provide excellent

customer service and receive positive feedback from library patrons. Librarians are often

the first point of contact for users seeking information, assistance with research, or

recommendations for reading materials. Successfully addressing these inquiries and

fostering a welcoming environment contributes significantly to the perception of job

success. Positive interactions with patrons, evidenced by feedback and repeated visits,

reflect a librarian's competency and effectiveness in their role19.

Additionally, job success can be seen in the ability to develop and execute engaging

programs and events that meet the community's needs. This might include organizing

author talks, educational workshops, reading clubs, and other activities that promote

literacy and learning. Successful program implementation demonstrates a librarian’s
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ability to plan, coordinate, and execute initiatives that enrich the library's role in the

community.

Furthermore, job success for librarians also involves contributing to the advancement of

the library profession through continuous learning and professional development. This

could mean participating in workshops, obtaining certifications, or pursuing advanced

degrees to enhance their skills and knowledge. Staying abreast of technological

advancements and emerging trends in library science allows librarians to introduce

innovative services and improve existing ones, thereby increasing their competence and

effectiveness in their roles.

Financial success pertains to satisfaction with earnings and rewards, reflecting whether

compensation meets an individual's expectations. Financial success for librarians

pertains to the satisfaction with their earnings and rewards, reflecting whether their

compensation meets their personal and professional expectations. This aspect of career

success is not just about the absolute amount of salary received but also how fair and

adequate the librarians perceive their compensation to be in relation to their work, skills,

and the responsibilities they handle.

Librarians in Nigeria, like their counterparts elsewhere, seek financial remuneration that

is in line with their level of education, expertise, and the critical role they play in

facilitating access to knowledge and supporting community education. Adequate

financial compensation enables them to maintain a reasonable standard of living, meet

their personal and family needs, and invest in their professional development. When

librarians feel that their earnings are commensurate with their efforts and the value they
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bring to their libraries, they are more likely to experience higher levels of job satisfaction

and motivation.

In addition to base salary, financial success for librarians can also include other forms of

monetary rewards and benefits. This might encompass bonuses, health insurance,

retirement plans, paid leave, and professional development stipends. These additional

financial rewards can significantly enhance a librarian's sense of financial security and

overall well-being, contributing to a more positive assessment of their career success.

Perception of financial success is also influenced by comparisons with peers in similar

positions within the region or industry. If librarians believe that their compensation is

competitive and equitable compared to others in similar roles, they are more likely to feel

satisfied. Conversely, if they perceive a significant disparity, it may lead to dissatisfaction

and impact their overall sense of career success.

Hierarchical success involves perceptions of career advancement and recognition, like

moving from an entry-level position to a managerial role. Hierarchical success for

librarians involves the perception of career advancement and recognition within their

field. This dimension of subjective career success is characterized by the progression

from entry-level positions to more senior or managerial roles, reflecting a librarian's

professional growth and development over time.

For librarians, hierarchical success might begin with attaining a foundational position,

such as a library assistant or a junior librarian. As they gain experience, enhance their

skills, and contribute positively to their libraries, they may advance to roles with greater

responsibilities, such as senior librarian, department head, or branch manager. Each step
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up the career ladder signifies recognition of their expertise, leadership abilities, and

contributions to the library's mission.

Career advancement in the library profession can also be marked by achieving

specialized roles that require advanced knowledge and skills. For instance, a librarian

might move into positions such as digital services librarian, archivist, or information

technology librarian, each requiring a higher level of specialization and often

accompanied by increased responsibilities and recognition.

Recognition, both formal and informal, plays a critical role in hierarchical success.

Formal recognition might include promotions, awards, or titles that reflect a librarian’s

accomplishments and contributions. Informal recognition, such as praise from colleagues,

positive feedback from patrons, and acknowledgment from supervisors, also contributes

to a sense of hierarchical success. When librarians feel valued and acknowledged for their

hard work and dedication, their sense of professional achievement and career satisfaction

is enhanced.

Hierarchical success also includes the influence and impact a librarian has within their

organization and the broader library community. Serving on committees, leading projects,

and contributing to policy development are all indicators of a librarian's growing

influence and recognition as a leader in their field.

Subjective career success is crucial for personal fulfillment, motivation, and engagement,

driving higher productivity and job satisfaction. It also aids in career development by

helping individuals set realistic and meaningful goals. For organizations, fostering

subjective career success can lead to lower turnover rates, higher morale, and a more

positive workplace culture, as satisfied employees are more likely to contribute positively
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to organizational goals. In addition to subjective career success another factor that can

affects employee engagement is job characteristics

Job characteristics refer to the distinctive aspects or attributes of a job. In particular, job

characteristics refer to specific aspects of a job that influence how employees perceive

their work and, consequently, how motivated and satisfied they feel. Job characteristic is

an outcome of various dimensions such as task variety, task identity, task significance,

autonomy, and feedback.

Skill variety involves the extent to which a job requires a variety of different activities,

skills, and talents. For librarians, this can include tasks such as cataloguing and

classifying diverse information resources such as books, journals, CD-ROMS, digital

resources and grey literature, all of which require different procedure and formats.

Librarians are also involved in assisting patrons with research, organizing community

events, managing digital resources, and teaching information literacy. Academic libraries

that offer librarians with high skill variety by exposing them to various tasks can make

work more interesting and reduce monotony, leading to greater job satisfaction. However,

in as much as there are several activities in the library in which librarians can engage it is

important that each librarian is identified with a specific task. It is therefore a plus that

librarianship is a profession with a distinct task identity20.

Task identity refers to the degree to which a job requires completion of a whole and

identifiable piece of work. Librarians experience high task identity when they can see a

project through from beginning to end. For example, there are different unit and sections

in the library to which a library can be assigned. In some Nigerian libraries, there are

designated cataloguer, classifier, circulation librarians, serial librarian, digital librarian
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and others. However, when librarians are constantly being moved from one unit/section

to the other even before they become grounded in a task, it can blur the task

characteristics. In addition to task identity, employees must also perceive task

significance17.

Task significance is the extent to which a job has a substantial impact on others. This

means that employees must perceive that the work they do actual help some people

within or outside the organisation. Librarianship, when practices properly, is a profession

which often has high task significance. Academic librarians play a crucial role in

educating the community, promoting literacy, and providing access to information.

Knowing that their work helps improve patrons' lives and supports lifelong learning can

enhance librarians' sense of purpose and motivation21.

Another key dimension of job characteristics is job autonomy. This refers to the degree of

freedom, independence, and discretion an employee has in scheduling work and

determining how to carry it out. Librarians, being knowledge workers, expect some level

of intellectual freedom in the way they perform their duties. Librarians with high

autonomy can make decisions about how to best serve their patrons, select materials, and

design information literacy programs among others. This independence can lead to

greater job satisfaction and a stronger sense of responsibility and control over their work.

While librarians demand for autonomy from their supervisor, this should prevent the

necessary feedback on their activities. Feedback involves receiving clear information

about job performance, especially from supervisors and patrons. Librarians can receive

feedback through various channels, such as patron surveys, peer reviews, and

performance evaluations. Constructive feedback helps librarians understand how well
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they are performing, recognize areas for improvement, and receive recognition for their

successes, which can motivate them and enhance job satisfaction22.

When the five fundamental aspects (skill diversity, task identity, task importance,

autonomy, and feedback) are improved, three psychological states in an employee

(experienced meaningfulness, responsibility, and knowledge of the effect of activities)

are activated. According to scholars, the combined experiences of these job dimensions,

which are positive psychological states, act as a measure for the improvement of jobs.

They also stated that there may be a positive relationship between job characteristics and

employee commitment23.

1.2 Statement of the Problem

Employee engagement is important in every organisation and it is more crucial for

academic libraries which is expected to act as catalyst to the teaching, learning, and

research activities in the universities. The current scenario in Edo State academic libraries

indicates lac of employee engagement among librarians. Majority of the challenges

facing academic libraries such as reducing patronage and poor institutional support may

be attributed to lack of work engagement among academic librarians which has led to

poor services and lack of innovation in the libraries24,25.

However, while various factors that can affect work engagement of librarians have been

explored in literature, there is a lack of attention to factors such as subjective career

success and job characteristics as predictor of job engagement among academic librarians.

In view of the perceived gap in literature, this study examines the influence of subjective

career success and job characteristics on work engagement of academic librarians in

Delta State, Nigeria.
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1.3 Aim and Objectives of the Study

The aim of the study was to investigate the influence of subjective career success and job

characteristics on employee engagement of librarians in universities in Edo State. The

specific objectives were to:

i. identify the level of employee engagement among librarians in universities in Edo

State;

ii. assess the level of subjective career success among librarians in universities in Edo

State;

iii. identify the prevalent job characteristics among librarians in universities in Edo State;

iv. determine the influence of subjective career success on employee engagement among

librarians in universities in Edo State

v. determine the influence of job characteristics on employee engagement among

librarians in universities in Edo State

vi. ascertain the combined influence of subjective career success and job characteristics

on employee engagement among librarians in universities in Edo State

1.4 Research Questions

The study was guided by the following research questions;

1. What is the level of employee engagement among librarians in universities in Edo

State?

2. What is the level of subjective career success among librarians in universities in Edo

State;
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3. What are the prevalent job characteristics among librarians in universities in Edo

State?

1.5 Hypotheses

The following hypotheses were tested at 0.05 level of significance;

H01 There is no significant influence of subjective career success on employee

engagement among librarians in universities in Edo State

H02 There is no significant influence of job characteristics on employee engagement

among librarians in universities in Edo State

H03 There is no combined significant influence of subjective career success and job

characteristics on employee engagement among librarians in universities in Edo State

1.6 Scope of the Study

The scope of this study was examined from three perspectives namely, subject,

population and geographic scopes. In term of subject scope, the study covers subjective

career success, job characteristics and employee engagement. The dependent variable is

employee engagement which is measured by metrics such as vigour, dedication, and

absorption. There are two independent variables. The first independent variable is

subjective career success which is measured by job success, financial success, and

hierarchical success. The second independent variable is job characteristics and it is

measured by constructs such as; skill variety, task identity, task significance, and job

autonomy. The study subjects are librarians who were selected because due to the key

role they play in decision making and library services delivery. The geographical scope

of the study covers all university libraries in Edo State, Nigeria.
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1.7 Significance of the Study

This study on the influence of subjective career success and Job Characteristics on

Employee Engagement of Librarians in Edo State is significant as its outcomes has the

potential to benefit various stakeholders such as librarians, library managers, academic

institutions, policy makers, and researchers in the field of library and information science.

The primary beneficiaries of this study are the librarians themselves. By understanding

the factors that contribute to their subjective career success and engagement, librarians

can achieve greater job satisfaction and professional fulfillment. The insights gained from

this study can help librarians identify areas for skill development and career growth,

enabling them to make informed decisions about their professional paths. As a result,

librarians can experience enhanced job satisfaction, leading to more motivated and

effective performance in their roles.

In addition to librarians in academic libraries, library managers also stand to benefit

significantly from the findings of this study. Improved understanding of what drives

employee engagement and career success among librarians can lead to better employee

retention. By fostering a work environment that enhances job characteristics and

engagement, library management can reduce turnover rates, saving on recruitment and

training costs. Additionally, the study can guide management in creating strategic human

resource policies and programs that support librarians' career aspirations and well-being,

ultimately leading to a more productive and motivated workforce.

Educational institutions, as the parent organisations for academic libraries, can use the

study's findings to enhance their curriculum. By aligning training programs and courses

with the key insights, these institutions can better prepare future librarians for successful
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careers. The study also contributes to the academic understanding of employee

engagement and career success, adding valuable knowledge to the field of library science

and management. This can foster further academic research and discussion, benefiting

both educators and students.

The study's findings can also inform government and policy makers in formulating

policies aimed at improving the working conditions and professional development

opportunities for librarians. Better understanding of the needs and challenges faced by

librarians can guide resource allocation to enhance library services and infrastructure.

This can lead to the development of more effective policies that support the growth and

sustainability of libraries, ensuring they continue to serve as vital community resources.

Ultimately, the community and library patrons benefit from engaged and satisfied

librarians who provide high-quality services. When librarians are well-supported and

motivated, they are more likely to offer excellent service, which enhances the overall user

experience. Additionally, libraries play a crucial role in community education and

development. Improving librarians' job satisfaction and engagement can lead to more

innovative and effective community programs, benefiting the broader community.

Finally, researchers and academics stand to gain from this study as it provides a

foundation for further research on employee engagement, job characteristics, and career

success in different contexts. The study adds to the ongoing academic discussion on how

to enhance employee well-being and performance in various professional fields. This can

lead to more comprehensive and multidisciplinary research efforts, enriching the body of

knowledge in organizational behavior and human resource management.
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1.8 Limitations to the Study

The major limitation experienced in the course of this study is the logistics of covering all

the tertiary institutions in Edo State. Some of the tertiary institutions were on strike in the

course of the study delaying data collection efforts. In addition, many institutions put a

lot of hurdles in the way of smooth data collection in their institutions despite the letter of

introduction from the researcher’s institutions. However, these challenges were

successfully navigated paving the way for an in depth research.

1.9 Operational Definition of Terms

Employee Engagement: This refers to the involvement and enthusiasm of Librarians in

Edo State, Nigeria in their work and workplace. Employee engagement can be measured

by the level of vigour, dedication, and absorption in the task shown by librarians.

Vigour: this refers to high levels of energy and mental resilience displayed by librarians

in Edo State while working. Librarians who score high on vigour are enthusiastic about

their work and persist even in the face of difficulties.

Dedication: this is characterized by a strong involvement of librarians in Edo State in

their work the sense of significance, enthusiasm, inspiration, pride, and challenge they

feel while performing their duties.

Absorption: refers to the extent to which librarians in Edo State are fully concentrated

and happily engrossed in their work, where time passes quickly and it becomes difficult

to detach themselves from the job.
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Subjective Career Success: refers to the perception and evaluation of their career

achievements and progress among librarians in Edo State. It encompasses the sense of

fulfillment, satisfaction, and accomplishment one feels regarding their career.

Job Success: This is the personal perception of being effective and competent in their

role by librarians in Edo State. It includes successful information dissemination, positive

feedback from patrons, and achieving personal professional goals.

Financial Success: This reflects the satisfaction of librarians in Edo State with thier

salary and financial rewards relative to their efforts and needs. Competitive pay and

benefits contribute to a librarian's overall career satisfaction.

Hierarchical Success: This measure how librarians in Edo State achieve upward

mobility within the library system. Promotions and recognition within the organization

provide a sense of career progression.

Job Characteristics refer to specific aspects of librarianship that influence how

librarians in Edo State perceive their work and, consequently, how motivated and

satisfied they feel

Skill Variety: This refers to the opportunity for librarians in Edo State to use of diverse

skills and abilities in their job. Librarians engage in various tasks such as cataloging,

reference services, programming, and community outreach.

Task Identity: This involves the opportunities available to librarians in Edo State for

completing a whole piece of work from start to finish.
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Task Significance: This is the impact of the job on others. Librarians play a crucial role

in community education and access to information, which underscores the importance of

their work.

Job Autonomy: This is the degree of independence that librarians in Edo State have in

carrying out tasks. Librarians benefit from the freedom to make decisions regarding

library services, collection development, and user engagement strategies.
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Chapter Two

Literature Review

This chapter focuses on the existing literature relating to the current study. The literature

review is conducted to provide conceptual, empirical and theoretical rustication for the

study. The chapter is organised as follows:

2.1 Conceptual Review

2.1.1 Overview of Employee Engagement

2.1.2 Overview of Subjective Career Success

2.1.3 Overview of Job Characteristics

2.2 Theoretical Framework

2.2.1 Utrecht Work Engagement Theory

2.2.2 Subjective Career Success (Gartiker and Larwood)

2.2.3 The Job Characteristics Model (JCM)

2.3 Review of Empirical Studies

2.3.1 Subjective Career Success and Work Engagement

2.3.2 Job Characteristics and Work Engagement

2.4 Conceptual Model

2.5 Summary of Gaps in Literature Review
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2.1 Conceptual Review

2.1.1 Overview of Employee Engagement

Work engagement is a positive, fulfilling, work-related state of mind characterized by

vigour, dedication, and absorption. These dimensions capture different facets of an

individual's relationship with their work, each contributing to the overall experience of

engagement. In recent years, positive psychologists, human resource academics, and

management practitioners have found that employee engagement is an interesting

research issue1. Work engagement is becoming more and more well-liked in occupational

health psychology as a positive part of psychology due to the rise of positive psychology.

Employees that are engaged feel that they are effectively and energetically connected to

their work and believe they are capable of handling the responsibilities of their position.

Work engagement is a multifaceted concept that has garnered attention from various

perspectives, including organizational psychology, human resource management, and

leadership studies. Each perspective offers unique insights into the nature of work

engagement, its antecedents, and its outcomes1.

From the perspective of organizational psychology, work engagement is often studied as

a psychological state that influences and is influenced by various workplace factors.

Researchers in this field focus on understanding the individual and contextual

determinants of engagement. Key areas of interest include the Job Demands-Resources

(JD-R) Model, which posits that work engagement arises when job resources (e.g., social

support, feedback, autonomy) help employees cope with job demands (e.g., workload,

time pressure) and achieve work goals. Additionally, psychological empowerment plays a

role, with engaged employees feeling a sense of competence, autonomy, and impact at
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work. Work engagement is also linked to positive affect and overall well-being,

suggesting that engaged employees are likely to experience greater job satisfaction and

mental health2.

Employee engagement is a major concern among managers, based on the perceived

impact that engagement has on employee attitudes and performance, which in turn

impacts organizational effectiveness, customer service, productivity, customer

satisfaction, profitability, and firm performance3. Employee engagement has become a

focal point for managers, given its profound influence on employee attitudes,

performance, and overall organizational success. Engaged employees are more likely to

demonstrate positive attitudes towards their work, leading to increased productivity,

better customer service, and higher levels of customer satisfaction. These positive

outcomes contribute to enhanced organizational effectiveness, driving profitability and

improving overall firm performance.

Furthermore, the ripple effects of employee engagement extend to customer interactions.

Engaged employees are typically more motivated to provide exceptional customer service,

leading to higher customer satisfaction and loyalty. Satisfied customers are more likely to

return and recommend the company's products or services, creating a positive feedback

loop that enhances the company's reputation and market position. This dynamic

underscore the strategic importance of fostering employee engagement as a means to

achieve sustainable business growth and long-term success.4, Research indicates that

engaged employees are not only more productive but also more committed to their

organization, showcasing a willingness to go above and beyond their job requirements.

This discretionary effort often translates into innovative solutions and improved service
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delivery, which can differentiate a company in a competitive market. Additionally,

engaged employees tend to exhibit lower turnover rates, reducing recruitment and

training costs for the organization and maintaining a stable and experienced workforce5.

The degree of employee engagement affects people personally in addition to

organisational outcomes. Research indicates that contented workers exhibit higher job

satisfaction, greater organisational commitment, and a greater propensity to participate in

positive actions beyond their professional responsibilities6. Additionally, engaged

workers typically do superior work. Employees that are engaged take initiative and learn

more. Research has also shown that participation benefits people in ways that go beyond

the job. According to research, those who felt engaged at work felt good about

themselves, which in turn encouraged them to be more involved with their families7.

Low levels of employee engagement are linked to a number of detrimental effects, whilst

high levels of engagement have a positive impact on both individuals and organisations.

Compared to engaged employees, disengaged workers engage in detrimental work

behaviour more frequently8. Compared to their more engaged colleagues, disengaged

workers are more likely to withdraw from the company, express greater levels of

intention to leave the company, and have higher absence rates. Employee disengagement

increases the likelihood of engaging in unfavourable behaviours that affect customer

satisfaction and customer service5. Therefore, there is an indirect relationship between

low employee engagement and significant organisational results.

There is disagreement on what constitutes involvement in organisations, even though it is

widely acknowledged that low levels of engagement must be addressed. According to

some experts, engagement is a stable personality trait that denotes a propensity for ardour
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in both life and work. As opposed to the trait definition, a considerable number of

academics are currently arguing that engagement is a state of motivation that fluctuates

moment to moment and involves both physical exertion and psychological excitement.

According to an expert, "workers may enter into and exit the state of engagement when

they comprehend engagement as a state. The degree of employee involvement fluctuates

moment to moment and is not constant9.

The earliest conceptualization of engagement comes from a scholar who defined work

engagement as “the simultaneous employment and expression of a person’s ‘preferred

self’ in task behaviours that promote connections to work and to others, personal

presence (physical, cognitive, and emotional) and active, full performances10.” Work

engagement is a multifaceted concept that encompasses physical, cognitive, and

emotional dimensions, each playing a critical role in how employees connect with their

work and perform their roles effectively.

Physical engagement refers to the energy and effort employees put into their work tasks.

It is characterized by vigour, resilience, and a willingness to invest time and effort in job-

related activities. Physically engaged employees are proactive, show high levels of

endurance, and are often willing to go the extra mile to complete their tasks. This

dimension is crucial for maintaining productivity, as physically engaged employees are

less likely to experience fatigue and burnout, and they are more likely to maintain

consistent performance levels11.

Cognitive engagement involves the mental processes that employees use to focus on their

work. It includes attention, concentration, and the thoughtful application of knowledge

and skills. Cognitively engaged employees are deeply immersed in their tasks, often
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finding their work intellectually stimulating and challenging. They are more likely to

engage in problem-solving, innovation, and continuous learning. This dimension of

engagement ensures that employees are mentally present and fully absorbed in their work,

leading to higher quality outputs and better decision-making12.

Emotional engagement relates to the feelings and attitudes employees have towards their

work and organization. It includes a sense of attachment, enthusiasm, and pride in one's

work. Emotionally engaged employees are passionate about their roles and feel a strong

connection to their organization’s goals and values. This dimension fosters loyalty,

motivation, and a positive workplace culture. Emotionally engaged employees are more

likely to exhibit discretionary effort, contribute to a positive work environment, and

collaborate effectively with colleagues.

The authors’ initial interest in engagement was based on the idea that there is variance in

an individual’s levels of attachment and detachment from their work13. These level of

attachment and detachment are grounded on the assumption that the psychological

experience of work drives individuals’ attitudes and behaviours14. Kahn also considered

as a premise that the psychological experiences of work are simultaneously influenced by

individual, interpersonal, group, intergroup, and organizational factors. A scholar

proposes that organization groups (e.g. professors, students, managers, workers, doctors,

patients) and identity groups (e.g. gender, age, ethnicity, etc) affect how individuals relate

socially, impacting individuals’ cognitive development and understanding of their social

environment. Thus, contextual factors may also contribute to an individual’s state of

engagement15.
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In line with the concept of engagement as a state that varies over time, and considering

that individuals’ behaviours are impacted by their psychological experience of work,

Kahn examined the psychological conditions that lead to engagement. Kahn’s findings

identified three psychological conditions that lead to engagement: meaningfulness, safety,

and availability. Psychological meaningfulness refers to the “feeling that one is receiving

a return on investment of one’s self in a currency of physical, cognitive, or emotional

energy”. Individuals that experience psychological meaningfulness feel worthwhile,

useful, and valuable, “as though they made a difference and were not taken for granted.

Psychological safety is experienced when individuals feel that they can show their true

self without the risk of facing negative consequences to their self-image, their status, or

their career. Lastly, psychological availability refers to “the sense of having the physical,

emotional, or psychological resources to personally engage at a particular moment. The

scholar also pointed to the elements that leverage the existence of these conditions, such

as, task characteristics, relationships, and outside lives. Task characteristics encompass

the conditions and types of tasks assigned to an employee. The study showed that

psychological meaningfulness was present when individuals were assigned tasks that

were challenging, clearly defined, varied, creative, and autonomous10.

Interpersonal relationships refer to a trust bond between individuals where they feel safe

to try and fail without facing negative consequences. Kahn’s study revealed that these

relationships were built through an open and supportive relationship between leaders and

followers. Finally, outside lives refer to individuals’ non-work lives. The theorist found

that events that individuals experience outside of work can impact their levels of

psychological availability at work. Positive experiences tend to increase individual’s level
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of energy and confidence with their work. Contrarily, negative experiences and

distractions could hinder individual’s willingness and availability to be engaged with

their jobs. According to experts, engaged individuals are described as fully present. They

are perceived as being physically, mentally, and emotionally connected and integrated

with their jobs. Figure 2.2 depicts the elements identified by Kahn10.

Figure 2.1: Model of Work Engagement10

The proposed model suggests that the level of engagement is the result of both individual

and organizational factors. Numerous studies have looked into how organisational

characteristics affect the degree of employee engagement. Research has indicated, for

example, that employee engagement is directly impacted by management techniques,

workplace environments, rules and procedures, and human resources practices.

Furthermore, previous research has linked employee engagement to leadership behaviour,

quality of the relationship with the leader, quality of the relationship with the team, and

characteristics of the job itself 16,17.
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Both macro-organizational factors and micro-level factors impact the level of employee

engagement. At the macro level, human resources practices and performance

management affect employee engagement. Micro level factors include job design and

leadership style. Previous studies have examined the impact of both macro and micro

factors on engagement. However, there are relatively few studies that have explored the

role of individual differences on employee engagement. The fact that engagement has

remained steadily low in organizations throughout the world is an indication that just

organizational-level responses are insufficient; employee’s individual differences, such as

personality traits, affect engagement as well.

It is surprising that there isn't much study on the connection between personality qualities

and engagement, considering how thoroughly personality traits have been investigated in

relation to a wide range of employee attitudes and behaviours. Individual variances in a

normal tendency to behave, think, or feel in certain conceptually connected ways, across

a number of relevant contexts and during a fairly long period of time, are known as

personality traits. To tackle the issue of low employee engagement, one must

comprehend the ways in which individual characteristics and traits impact the situation15.

Recently, scholars investigated the relationship between personality and job engagement.

The scholars hypothesized that engagement would be associated with emotional stability,

extraversion, and conscientiousness. The authors obtained three samples from a cross-

section of Australia, India, the United Kingdom, and the United States. The samples

included a cross-section of industries, comprising education, financial services, and

manufacturing.
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The authors reported that only emotional stability (neuroticism) and conscientiousness

were significantly related to engagement. Using this dispositional perspective, these

results suggest that workers who are engaged in their jobs tend to be emotionally stable,

socially proactive, and achievement oriented. These results reinforce the importance of

understanding how individuals’ characteristics impact employee engagement. It was

therefore, suggested that the theoretical models of employee engagement that do not

address individual differences may be incomplete and misleading.

From a human resource management (HRM) standpoint, work engagement is seen as a

critical factor for organizational success and competitive advantage. HR professionals

focus on strategies to enhance engagement through various practices. Recruitment and

selection processes aim to identify and hire individuals who are likely to be highly

engaged, leading to a more motivated and productive workforce. Training and

development opportunities boost engagement by making employees feel valued and

supported. Performance management practices, including regular feedback, recognition,

and appraisals, reinforce engagement by acknowledging employees' efforts and

contributions. Moreover, initiatives that promote work-life balance, such as flexible

working arrangements, help sustain engagement by reducing burnout and stress15.

Leaders and managers play a pivotal role in fostering work engagement within their

teams, emphasizing the impact of leadership styles, behaviours, and practices.

Transformational leadership, where leaders inspire, motivate, and intellectually stimulate

their employees, tends to foster higher levels of engagement by creating a vision that

employees find meaningful and motivating. Supportive leadership, which provides

emotional support, resources, and encouragement, helps employees feel valued and
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engaged. Participative management, involving employees in decision-making processes,

enhances their sense of ownership and commitment to their work.

The socio-cultural perspective considers the broader cultural and societal factors that

influence work engagement. This perspective highlights the role of cultural values, social

norms, and organizational culture in shaping engagement. Different cultural contexts may

prioritize certain aspects of work engagement; for example, collectivist cultures may

emphasize social support and teamwork, while individualist cultures may focus on

personal achievement and autonomy. A positive organizational culture that promotes trust,

fairness, and inclusivity can enhance work engagement by creating a supportive and

motivating environment. Generational differences also play a role, as different

generations may have varying expectations and attitudes towards work, influencing their

levels of engagement.

Economic and technological changes also impact work engagement, as they shape the

nature of work and organizational dynamics. Economic conditions, such as downturns

and job insecurity, can negatively affect work engagement, while stable and prosperous

conditions can enhance it. Technological advancements can both facilitate and hinder

engagement. Digital tools can improve efficiency and collaboration, but excessive use

and poor implementation can lead to stress and disengagement. Measuring work

engagement is essential for understanding employee attitudes and behaviours and

developing strategies to enhance engagement within organizations. Various tools and

methods have been developed to assess work engagement, each with its own strengths

and focus areas.
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One of the most commonly used tools is the Utrecht Work Engagement Scale (UWES),

developed by Schaufeli and Bakker. The UWES consists of 17 items that measure three

dimensions of work engagement: vigor, dedication, and absorption. Vigor is assessed

through items reflecting energy, resilience, and persistence (e.g., "At my work, I feel

bursting with energy"). Dedication is measured with items capturing enthusiasm,

inspiration, and pride (e.g., "I am enthusiastic about my job"). Absorption is evaluated

through items indicating immersion and concentration in work (e.g., "I get carried away

when I am working").

Another widely recognized tool is the Gallup Q12, which consists of 12 questions

addressing different aspects of the work environment and employee experiences. The

questions focus on areas such as expectations, resources, recognition, development, and

connection to the organization's mission. Examples of questions include "Do you know

what is expected of you at work?" and "In the last seven days, have you received

recognition or praise for doing good work?"

The Job Engagement Scale (JES) is a shorter measurement tool assessing work

engagement through items focusing on the extent to which employees are engaged with

their specific job roles. It includes items related to enthusiasm, involvement, and

identification with the job. Additionally, the Oldenburg Burnout Inventory (OLBI),

primarily a tool for assessing burnout, also includes positive engagement items that

measure energy and job-related satisfaction, providing a comprehensive understanding of

both burnout and engagement levels.

The Work and Well-Being Survey (UWES-9) is a shorter version of the UWES,

consisting of nine items that measure vigor, dedication, and absorption with fewer
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questions, making it a practical tool for organizations seeking a quick yet effective

assessment of work engagement. The Employee Engagement Index (EEI) is often used in

organizational surveys to measure overall engagement levels, typically including

questions covering aspects such as satisfaction, motivation, commitment, and willingness

to recommend the organization as a good place to work.

Pulse surveys, short and frequent surveys designed to quickly gauge employee

engagement and morale, are valuable for providing real-time insights and tracking

changes in engagement over time. These surveys often include a few key questions

tailored to address current issues or ongoing initiatives within the organization.

In addition to quantitative surveys, qualitative methods such as interviews, focus groups,

and open-ended survey questions can provide deeper insights into employee engagement.

These methods allow employees to express their thoughts and feelings in their own words,

offering a more nuanced understanding of engagement drivers and barriers.

Measuring work engagement effectively requires a combination of quantitative and

qualitative methods to capture the full range of employee experiences. Tools like the

UWES, Gallup Q12, and JES provide structured assessments of engagement levels, while

pulse surveys and qualitative methods offer real-time feedback and deeper insights. By

utilizing a comprehensive approach to measuring work engagement, organizations can

better understand and enhance the factors that contribute to a motivated, committed, and

productive workforce.

Vigor is a dimension of work engagement characterized by high levels of energy and

mental resilience while working. It involves a willingness to invest effort in work and

persistence even when faced with difficulties. Employees who exhibit vigor approach
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their tasks with enthusiasm and stamina, often displaying a proactive attitude and a

readiness to take on challenges. Vigor is not just about physical energy; it also

encompasses emotional and cognitive vitality, which allows individuals to stay focused

and productive. Vigor is essential for maintaining long-term engagement, as it helps

employees cope with stress and avoid burnout, ensuring sustained performance and well-

being.

Vigour is characterized by high levels of energy and mental resilience while working, the

willingness to invest effort in one’s work, and persistence even in the face of difficulties.

Employees who exhibit vigour are energetic, enthusiastic, and willing to exert

considerable effort in their tasks. This dimension of work engagement is crucial as it

directly impacts an individual’s productivity and their ability to cope with the demands of

their job.

Vigour not only fosters a dynamic and proactive approach to work but also contributes to

an employee’s overall well-being. When employees feel vigorous, they are more likely to

take on challenging tasks, show higher levels of creativity, and maintain a positive

outlook even when facing setbacks. Moreover, vigour has been linked to lower levels of

burnout, as it counterbalances the physical and emotional demands of the job with a

sustained sense of energy and enthusiasm.

Dedication refers to being strongly involved in one’s work and experiencing a sense of

significance, enthusiasm, inspiration, pride, and challenge. Employees who are dedicated

to their work find it meaningful and purposeful, which enhances their commitment and

loyalty to the organization. Dedication encompasses a deep sense of involvement and a
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passionate connection to one’s work, often leading to higher levels of job satisfaction and

lower turnover rates.

Dedicated employees are likely to go above and beyond their job requirements, driven by

a strong sense of purpose and the desire to contribute to their organization’s success. This

dimension of work engagement is essential for fostering a positive organizational culture

and for motivating employees to achieve both personal and organizational goals.

Dedication also plays a critical role in enhancing teamwork and collaboration, as

dedicated employees are more likely to support and inspire their colleagues.

Absorption is characterized by being fully concentrated and happily engrossed in one’s

work, where time passes quickly and one has difficulties detaching from work.

Employees who experience absorption are deeply immersed in their tasks, often losing

track of time and exhibiting high levels of focus and involvement. This dimension of

work engagement is associated with the flow state, where individuals are so engaged in

their activities that they become fully absorbed and perform at their best.

Absorbed employees are typically more productive, as their deep concentration allows

them to work efficiently and effectively. This immersion in work also enhances learning

and skill development, as employees are more likely to engage in activities that challenge

and stretch their abilities. However, it is important to ensure that absorption does not lead

to work-life imbalance, as being overly absorbed in work can sometimes result in

neglecting personal and family responsibilities.

Work engagement, through its dimensions of vigour, dedication, and absorption,

represents a comprehensive approach to understanding and enhancing employee

performance and well-being. By fostering an environment that promotes energy and
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resilience, meaningful involvement, and deep concentration, organizations can cultivate a

workforce that is not only productive but also fulfilled and committed. Engaged

employees are the cornerstone of organizational success, driving innovation,

collaboration, and sustained growth.

2.1.2 Overview of Subjective Career Success

The origin of the term, “Career” has been traced to the Latin word “Carraria”, which

means a way or a carriageway. Operationally, a career is a series of related jobs by which

individual’s progress through the ranks in an organized sequence. A scholar thus defined

career as a series of activities and experiences related to job, which directed towards

organisational and personal goals through which individuals pass throughout their

lifetime, some of which are under individuals’ control and some under others control18.

Career Success (CS) can be defined as “the positive psychological or work-related

outcomes or achievements one entertains because of work experiences. Another scholar

defined CS as a cumulative contact among a variety of societal standards, organizational

behaviours, and individual work practices. Likewise, an expert indicated that CS is

individuals evaluating to achievements made through their job experiences19.

“Career” is a term that is attributed to a person’s lifelong professional activities. Career is

the process, and its success is the snapshot in the one given moment. Career success can

be subjective, referring to an individual's opinion of their own career success, or objective,

based on concrete evidence such as salary level, hierarchy level, promotions, etc.

According to some writers, a career's success is the total of its objective and subjective

components20.
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It has been acknowledged that a key element of career development is career success.

professional researchers and practitioners have therefore shown a great deal of interest in

the concept of professional success. Career success has been defined as the psychological

effects of an individual's work as a result of their experiences at work. Academics have

also suggested that a person's work success stems from their own experiences and the

accumulation of real or imagined accomplishments. studies examining how people's job

experiences gradually progress throughout time to determine career success21. Success in

the workplace has been linked to vertical, horizontal, and upward flexibility in a variety

of settings, including businesses, countries, and industries. Consequently, reaching

desired results in relation to one's own work at any point during one's employment

experience can be summed up as professional success22.

Career success has been a focal research topic in management and applied psychology

since the 1970s. Career success has been the subject of numerous studies. Research on

models, theories, and career intervention initiatives has improved our understanding of

what constitutes a successful career. Professional achievement has also been taken into

account by career scholars as a crucial dependent variable in their research on career

exploration and decision making. Additionally, professional strategies, education, gender,

personality, and mentorship connections are among the factors that scholars have

empirically studied in relation to career success23.

The question of what represents, predicts, and results from career success is of

importance not only to individuals but to organizations as well. Empirical research on

career success has been interested primarily in predicting success, especially inferring

best practices for achieving it. Often-cited studies typically have examined how certain
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career strategies (e.g., frequent organizational moves, networking) can help people

achieve success, how different personal characteristics (e.g., personality traits, gender,

race) are related to career success, how planned or unplanned life events (e.g., becoming

a parent) might hinder the road to success, and what makes people feel subjectively

successful24.

Two primary aspects have been used to analyse career success: the objective (extrinsic)

dimension and the subjective (intrinsic) dimension. Physical achievements resulting from

professional experiences are considered objective career success since they "serve as

landmarks for gauging a person's movement through the social milieu" and publicly

reflect notable status and positions. Objective career success is also defined as an

individual’s progress up in a hierarchy of career based on a long-range linkage with an

Organization.

Career success has been linked to the availability of career resources. "The

accomplishment of desirable work-related outcomes at any point in a person's work

experiences over time" is how Arthur described professional success. Many definitions of

professional success could result from such a broad definition (see Dries et al., 2008),

however career scholars usually distinguish between subjective and objective career

success. There are conceptual and factual differences between subjective and objective

career success. As a result, career researchers contend that in order to properly

comprehend the concept of career success, both forms of job success are necessary. It is

more difficult to achieve objective professional success in more decentralised

management structures and flatter hierarchies, and people instead assess their careers

using their own subjective standards25.
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OCS is evaluated using objective, external, and perceptible measures. These measures

may verifiable by the community, family, and friends as success criteria26. Objective

indicators of CS are openly attainable to others and are defined by the organization and

wider societies rather than the individual. Individuals who obtain good salaries and

realize promotions more fast are generally viewed as they largely succeeded in their

careers. Moreover, factors such as career experience and number of hours worked are

considered as indicators of OCS. Consequently, it is easy to measure indicators of OCS,

by observe and record these indicators throughout an individual's career27.

The most common metrics used to quantify objective career success are pay and salary,

wage growth, and advancement within the profession. Subject career success, on the

other hand, relates to an individual's subjective assessment of their professional

experiences, which reflects the trajectory of their career. Subjective professional success

also refers to an individual's subjective perception of their own accomplishments and

level of job satisfaction. A self-report of professional happiness based on career

advancement, pay growth, and career development is the primary metric used to assess

subjective career success28.

Individuals can achieve professional success in traditional organisations with reasonably

stable work environments that ensure job security by means of gradual promotions and

the organisational linearity of hourly work-based positions and wages. Nonetheless, the

focus of career growth has switched from the internal labour market to a career that is

fluid or boundaryless. Given that people are likely to advance in their careers outside a

single organisation without receiving steady promotions and pay increases, objective

professional success may no longer be seen as a crucial component in this situation.
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The distinction between objective career success (OCS) versus subjective career success

(SCS) has received much attention in conceptual work, especially in terms of definition

and measurement. Whereas OCS is defined as directly observable by others and

measurable in a standardized way—by weighing a person’s career against societal norms

concerning salary, job level, promotion history, or occupational prestige)—SCS is

defined as the focal career actor’s evaluation and experience of achieving personally

meaningful career outcomes. SCS is typically measured as career satisfaction or

perceived career success and more recently as a multidimensional evaluation of career

facets, such as growth and development, personal life, and authenticity. The correlation

between OCS and SCS reported in meta-analytical reviews typically has been small to

moderate, ranging from .22 to .30—with even smaller or nonsignificant correlations

reported between indicators of OCS and specific SCS facets

Although a vast body of academic work on career success exists, competing perspectives

can be identified in the literature that have, to date, not been systematically examined.

First, the literature reveals competing perspectives on what are, or should be, the

dominant theoretical approaches to explaining and predicting the attainment of career

success. Existing reviews offer divergent assessments of which theoretical approaches

have dominated past career (success) research (e.g., valence-instrumentality-expectancy

models, the stress–coping paradigm, role theory, and network theory, person–

environment fit theories, life span career development theories, protean and boundaryless

career models, and cognitive and social cognitive theories,
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These assessments, however, were based on subjective evaluations by the respective

authors rather than on a systematic review of the literature. In addition to such

assessments of the relative prevalence of different types of theoretical approaches, past

reviews on (antecedents of) career success that have adopted a single theory as their

review framework have also been theoretically diverse. Unfortunately, the full range and

prevalence of theoretical approaches to the study of career success, and the extent to

which different theoretical approaches have been conceptually and empirically compared

and contested in past research, remains unclear.

Second, although the literature is clear about OCS and SCS representing nomologically

different facets of career success, competing perspectives are found regarding whether

there is a need to develop a differentiated theoretical understanding of the attainment of

OCS versus SCS. Consequently, which theories might be better suited to explain the

attainment of OCS versus SCS, and which theories might apply to both success types

equally, remains unclear. On one hand, some reviews suggest that certain theoretical

approaches might be better suited to explaining OCS and others to explaining SCS (e.g.,

boundaryless career theory; Arthur et al., 2005). Such a view is supported by research on

new careers that took off in the late 1990s and developed out of the assumption that the

old, traditional–organizational career is dead—implying that SCS is a fully idiosyncratic

evaluation that does not necessarily coincide with OCS. On the other hand, several recent

articles have stated that many people still aspire to the hallmarks of the objectively

successful, secure organizational career and that this type of career might still be highly

predictive of SCS. In line with this view, the same theoretical approaches have been

applied to the explanation of both OCS and SCS. Empirical studies in particular have



44

often formulated identical hypotheses for OCS and SCS, using the same theoretical

rationale for both.

Both competing perspectives hinder a systematic, structured, balanced, and theoretically

concise approach to the study of antecedents of OCS and SCS. To examine these

competing perspectives, we need a systematic review of the extent to which empirical

research has, in fact, drawn upon diverse theoretical explanations and adopted the same

or different theoretical approaches when examining predictors of OCS versus SCS—as

well as a content-driven systematic analysis of the extent to which such a differentiation

is desirable and necessary.

The existing literature has typically conceptualized OCS and/or SCS as the ultimate

outcome of a career. However, some variables that are typically treated as antecedents of

career success might just as well be outcomes—for instance, work-related self-efficacy

beliefs. Indeed, career success can also be understood as an antecedent to other valuable

life and career outcomes, such as organizational commitment, career calling perceptions,

or well-being. Conversely, career success has been linked to negative consequences in

terms of work–life conflict and personal failure and even suicide, especially when

achieved levels of success cannot be maintained. Regrettably, potential positive or

negative outcomes of OCS and SCS have not yet been reviewed in any systematic way.

To address these issues, we performed a systematic review of the quantitative career

success literature organized within an integrative resource management framework,

which allowed us to relate insights from quantitative empirical research to seminal

conceptual, qualitative, and review articles on the antecedents and outcomes of career

success. Our review extends existing quantitative) and qualitative reviews of career
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success research in several ways. First, we developed a taxonomy of the different

theoretical approaches used to explain the attainment of career success in past research,

including an assessment of their prevalence. Additionally, we thoroughly reviewed

empirical studies that explicitly compared and tested different theoretical approaches and

related antecedent classes. In doing so, we have provided more structure and clarity to a

theoretically heterogeneous field of research and have included suggestions of how future

research might navigate within, and better understand, this theoretical heterogeneity.

Second, scholars analyzed theoretical approaches to determine which have dominated

research on OCS and SCS, respectively. In doing so, we have provided more clarity

regarding whether and how there has been different theoretical approaches applied to

understand correlates of OCS versus SCS in existing research. A superordinate aim has

been to draw conclusions about which theoretical approaches might be better suited to

understand the attainment of OCS versus SCS. On the basis of this analysis, we will be

able to show the extent to which the conceptual distinction between OCS and SCS has

been translated into empirical research based on their respective antecedents and provide

suggestions for future research on the correlates and predictors of OCS and SCS as

distinct, but related, constructs.

Third, we systematically reviewed work that has considered outcomes of career success.

We have focused specifically on studies with designs that allow for stronger causal

inference (e.g., longitudinal designs, change analysis, cross-lagged panel designs,

experimental designs) to achieve more clarity about which variables should be considered

antecedents versus outcomes of career success. We propose that to obtain a more

comprehensive differentiated understanding of OCS and SCS, we must understand not
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only the underlying (and potentially different) theoretical assumptions about their

antecedents but also their outcomes. This analysis, thus, allows us to provide suggestions

for future research on examining short- and long-term outcomes of career success.

Subjective career success includes individual perceptions of one's own career as well as

subjective feelings of accomplishment and happiness. Prior research has demonstrated

that employees are more prone than ever to describe their career success in terms of

subjective career success indicators rather than objective indicators like compensation

and frequency of promotions. It is possible to operationalize this subjective job success in

both cognitive and affective domains.

According to scholars, achieving the desired work-related outcome over time at any stage

in a person's professional life is considered subjective career success. Career success used

to be categorised as either subjective or objective. Subjective career success, also referred

to as career satisfaction, is a person's implicit and complicated assessment of their own

professional development. It primarily concerns employees' career perceptions, which

they assess and respond to in a great way. Objective career success is based on

measurable objectives that can be compared and measured, such as pay raises and

promotions, even though it is directly observable, easily quantifiable, and confirmed29.

From another perspective, subjective career success is defined as employees' views and

perceptions about their professional success based on their cognition, taking into account

whether or not they have advanced as much as they had hoped30. Conversely, employees'

emotional reactions to and satisfaction with their career achievement constitute subjective

career success as seen via an affective lens.
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Similarly, the constructions of subjective job success differ between emotive and

cognitive viewpoints. Subjective career success provides a subjective assessment of job

success, interpersonal success, advancement, and life success—all of which are not

evaluated by professional raters—in contrast to objective career success. However,

subjective career success is determined by a self-report of professional satisfaction based

on career progression, wage increase, and career development because it also

encompasses personal sentiments of achievement and contentment with one's career31.

Although subjective career success is seen as individual perception, scholars and theorists

have found a set of metrics to measure it. These metrics include job success, financial

success, and hierarchical success.

Job success refers to an individual's effectiveness and achievements within their specific

role or occupation. It encompasses the skills, performance, and accomplishments that

contribute to successfully meeting or exceeding job expectations. Job success is often

measured by key performance indicators (KPIs) such as productivity, quality of work,

goal achievement, and professional growth. Achieving job success involves not only

technical competence but also the ability to work well with colleagues, adapt to changing

circumstances, and continuously improve one's skills. Job success leads to personal

satisfaction, recognition from peers and supervisors, and can serve as a foundation for

further career advancement. Moreover, it enhances an individual's reputation within their

industry and opens up opportunities for new challenges and responsibilities32.

Financial success in a career context refers to the level of income and financial stability

an individual achieves through their professional endeavors. This can include salary,

bonuses, benefits, stock options, and other forms of compensation. Financial success is
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often seen as a key indicator of career success because it directly affects an individual's

quality of life, ability to provide for themselves and their family, and overall financial

security. Achieving financial success typically requires a combination of education, skill,

experience, and strategic career planning33. It may also involve negotiating for better

compensation, seeking out high-paying industries or roles, and investing in ongoing

professional development. Financial success can provide the means for a comfortable

lifestyle, facilitate investment in personal and professional growth, and contribute to

long-term wealth accumulation34.

Hierarchical success refers to the advancement of an individual within the organizational

structure of their workplace or industry. It involves moving up the career ladder to attain

higher positions of authority, responsibility, and influence. This progression is typically

marked by promotions to roles such as manager, director, vice president, or executive.

Hierarchical success is often associated with increased power, decision-making authority,

and strategic influence within an organization. Achieving hierarchical success requires a

combination of strong performance, leadership skills, strategic thinking, and the ability to

manage and inspire teams. It also involves networking, building relationships with key

stakeholders, and demonstrating a consistent track record of success. Hierarchical success

can lead to broader professional opportunities, greater job security, and the ability to

shape organizational direction and culture35.

While job success, financial success, and hierarchical success are distinct dimensions of

career success, they are often interrelated. Job success can lead to financial rewards

through performance-based bonuses and salary increases. It can also set the stage for

hierarchical advancement by demonstrating an individual's capability and readiness for
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higher-level responsibilities. Financial success can enable individuals to invest in further

education and professional development, enhancing their qualifications for higher-level

roles. Hierarchical success, in turn, often brings increased financial rewards and greater

job satisfaction through the attainment of influential and impactful positions36.

However, it's important to note that the pursuit of one form of success does not always

guarantee the others. For example, an individual may achieve financial success in a high-

paying role without necessarily advancing hierarchically if they choose to specialize

rather than move into management. Conversely, someone may attain a high hierarchical

position with substantial influence but may not achieve the same level of financial

success if they are in a less lucrative industry. Thus, individuals need to define what

career success means to them and pursue a balanced approach that aligns with their

personal values, goals, and circumstances.

Professional satisfaction, which includes individual contentment with attainment,

individual satisfaction with progress, and individual satisfaction with income, is the most

widely used construct of subjective professional success. The most important component

of subjective career success is professional satisfaction since people who are dissatisfied

with many aspects of their professions are more likely to think their careers are not very

successful. Furthermore, a plethora of existing research has recognised professional

happiness as a suitable gauge of one's own subjective work success. Based on empirical

data from other studies, this study emphasises career satisfaction as the construct of

subjective career success, despite the possibility that it has a flaw in that it does not

reflect future career chances37.
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Success in career is normal anticipation for individuals, where the quality of this success

relies on what an individual expects from it. Most studies on career success often

overlook the key issue of whether an employee has the capability to build successful

careers. This is important to help employers to design or institute some programs that

may contribute to development of the necessary prerequisites for career success by

promoting the individuals to realize the real meaning of career. By understanding the

major predictors of career success, organisations and their employees would be equipped

to properly understand what to look for and which aspect to develop or enhance38. For

example, the use of practices including training & development programs, incentives,

compensation, performance management system, rewards, and extensive involvement

could contribute to achieving CS for these employees by increasing their motivation to

work39,40.

The practices taken by human resources management reflect the responsibilities and

decisions related to attracting, training, inspiring, and motivating the working individuals,

while organizing the functional relations associated with the efficiency of the work and

achieving the objectives of the organization41.

Organizations use such practices to form behaviours, values, and the organizations use

these practices to form behaviors and culture related to their work in order to retain

employees and achieve desired organizational values. Therefore, organisational practices

considered efficacious and rather acceptable by organizations and individuals, if these

practices purpose to improve capacities, skills, motivations of individuals, and make a

balance among personal and practical aspects of individuals' life42.
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2.1.3 Overview of Job Characteristics

Job characteristics is a well-established construct that influences employee work design,

work outcomes, and the degree of job structuring within an organization. It encompasses

the competencies necessary for individuals to execute their designated tasks, which may

also facilitate the development of specialized skills that enhance their organizations. It

pertains to employees' perception of personal agency, sense of task fulfilment, and job-

related fatigue. Scholars posits that employee success on a certain job correlates with a

designated task. It signifies favourable personal and professional outcomes characterized

by elevated job satisfaction, strong work motivation, high-quality performance, and

reduced absenteeism and turnover43. Job characteristics are constructions that

organizations must integrate into the lifestyle of their employees. It provides guidance on

the organization’s structure, maintenance, and productivity. Job characteristics enhance

employees' functional capabilities and their effective and efficient utilization for

organizational growth.

Job characteristics are a terminology used to describe the peculiar qualities or nature of

the job such as skill variety, task identity, task significance, autonomy and feedback.

Accordingly, as the five core dimensions (skill variety, task identity, task significance,

autonomy and feedback) are enhanced, three psychological conditions in an employee

(experienced meaningfulness, responsibility and knowledge of the result of activities are

triggered. They characterized job attributes as essential for an employee's personal

development and workforce enhancement.

Experts have observed that the reliability of the work characteristics subscales can alone

be assessed by skill diversity, task identification, task significance, autonomy, and
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feedback. Additional research has corroborated the authenticity of work characteristics

activities. According to scholars, the collective experiences from these job dimensions

(positive psychological states) serve as gauge for the enrichment of jobs and argued that

there could be a positive connection between job characteristics and employee

commitment44.

Job characteristics refer to the specific attributes and conditions of a job that influence

employees' attitudes, behaviours, and performance. These characteristics can significantly

impact job satisfaction, motivation, and overall work engagement. Understanding job

characteristics is essential for designing roles that enhance employee well-being and

productivity. Key job characteristics can be understood through the Job Characteristics

Model (JCM), which identifies five core job dimensions that affect critical psychological

states and, ultimately, work outcomes45.

Organisational behaviour experts interrogated the significance of the job feature

indicators, specifically skill variety, task significance, and autonomy. The study identified

a three-factor solution, maintaining task identification and feedback as valid dimensions

of work characteristics, while revealing a third dimension that combined skill variety,

task significance, and autonomy into one factor. Their findings contest the theoretical

premise that job qualities are most accurately represented by a five-dimensional

framework46.

In contrast, a scholar shown in a study on job characteristics and job satisfaction that the

five indicators of job characteristics strongly affect employee satisfaction47. This finding

is corroborated by another research on work enrichment and employee satisfaction among
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academic librarians in Nigeria, which indicated that librarians' comprehension of their job

features significantly impacted employee satisfaction48.

Given the dynamic nature of today's workplace, employees value and are interested in

how the work is structured to give them a sense of personal fulfilment in addition to

monetary rewards. Accordingly, some aspects of the work need to be improved to the

point where library staff members feel more empowered and accountable, which in turn

strengthens their bond with the company. This is not intended to downplay the

importance of financial compensation in shaping employee behaviour, particularly when

faced with financial hardship. Rather, it is meant to highlight other significant factors that

may contribute to workers' pleasant psychological states at work49.

Many proponents of job characteristics have tried to define the term based on their

interpretation of the construct over the years. The "extent that a job is structured to

provide regular feedback as well as a sense of task completion and for employees to

monitor their own behaviour and gain an increased sense of personal control," for

example, is one way that scholars have defined job characteristics. In a similar vein, an

expert defined job characteristics as representing the scope and type of duties connected

with a specific job as well as how the job is performed49. In addition, an expert defined

job characteristics as the aspects of an employee's work that they perceive and that

consequently influence their behaviour50.

Skill variety entails the degree to which employees employ different skills to complete

their work. Skill diversity is defined as "the range of skills required to complete a

particular piece of work that leads to the desired individual and job results,"51. Skill

variety refers to the degree to which a job requires a range of different activities and the



54

use of various skills and talents of the employee. Jobs that involve a variety of tasks tend

to be more interesting and motivating because they prevent monotony and allow

employees to utilize and develop multiple skills. For instance, a librarian who engages in

cataloguing, user support, and community outreach will likely find their job more

fulfilling than one who performs the same repetitive task daily.

Skills variety, as a component of job characteristics, necessitates that individuals possess

diverse abilities to enhance their effectiveness inside the organization. Employees are

required to have knowledge of several talents to perform tasks within the organization.

The research conducted by experts demonstrated a substantial correlation between skill

variety and organizational commitment52. Indeed, scholars defined skills variety as the

diverse activities performed by people to achieve performance inside a specific

organization53. Another scholar found that skill variety exhibited higher mean scores in

the United States compared to all Central American countries in both the first and second

studies54. Another scholar from revealed in a study of work characteristics that, among

the five components of job characteristics, skill variety was placed highest in terms of

mean distribution55.

According to experts, this specific aspect of job characteristics is thought to be the

primary driver of an employee's increased intrinsic motivation56. Employees who

leverage their skills and abilities to a great extent may regard their work to be extremely

important. According to the literature, having a diversity of skills leads to a meaningful

psychological state57. This led a scholar to come to the conclusion that workers who find

purpose in their work would be highly committed to the company, which includes the

library staff, which supports this claim58.
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Task identity is the extent to which a job involves completing a whole, identifiable piece

of work from start to finish with a visible outcome. Coelho and Augusto (2010) defined

task identity as the capacity to comprehend the significance and value of one's work.

Task identification provides employees with a comprehensive grasp of their

responsibilities and aids in the planning and execution of specific assignments, in a study

examining job enrichment and job satisfaction among academic librarians in Nigeria,

found that only task identity among job attributes predicted the organizational

commitment of librarians48.

Task importance, as defined as the degree to which a task substantially impacts the

organization, colleagues, and the external environment43. Task importance indicates that,

for a task to be performed, personnel must perceive its effects on the organization and the

external world. A research conducted by at a commercial organization shown that

employees comprehend the importance of their job characteristics. The research

confirmed that work features significantly and positively influence employees'

psychological outcomes, including organizational citizenship behaviour47.

The research confirmed that work features significantly and positively influence

employees' psychological outcomes, including organizational citizenship behaviour, job

satisfaction, and organizational commitment. ior, job satisfaction, and organizational

commitment. When employees can see the results of their efforts and understand how

their work contributes to the final product or service, they tend to experience a greater

sense of accomplishment and purpose. For example, a librarian who manages a project to

digitize an entire collection can see the direct impact of their work, enhancing their job
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satisfaction.. Those having greater responsibility for a larger portion of the entire will find

their work to be more meaningful than that of those with lesser portions45.

Task identity is a crucial and significant component of employee and job outcomes.

According to published research, each task should have a job with a high level of task

identification that is as specific and unambiguous as feasible59. Furthermore, a work with

a strong task identity gives an employee a sense of success and makes it easier for them

to comprehend how their role fits into the larger picture. Employees who work in

occupations with low task identity, on the other hand, feel as though they haven't

achieved anything personally. In agreement, another scholar submitted that task

identification helps workers comprehend how their allocated responsibilities relate to

other organisational tasks60.

Task significance measures the degree to which a job has a substantial impact on the lives

or work of other people, whether within the organization or in the broader community.

Jobs perceived as highly significant can provide a greater sense of purpose and

motivation. For librarians, understanding that their work supports education, research,

and access to information can enhance their sense of task significance and their overall

engagement. The extent to which a task significantly affects the well-being of others,

both inside and beyond the organisation, is referred to as task importance61. Each

employee should have a clear understanding of the context in which their everyday

activity contributes to the organization's overall goals60.

High task significance jobs provide employees the impression that they are contributing

to the organisation and the clientele they serve. Increased job significance recognition,

would encourage workers to further strengthen their commitment to achieving the
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institutions' and organisations' goals and objectives62. According to another perspective,

employment that are designed to show employees how they help others help them

empathise, identify with, and form better affective bonds overall63.

Autonomy refers to the level of independence and discretion employees have in

scheduling their work and determining the procedures to be used in carrying it out.

Higher levels of autonomy can lead to increased job satisfaction and motivation because

employees feel trusted and empowered. For instance, a librarian who has the freedom to

design and implement new programs for community engagement will likely feel more

motivated and invested in their work. Scholars characterized job autonomy as the

employees' liberty and independence to execute their work plans and select methods for

task completion47.

Autonomy empowers employees with the responsibilities and capabilities to make

decisions independently of supervision. Another scholar elaborated on autonomy as a

construct of job features that inspires and enables people to demonstrate their intellectual

capabilities. Research indicates that job autonomy consists of three dimensions: the

flexibility to perform a specific task, decision-making authority, and the means employed

to accomplish the task61. Work autonomy can be described as the extent to which a

person has a significant degree of freedom in arranging work processes and procedures

that would improve performance64. An employee is considered to have job autonomy

when they are free to choose the speed, order, and techniques of completing a task. There

is ample evidence to suggest that autonomy enhances employees' sense of control over

work demands, enabling them to design their jobs in a way that minimises work-role

conflict and strengthens their sense of loyalty to the organisation65.
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As a result of this sense of job control, there may be a rise in intrinsic motivation, which

will boost productivity and loyalty to the company. According to the Hackman and

Oldham model of job characteristics, workers' psychological states of "experienced

responsibility for work" are often influenced by how autonomous they believe their jobs

to be66. In fact, granting employees autonomy makes them feel more accountable for the

results of their labour. According to industry experts, employees tend to be more

committed when they bear a large amount of responsibility for the tasks they do67.

Feedback, the final indicator of job qualities serves as a mechanism for executing

necessary tasks to achieve anticipated outcomes. Employees are required to provide the

organization with information regarding their job performance. Conversely, it is essential

for managers to provide feedback to employees regarding the organization's growth.

These will enhance comprehension among employees, customers, and the public

regarding the organization.

Feedback refers to the extent to which the job itself provides information about the

effectiveness of one's performance. To put it simply, it refers to the degree to which

performing the tasks necessary for the job gives the person a clear and concise

understanding of how well they are performing. Feedback is the extent to which

employees receive clear, direct information about their performance and the effectiveness

of their efforts67. Timely and constructive feedback helps employees understand how well

they are doing and what areas need improvement, which can enhance job performance

and development. For librarians, regular feedback from supervisors and patrons can

provide valuable insights into their work, helping them to continuously improve and feel

more competent.
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Feedback is present in the workplace when there is a system in place to let employees

know how important others (managers, coworkers, users, etc.) view their actions and

achievements. In light of this, feedback has been defined as input from the task itself as

well as evaluations from other parties (such as customers or supervisors). According to

the literature, employees should receive feedback so they may judge and analyse their

level of completion, which is the outcome of the assignment itself68.

Job characteristics are predicated on the necessity of certain features inside the workplace

to facilitate organizational progress; they include elevated contentment, enhanced

performance, and diminished staff turnover69. Each trait a person possesses is tailored to

achieve certain job outcomes that influence their performance and productivity levels.

Consequently, the qualities of job characteristics activities are recognized to influence

employee behaviour. According to the Job Characteristics Model, developed by Hackman

and Oldham, the five core job dimensions significantly influence three critical

psychological states in employees. These states—experienced meaningfulness,

experienced responsibility, and knowledge of results—are essential for driving positive

work outcomes70.

Experienced meaningfulness refers to the degree to which employees feel their work is

valuable, significant, and worthwhile. This psychological state is primarily influenced by

three core job dimensions: skill variety, task identity, and task significance. Skill variety

ensures that employees use a range of skills and talents, making their work more

engaging and less monotonous. Task identity provides a sense of completeness and

closure, as employees can see a project through from beginning to end. Task significance

highlights the impact of their work on others, enhancing their sense of purpose and



60

contribution. When these dimensions are present, employees are more likely to perceive

their jobs as meaningful, leading to higher levels of engagement and satisfaction71.

Experienced responsibility is the extent to which employees feel accountable for the

outcomes of their work. Autonomy is the core job dimension that plays a significant role

in fostering this psychological state. When employees have the freedom to make

decisions about their work processes and schedules, they feel a greater sense of

ownership and control over their tasks. This sense of responsibility can lead to increased

motivation and commitment, as employees are more likely to take initiative and be

proactive in their roles. Autonomy empowers employees to manage their work

independently, which not only boosts their confidence but also encourages them to strive

for excellence, knowing that they are trusted to handle their responsibilities effectively72.

Knowledge of results refers to the degree to which employees understand how effectively

they are performing in their roles. Feedback is crucial in developing this awareness. Clear,

timely, and constructive feedback helps employees gauge their performance, recognize

their strengths, and identify areas for improvement. When employees receive regular

feedback, they are better equipped to adjust their efforts and strategies to achieve desired

outcomes. This continuous feedback loop fosters a learning environment where

employees can grow and develop their skills. Understanding the results of their work

enhances their sense of accomplishment and competence, contributing to overall job

satisfaction and performance.

The interplay of these psychological states—experienced meaningfulness, experienced

responsibility, and knowledge of results—contributes to various positive work outcomes.

When employees perceive their work as meaningful, feel responsible for their tasks, and
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are aware of their performance, they tend to exhibit higher job satisfaction and increased

motivation. These psychological benefits translate into better performance, as motivated

and satisfied employees are more likely to put forth their best efforts. Additionally,

fostering these states can lead to lower absenteeism and turnover rates, as employees are

more likely to stay with an organization that supports their psychological needs and

provides a fulfilling work environment. By understanding and enhancing these core job

dimensions, organizations can create conditions that promote employee well-being,

productivity, and retention.

2.2 Theoretical Framework

This section presents the theories on which the study is hinged. There are three theories,

representing each of the study variables. The dependent variable, employee engagement,

is hinged on the Utrecht Work Engagement Theory. The first independent variable, i.e.;

subjective career success was hinged on subjective career success model while the second

independent variable was hinged on the job characteristics model.

2.2.1 Utrecht Work Engagement Theory

The Utrecht Work Engagement Theory, primarily developed by Schaufeli and Bakker,

focuses on understanding the positive aspects of employee well-being in the workplace.

The theory is operationalized through the Utrecht Work Engagement Scale (UWES),

which measures three core dimensions of work engagement: vigor, dedication, and

absorption73.
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Vigor refers to high levels of energy and mental resilience while working. Employees

who score high on vigor are enthusiastic about their work and persist even in the face of

difficulties. They often feel strong, energetic, and physically capable during their tasks,

indicating a robust connection with their work.

Dedication is characterized by a strong involvement in one’s work and experiencing a

sense of significance, enthusiasm, inspiration, pride, and challenge. Employees who are

dedicated find their work meaningful and are passionate about their job, which makes

them more likely to invest effort and stay committed to their tasks. Absorption refers to

being fully concentrated and happily engrossed in one's work, where time passes quickly

and it becomes difficult to detach oneself from the job. Employees who are highly

absorbed in their work tend to lose track of time because they are deeply engaged and

focused on their activities.

Understanding job characteristics can help organizations design roles that enhance

employee engagement and productivity. For instance, by increasing skill variety, task

identity, and task significance, organizations can make jobs more meaningful. Providing

employees with greater autonomy and regular feedback can further enhance their sense of

responsibility and awareness of performance, leading to improved job satisfaction and

overall effectiveness. For librarians in Edo State, applying these principles could involve

diversifying their tasks, allowing greater freedom in their work processes, and ensuring

regular, constructive feedback. By focusing on enhancing these job characteristics,

libraries can create a more motivating and fulfilling work environment, leading to better

service delivery and increased employee well-being.
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2.2.2 Subjective Career Success (Gartiker and Larwood)

The Gartiker and Larwood subjective career success model was introduced in 198674.

The Gartiker and Larwood subjective career success model, introduced in 1986, offered a

comprehensive framework for understanding career success by acknowledging both

internal and external perspectives. This model emphasized that careers should not only be

evaluated by outward achievements recognized by society but also by personal

satisfaction and individual career goals.

The external perspective of the model refers to the objective categories and milestones

that society or one's peers use to describe the typical steps toward success in a given

profession. These milestones often align with culturally defined rewards and societal

norms. For instance, this perspective might include achieving job security, receiving

promotions, or acquiring prestigious job titles. External markers of career success often

involve both horizontal and hierarchical progressions. Horizontal progression might

involve gaining increased job security, receiving benefits such as longer vacations, or

obtaining roles with more desirable work conditions. Hierarchical progression, on the

other hand, typically involves moving up the organizational ladder, obtaining higher job

titles, or transitioning into roles with greater responsibilities and influence. These

objective indicators are crucial as they provide a common language for discussing and

comparing career success across different professions and industries74.

In contrast, the internal perspective focuses on the individual's own preferences and

perceptions regarding their career development. This perspective highlights the

importance of personal fulfillment and satisfaction derived from one's career. It

encompasses a person's subjective evaluation of their career experience, including how
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well their job aligns with their personal values, interests, and long-term goals. For

example, an individual may feel successful if their work provides a sense of purpose,

allows for creativity, or offers opportunities for personal growth, even if these aspects do

not necessarily correspond to societal measures of success. The internal perspective is

critical for understanding career success as it acknowledges that individuals have unique

career aspirations and definitions of what it means to be successful74.

In line with this dual perspective, the Gartiker and Larwood model proposed various

metrics for assessing career success that consider both external and internal dimensions.

This metric evaluates how well an individual performs in their specific role or occupation.

Job success encompasses the skills, performance, and accomplishments that contribute to

meeting or exceeding job expectations. It includes both objective measures, such as

productivity and goal achievement, and subjective measures, such as personal satisfaction

and the perceived meaningfulness of work.

Financial success refers to the level of income and financial stability an individual

achieves through their career. This metric is often assessed through salary, bonuses,

benefits, and other forms of compensation. Financial success is an essential external

measure of career success, as it directly impacts an individual's quality of life and

financial security. It also indirectly influences personal satisfaction by enabling a

comfortable lifestyle and providing resources for personal and professional growth74.

Hierarchical success involves advancing within the organizational structure of one's

workplace or industry. This metric is typically measured by promotions to higher

positions of authority, responsibility, and influence. Hierarchical success reflects external

recognition of an individual's capabilities and achievements. It also includes the increased
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decision-making authority and strategic influence that come with higher-level roles,

contributing to both external and internal perceptions of success.

The Gartiker and Larwood subjective career success model underscores the importance of

considering both external and internal perspectives when evaluating career success. By

incorporating objective societal measures and personal subjective evaluations, the model

provides a holistic understanding of career development. This dual approach recognizes

that career success is multifaceted and that true success involves both achieving societal

milestones and fulfilling personal career aspirations.

2.2.3 The Job Characteristics Model (JCM)

The Job Characteristics Model (JCM) is a work design theory that seeks to identify the

key factors that make a job motivating, satisfying, and engaging for employees. The

model was developed by Richard Hackman and Greg Oldham in 1976 and has since

become a widely used framework for job analysis and job design research75.

The JCM proposes that five core job characteristics contribute to an employee's

meaningful work experience and job satisfaction. Job characteristics play a pivotal role

in shaping the work experience and job satisfaction of librarians. These characteristics,

including skill variety, task identity, task significance, autonomy, and employee feedback,

significantly influence their motivation, engagement, and performance.

Skill variety refers to the range of different activities and skills a job requires.

Librarianship inherently involves a diverse set of tasks that demand various skills. From

cataloging and managing collections to providing reference services, teaching

information literacy, and maintaining digital resources, librarians utilize a broad spectrum
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of competencies. This variety not only makes the job more interesting and stimulating but

also contributes to professional development. Librarians who can apply and develop

multiple skills in their roles are likely to experience higher job satisfaction and a greater

sense of accomplishment76.

Task identity is the degree to which a job requires completing a whole and identifiable

piece of work. In the context of librarians, this could mean managing a specific project

from inception to completion, such as creating a new library program, curating a special

collection, or implementing a digital archive system. Having clear start-to-finish tasks

allows librarians to see the tangible results of their efforts, fostering a sense of ownership

and pride in their work. When librarians can identify with their tasks, they are more likely

to feel connected to their work and motivated to perform at their best75.

Task significance is the extent to which a job has a substantial impact on other people.

The role of a librarian is intrinsically significant as it directly affects the educational and

informational needs of the community. Whether assisting a student with research,

providing access to crucial information, or supporting faculty with academic resources,

librarians make a meaningful difference in people's lives. Recognizing the importance of

their contributions enhances librarians' motivation and engagement, as they understand

the broader impact of their work on the community76.

Autonomy refers to the level of freedom, independence, and discretion an employee has

in carrying out their tasks. Librarians often enjoy a considerable degree of autonomy in

their roles. They have the flexibility to decide how to approach their work, manage their

time, and develop library services. This autonomy fosters a sense of responsibility and

empowerment, encouraging librarians to take initiative and be innovative. When
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librarians have control over their work processes, they are more likely to feel satisfied

and committed to their roles.

Employee feedback involves providing clear, specific information about job performance.

For librarians, feedback can come from various sources, including patrons, colleagues,

and supervisors. Constructive feedback helps librarians understand their strengths and

areas for improvement, facilitating continuous learning and professional growth. Regular

feedback, whether through formal evaluations or informal interactions, creates a

supportive work environment and helps librarians align their efforts with organizational

goals. Positive feedback can reinforce good performance, while constructive criticism can

guide improvements and development75.

These characteristics contribute to job satisfaction, motivation, and engagement by

providing diverse and meaningful work, a sense of accomplishment, recognition of

impact, freedom in task execution, and valuable performance insights. Understanding and

optimizing these characteristics can lead to more fulfilling and effective roles for

librarians, ultimately enhancing the quality of library services and benefiting the

communities they serve. The JCM suggests that high jobs with these characteristics tend

to be more motivating, satisfying, and engaging for employees, leading to higher

performance and lower employee turnover rates. Organizations have widely used the

model to design more meaningful and fulfilling employee
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2.3 Review of Empirical Studies

2.3.1 Subjective Career Success and Employee Engagement

To survive in today's competitive environment, firms must maintain constant

performance and improvement. Any organization's performance is connected to that of its

personnel. Employees, on the other hand, perform best when they see subjective career

achievement in the organization. Certain elements, such as work-family enrichment

(WFE), influence employees' perceived job success. The goal of this study is to look into

the relationship between work-family enrichment and subjective career success through

the lens of job engagement. This study's data were gathered from multiple private banks

in a large metropolitan metropolis using a self-administered questionnaire. The data was

analyzed using the structural equation modeling (SEM) approach. The findings indicated

that work-family enrichment (WFE) has a beneficial impact on subjective career success

(SCS), and job engagement (JE) entirely mediates this association. These findings will

assist banking sector policymakers in improving the subjective career success of

employees in the workplace through WFE and JE77.

Another study investigates the potential indirect effect of subjective professional success

on the relationship between work-family enrichment, job satisfaction, and work

engagement. A convenience sample of 334 individuals was used in a cross-sectional,

quantitative study design. The study discovered that work-family enrichment was not

only positively associated to subjective career success, job happiness, and work

engagement, but also predicted the aforementioned dimensions. Furthermore, subjective

professional success has been shown to have an indirect effect on the relationship

between work-family enrichment, workplace fulfillment, and work engagement. The
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resource-gain development concept offers new insights into work-family enrichment

processes and mechanisms. The findings suggest that resources are creating positive

affect in not only the work and career domains of employees, but also leading to more

engaged and satisfied employees. (i.e., the indirect effect of subjective career success)78.

A study claims that employees experience several challenges during their careers, each of

which might cause stress for employees and, as a result, diminish their subjective career

success. It examined that during the last three decades career barriers associated with

dispositional traits, motivation, and social networks and organizational and job support

were all significantly associated with lower subjective career success. Contrary to

predictions, both background-related hurdles and skill-related hurdles were not

significantly connected to subjective career success79.

Another study used information from 550 employees in a South Korean conglomerate to

examine the effects of psychological capital (PsyCap) and perceived organizational

support (POS) on employees' subjective well-being (SWB), career satisfaction, and work

engagement. The results showed that when employees had higher POS and PsyCap, they

were more involved at work, satisfied with their careers, and felt more content with their

life overall. The connection between PsyCap and career happiness was totally mediated

by work engagement. POS indirectly impacted SWB by way of career satisfaction.

Regarding the connections between the three outcome factors, career satisfaction

emerged as completely mediate the link between work engagement and SWB. In addition,

the direct effect of PsyCap on SWB was discovered to be strong. However, because this

study concentrated on knowledge workers in South Korean for-profit organizations, the

participants were primarily male junior or middle managers. It left room for guesswork. It
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underlined that the role of human resources (HR) and organizational development (OD)

professionals in firms is to increase individual and organizational performance while also

enhancing employee well-being.

Human resources and organisational development experts can boost employees'

satisfaction not only at work and in their careers, but also in their lives, by increasing

perceived organizational support (e.g., growth opportunities, performance management,

and pay system) and the development of PsyCap. It connected the growing constructs in

positive psychology in general, and HR/OB in particular. So far, no empirical study has

looked at the impacts of PsyCap and POS on the three workplace happiness constructs:

work engagement, career satisfaction, and SWB. This is the first study to find a link

between POS and PsyCap. Finally, while South Koreans are more collectivistic and less

satisfied with their lives than the Organisation for Economic Cooperation and

Development average, respondents in this study who worked for highly reputable firms

reported a high level of happiness in their work and career, and eventually in their lives.

Thus, organizational characteristics had a bigger effect on the workplace.than national

culture80.

Other researchers looked into the relationships between four dimensions of person-

organization work values fit (comfort and security, competence and progress, status and

independence, and social aspects) and subjective career success, as well as whether work

engagement moderated these relationships. The sample consisted of 364 white-collar

workers from Istanbul, and the hypotheses were tested using hierarchical multiple

regression analysis. The findings revealed that all four measures of work values fit are

positively correlated with subjective career success. In terms of the moderating effect,
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work engagement has been found to have a substantial effect on the links between status

and independence work values fit and subjective career success, as well as competence

and progress81.

Scholars have long been interested in subjective professional success due to its

significance in the career field. However, the subjective professional success literature

lacks measurement. After reviewing the limitations of previous instruments, the current

study constructed a three-dimensional scale of subjective career success based on Zhou et

al's paradigm. Three independent studies (N = 244; N = 411; N = 254) in China

investigated the reliability and validity of the developmental scale. The findings

demonstrated the proposed scale's internal homogeneity, structural validity, convergent

validity, discriminant validity, and incremental validity82.

Another researcher poses a novel model to evaluate general personal values, as well as

the psychological and socio-demographic components that influence subjective career

achievement. Data were gathered from Latvian employees from 20 different businesses.

According to this study, the personal values with the greatest influence on a subjective

career are self-direction and power. Behavioural components explained over 30% of the

variance, indicating that control and confidence behaviours, as well as attitudes toward

incentives and relationships, are the most important career behaviours that contribute to

subjective job success. Curiosity habits and education level have a negative relationship

on subjective career success and previous management experience had the most

favourable impact on the subjective career achievement of the respondents in the sample.

The respondents' genders had no effect on their subjective career success. The study's

findings apply to both corporations and their human resource departments, as well as
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individuals seeking to advance in their professions. Individuals should be aware that by

engaging in proactive professional practices, they may be able to compensate for a lack of

schooling or past managerial experience. Organizationally, it is crucial to determine what

personal, behavioural, and socio-demographic characteristics lead to a favourable

perspective of a career path as it would strengthen one's organizational commitment and

motivate him/her to achieve their corporate goals83.

An investigation examined the relationship between employees' ability to achieve

subjective success and their work attitudes. Four components of subjective success were

assessed: meaningful job, financial benefits, recognition, and authority. Hierarchical

regression models for predicting work satisfaction, commitment, and turnover were

investigated. Objective markers of success (organizational level, promotions, and

compensation) were included as control variables, along with importance and

achievement scores for the success criteria. According to the findings, an employee's

ability to do meaningful work is the best predictor of their sentiments toward their job

and organization. The achievement of the four success criteria accounted for substantially

greater diversity in attitudes than objective markers of success or the importance of

success criteria84.

To determine the importance of career management behavior (CMB) for organizational

outcomes, a study looked at the impact of CMB and organizational support for career

development (OSCD) on subjective career success (SCS) and, ultimately, employee

commitment. Based on survey results from 355 employees of large Korean

manufacturing enterprises, we discovered that both CMB and OSCD were positively

associated with SCS. The findings indicate that SCS has a favorable impact on
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organizational commitment and serves as a positive mediator between the relationship

between CMB and organizational commitment as well as the association between OSCD

and organizational commitment. Our findings suggest that employee career success,

which is influenced by both individual and organizational efforts, adds to the

organization's outcomes85

Understanding the characteristics that are most significant for employees' career success

has been critical in furthering career literature. Researchers, companies, and employees

have expressed a growing interest in the dynamics and factors influencing the

relationship between job commitment and subjective career success. This study

investigated the moderating effects of career resilience and self-efficacy on the

relationship between career commitment and subjective career success among South

African veterinary professionals (N = 331). The empirical findings revealed strong

positive connections between career dedication, resilience, self-efficacy, and subjective

career success. Additionally, the findings showed that self-efficacy mediated the

association between career commitment and subjective career success; however, career

resilience did not appear to have a moderating function in this relationship. These

findings hold repercussions for business enterprises and training institutions in terms of

the characteristics that are most significant for veterinary professionals' career success86.

Employee engagement is one of the most widely investigated concerns in organizational

science. Furthermore, according to various performance-based viewpoints of human

resources development (HRD), employee engagement is intricately linked to employees'

careers. However, despite previous research on employee engagement and career,

additional research is needed to comprehend these concepts and investigate their link
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given their positive effects on firms. More specifically, a thorough understanding of the

relationship between employee engagement and career based on existing literature is both

relevant and beneficial to HRD professionals seeking to design and implement career-

related strategies to increase individual employees' levels of work engagement87.

Another study sought to investigate the subjective professional success experience of an

understudied population in South Africa, namely blue-collar workers (BCWs). A

qualitative technique was used to choose a nonprobability, purposive voluntary sample of

20 workers from a manufacturing industry. Semi structured interviews were conducted

and assessed using a complete theme analysis. The study discovered that BCWs achieve

career success when specific demands are met in their jobs. According to the data,

participants emphasized specific parts of their profession. For BCWs, these components

fulfill particular requirements that contribute to specific experiences of career success

(e.g., recognition and value, competence and skills, performance, purpose and meaning,

working in a supportive environment, and financial gain)88.

A study used a sample of 68 work teams (68 work team leaders and their 380 followers)

from 14 schools to evaluate the relationships between work engagement (leaders and

followers) and subjective career success. Structural equation models and hierarchical

linear models were used to analyse survey data. The findings demonstrated that leaders'

work involvement positively influenced their followers' subjective career success, which

was mediated by the followers' work engagement. Leaders' work engagement mediated

the relationship between their followers' job engagement and subjective career

achievement. The implications of these findings, limitations, and directions for future

research were reviewed in the closing section of the report89.
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Some researchers examined the influence of personality and individual variations on

determining work-family enrichment (WFE) and, as a result, job satisfaction. This study

addressed gaps in the WFE literature by focusing on proactivity, work-family self-

efficacy (WFSE), and family permeability as antecedent variables that have attracted

fewer considerations from scholars. By addressing these flaws, the study aims to advance

WFE theory and its relationship to job satisfaction. The scholars achieved this by

exploring WFE pathways and studying 508 married persons with at least one child

working in India's IT/ITES sector. They utilized structural equation modeling to analyze

several processes from personality-based precursors and WFE as a mediator. The

findings revealed that WFE performs a mediating role in the link between antecedents

(WFSE, family permeability, and proactive personality) and job satisfaction. This study

adds to existing studies regarding WFE and personality by demonstrating that WFE is an

excellent indicator of job satisfaction and how personality traits influence it. It is also the

first study to employ proactivity and WFSE as antecedents to investigate the impact of

WFE on job satisfaction. Furthermore, this was the first WFE survey that focused solely

on married people with children in the services industry. As a result, these findings have

significant consequences for how organizations deal with work-life issues, specifically in

the 30+ age range in India90.

Similarly, another study discovered core self-evaluations, family support, supervisor

support, and job features as predictors of work-to-family enrichment, including family

satisfaction, job satisfaction, emotional commitment, and organizational citizenship

behavior (OCB) as outcomes. There were 245 participants from four Indian organizations

in the industrial and information technology sectors. The findings indicate that job
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features and supervisor support were predictors of work-to-family enrichment, while core

self-evaluations, family support, and supervisor support emerged as predictors of family-

to-work enrichment. In terms of outcomes, work-to-family enrichment forecasts job

satisfaction, emotional commitment, and OCB, whereas family-to-work enrichment

predicts family satisfaction, job satisfaction, affective commitment, and OCB. The results

and implications of the findings are studied91.

Career success is a primary goal for both career scholars and organizational stakeholders.

Historically, career achievement has been established and assessed objectively, mostly

through compensation, rank, or number of promotions. However, the changing nature of

work has led to a shift in how many people see success, introducing a more subjective

element. Although there has been theoretical discussion and suggestions for the

establishment of a comprehensive measure of subjective professional success, no such

measure presently exists.

The Subjective Career Success Inventory (SCSI) was created and validated to assess

subjective career success. The SCSI contains 24 items that assess subjective career

success across eight different groups. The scale was designed and validated using four

stages of data capturing, beginning with interviews and focus groups, followed by item

sorting tasks, item refinement through confirmatory factor analysis, and then convergent

and discriminant validity quantitative analysis92.

Subjective career success constitutes a significant topic in careers study, owing to ever-

changing organizational and social factors that render reliance on external definitions of

success unworkable or undesirable. While several metrics of subjective professional

achievement have been created, none are typical of numerous nations. In this study, we
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construct and evaluate a new subjective career success scale, which is unique among

presently accessible assessments in that it was developed and validated across a broad

representation of national cultures. validated the scale over four phases and many

investigations, encompassing 18,471 individual respondents from thirty different

countries using the GLOBE and Schwartz cultural clusters. This scale addresses career

achievement disparities inside and between cultures. It is also easily applicable in real-life

situations to companies operating in multiple countries93.

Furthermore, in the substantial study on the root causes of career success, the success

criterion has been operationalized in a pretty poor manner. Several approaches to

enhancing the conceptualization and measurement of both objective and subjective

professional success are identified. The most important of these is a better sensitivity to

the criteria that research participants employ in various circumstances to construct and

measure their career success. This research demonstrates that contextual and individual

factors are likely to influence the relative importance of objective and subjective

measures of career achievement. Propositions based on social comparison theory are also

made concerning when self- and other-referent success criteria are likely to be the most

relevant. A broader study goal focuses on professional success referent choice,

organizational interventions, and potential cultural variations. This article describes how

future research can be more attentive to how people construct and evaluate their own

successful careers94.

2.3.2 Job Characteristics and Work Engagement

A study examined the impact of the Job Characteristics Model (JCM) on employee

engagement. The research adapted the final draft of Hackman and Oldham's JCM that
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appeared in 1980. The JCM's five fundamental features, skill variety, job identity, task

significance, autonomy, and feedback, were evaluated to figure out their impact on

employee engagement. A systematic questionnaire was used to collect the data. Data

were obtained from 234 public service employees from Malaysia's Ministry of Tourism

and Culture. The data was examined using SPSS. According to the data, just three JCM

fundamental factors influenced employee engagement95.

Another study assessed the level of work engagement in a manufacturing organization

and looked at the relationships between job characteristics and work engagement. A

longitudinal design was employed. This study comprised 83 employees from the business.

The Job Demands-Resources Scale and the Utrecht Work Engagement Scale served as

measurement tools. The results showed the employees' average work engagement level

was higher than the South African standard. Job resources, such as organizational

assistance, possibilities for advancement, social support, and progression opportunities,

were found to be associated with employee engagement. Job requirements did not have a

major influence on employee engagement. The primary drivers of work engagement were

support from management as well as development opportunities96.

Another study, the first that used the job demands-resources theory (JD-R) in the

Extension establishing to assess job characteristics and engagement, discovered that

Cooperative Extension was especially drawn to the active participation of educators in

the family and consumer sciences (FCS) discipline. By this, this study sought to evaluate

the impact of job demands and job resources on FCS educator engagement. The results

revealed that job demands and job resources were negatively associated yet both
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positively influenced engagement. The findings imply that job resources are a higher

predictor of involvement97.

Another investigated to see how human resource practice and job characteristics affected

employee engagement and organizational commitment, as well as the way employee

engagement acted as a mediator in the relationship between human resource practice, job

characteristics, and organizational commitment. Previous research has shown that HR

practices and job characteristics play a significant part in improving employee

engagement and organizational commitment. However, the process of how HR practices

and job characteristics influence organizational commitment by means of employee

engagement is rarely recognized, particularly in Indonesia. Data from 213 respondents

were acquired using inquiries and examined employing structural equation modelling.

The findings revealed that HR practice and working conditions have a positive effect on

dedication to the organization, while job characteristics and employee engagement each

have an advantageous impact. Surprisingly, the study's results revealed that HR practices

have a detrimental impact on employee engagement. This study showed a different

outcome than the majority of studies, which stated that HR practice has a positive impact

on employee engagement. In light of this startling outcome, we argue that HR practice

can be termed a "best practice" that varies by firm and produces different outcomes when

followed for each company or organization. As a result, the context in which this

approach is implemented has a major effect on its final result98.

Another academic examined the association between job characteristics, job satisfaction,

and employee performance. It used an associative research design with a quantitative

technique. The sample consisted of 115 persons, with data acquired by saturation
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sampling. The data was gathered using a questionnaire and assessed using the path

analysis test. According to the data, employee involvement has a considerable impact on

employee work satisfaction. The findings suggested that employees' job happiness is

highly influenced by the workplace.

Employee job satisfaction is significantly affected by job characteristics. Employee

performance is heavily influenced by employee engagement. Conditions at work have an

important effect on employee performance. Job features have a significant effect on

employee performance. Job satisfaction has an enormous effect on employee

performance99.

Another study investigated whether job qualities, work environment, and employee

involvement all had an impact on employee performance. This study used a quantitative

method, with 211 participants selected at random and data collected via questionnaire.

The data analysis method employed was Structural Equation Modeling Partial Least

Squares (SEM PLS). The results of this investigation suggest that worker engagement is

greatly impacted by job characteristics; employee engagement is significantly influenced

by the work environment; employee performance is influenced by job characteristics;

worker performance is influenced by the work environment but not significantly;

employee performance is significantly influenced by worker engagement; and employee

performance is significantly influenced by job characteristics through Good employee

performance is intended contribute to improved productivity100.

As human capital forms the backbone of all organisations in the new world of work, the

recruitment and retention of millennials challenge both governments and private sector

institutions in their ongoing quest to secure suitably skilled human capital101. Millennials
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are the future managers and business leaders; therefore, it is imperative to attract and

retain them in the hospitality industry. Experts reckoned that, irrespective of the sector,

millennials are the most important demographic group to consider in the workforce today.

Currently, organisations mostly employ four generational cohorts, namely baby boomers,

generation X, millennials and generation Z. Each of these cohorts has different

perspectives of work and life in general shaped by the environments and historical

timeframes they were exposed to when growing up102.

According to another study, millennials grew up in the shadow of the Iraq and

Afghanistan wars, which contributed to the intense polarisation that have shaped the

prevailing global political environment103. In South Africa, most millennials experienced

the 2008 elections in which their vote became part of the political conversation104. Studies

confirmed that employee turnover is a pressing challenge for the hospitality industry.

Some of the reasons for the high employee turnover in the hospitality industry are long

hours, challenges in work–life balance and poor compensation105.

A scholar found a strong correlation between fair compensation and employee retention

in the hospitality industry. They also found that job satisfaction factors in the hospitality

industry, like relationships with colleagues, meaningful work, professional development,

work engagement, fair working hours and health care, had a positive impact on millennial

employees’ intentions to quit106.

Scholars further reported that millennials in full-service restaurants require engaged

learning, positive working conditions, including managers who can encourage good

working relationships and the availability of growth opportunities107. Similarly, another

scholar argued that millennials can be retained by providing a positive company culture,
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showing trust in them and offering them professional development opportunities108. The

2018 Deloitte report stated that 38% of millennials are likely to stay with the organisation

if their employer supports the local community. This can involve projects such as

recycling programmes, volunteer opportunities and community outreaches.

Work engagement is one of the most important things in achieving company goals

because the company's main driving factor is employees. Work engagement refers to the

energy that employees have to be directed to organizational goals. Researchers from

Indonesia also conducted a study on the influence of job characteristics on work

engagement. This research was conducted at a port service company located in Surabaya.

The samples in this study were 119 employees. The sampling technique used is simple

random sampling. The data collection tool in this study is a questionnaire, the Utrecht

Work Engagement Scale (UWES) and the scale of the Job Diagnostic Survey. Analysis

of the data used is partial least square using the SmartPLS 3.0 program. Based on the

results of the study it was found that the five dimensions of job characteristics (autonomy,

feedback, skill variety, task identity, and task significance) had a positive and significant

relationship to work engagement109.

Similarly, Malaysia researchers also examined factors affecting work engage. The

purpose of this study was to look at how perceived work design factors and employee

attributes influenced employee work engagement. Using the Extended Work Design

Model, this study sought to investigate the effects of five dimensions of work design

characteristics (autonomy, feedback, task significance, social support, and physical

demand) and two dimensions of employee characteristics (self-efficacy and

conscientiousness personality) on employee work engagement. This study's respondents
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include 428 nurses who work in two Malaysian government hospitals. A hierarchical

multiple regression analysis revealed a strong association between autonomy, feedback,

task significance, social support, and self-efficacy with work engagement110.

Another study examined complex structural relationships among different organizational

constructs affecting organizational performance at the individual level, which included

psychological- (meaningfulness and work engagement), behavioural- (in-role

performance), and situational- (job characteristics) constructs. Using a conditional

process model, the current study investigated how the relationship between

meaningfulness and in-role performance, mediated by work engagement, is also affected

by job characteristics. Data were collected from 309 employees working at South Korean

IT firms using a survey questionnaire. Study findings highlight that (a) meaningfulness is

positively related to work engagement and in-role performance; (b) work engagement

mediates the relationship between meaningfulness and in-role performance; (c) the

relationship between meaningfulness and work engagement is moderated by job

characteristics; and (d) the indirect relationship between meaningfulness and in-role

performance through work engagement is associated with the level of job

characteristics111.

Another study conducted in Europe also linked job characteristics to employee work

engagement his study aims to examine the effects of individual and job-related

characteristics on employees’ work engagement and its influence on their performance

outcomes. This study develops and tests the research model where the impact of positive

affectivity, polychronicity and task significance on employees’ work engagement is

investigated, and its consequences for employees’ job performance are analyzed. The
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relationships between study constructs were tested using the structural equation modeling.

Data were collected from 222 hotel contact employees from the Pomeranian Voivodeship,

a tourist destination of northern Poland.

The study findings confirmed that positive affectivity and polychronicity, as personality

characteristics and task significance as a job characteristic exert a significant and positive

impact on hotel employees’ work engagement, which in turn enhances the level of their

job performance. Additionally, polychronicity was significantly related to hotel

employees’ job performance. Of all the analyzed predictors, task significance appeared to

be the strongest driver of hotel employees’ work engagement. A direct relationship

between polychronicity and hotel employees’ job performance was also confirmed by this

study112.

The purpose of this study is to empirically test a hypothesized model establishing job

characteristics as an antecedent of work engagement leading to job satisfaction and

organizational engagement of employees working with public sector banks (PSBs) in

India. The testing of hypotheses established that job characteristics positively influence

work engagement, organizational engagement and job satisfaction. The full mediation by

work engagement between the relationships of job characteristics with job satisfaction

and organizational engagement is established after the testing of mediation hypotheses.

The researcher recommended that bank jobs should be enriched with more emphasis on

offering employees with identifiable and significant tasks that have autonomy in

decision-making and feedback113.

In a related study, researchers presents a model of personality traits (i.e., proactive

personality, core self-evaluation, and psychological capital) that can predict work
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engagement and, indirectly, job performance and mental health. We collected data from

365 Romanian workers and tested our model using structural equation modelling. The

findings provide partial support for our hypotheses. Personality qualities are associated

with job engagement, which predicts employee success and mental health. However, core

self-evaluations and psychological capital also had a direct correlation with the measured

outcomes. The study findings lend credence to current organisational methods, which use

fixed features as selection criteria and then build malleable states through interventions to

promote employee performance and wellness114.
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2.4 Conceptual Model

Figure 2.3: Conceptual Model on the Influence of Subjective career success and job

characteristics on employee engagement of Academic librarians in Edo State

(Source: Researcher, 2024)

The conceptual model outlines the study variables and how they are interconnected to

each other. The model also shows the metric with which each of the variables are

measured. The variables, as outlined in the model are career success, job characteristics
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and employee engagement. The dependent variable is employee engagement which is

measured by metrics adopted from the Utrecht work engagement theory such as vigour,

dedication, and absorption57. There are two independent variables. The first independent

variable is subjective career success which is measured by metrics from the subjective

career success model58. The metrics are; job success, financial success, and hierarchical

success. The second independent variable is job characteristics and it is measured by

constructs from the job characteristic model such as; skill variety, task identity, task

significance, and job autonomy59. The study has developed three hypotheses as outlined

in the model.

The first hypothesis is to ascertain the influence subjective career success on work

engagement of librarians in Edo state. The study aims to find out whether the perception

of career success in term of job success, financial and hierarchical success would lead to

enhanced work engagement among the librarians. In addition to this, the study also

formulated another hypothesis based on the second independent variable. The hypothesis

is concerned about the influence of job characteristics on work engagement among the

librarians in Edo state. Hypothetically, the study suggests that the more a task has variety,

is distinct and grant the librarians some extent of autonomy, it will lead to work

engagement.

Furthermore, recognising the fact that there are multiple of factors that could be

responsible for work engagement or disengagement, the study also formulated a third

hypothesis which examines the combine influence of subjective career success and job

characteristics on work engagement among librarians in Edo state. The conceptual model
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has shown the gap that the current study aims to fill in literature and justifies the conduct

of the study

2.5 Summary of Gaps in Literature Reviewed

The literature on subjective career success, job characteristics, and employee engagement

among librarians in Edo State reveals several key insights into how these factors interplay

to influence the professional experiences and outcomes of librarians.

Subjective career success is defined by individuals' personal evaluations of their career

achievements and satisfaction. For librarians in Edo State, subjective career success often

encompasses feelings of accomplishment, recognition, and fulfilment derived from their

professional roles. Factors influencing subjective career success include opportunities for

professional development, the ability to contribute meaningfully to the organization, and

the alignment of job roles with personal career goals. Research indicates that when

librarians perceive their careers as successful, they exhibit higher job satisfaction, greater

motivation, and enhanced commitment to their work.

Job characteristics refer to the attributes and conditions of a job that impact employees'

attitudes and behaviours. For librarians, these characteristics include job variety,

autonomy, task significance, feedback, and opportunities for skill utilization. Studies

highlight that job characteristics significantly affect librarians' work experiences and their

overall engagement. Jobs that provide variety and opportunities for skill utilization can

make work more interesting and fulfilling, while autonomy allows librarians to make

decisions and exercise control over their work processes. Positive feedback and
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recognition further enhance job satisfaction and motivation, leading to better job

performance and engagement.

Employee engagement is a crucial aspect of the work environment that reflects the extent

to which employees are involved in, enthusiastic about, and committed to their work. In

the context of librarians in Edo State, engagement is influenced by both subjective career

success and job characteristics. Engaged librarians are characterized by high levels of

vigour, dedication, and absorption in their work. The literature suggests that when

librarians experience positive job characteristics and perceive their careers as successful,

they are more likely to be engaged in their work. This engagement leads to higher job

performance, reduced turnover intentions, and a more positive workplace environment.

The literature reveals a strong interrelationship between subjective career success, job

characteristics, and employee engagement among librarians. Positive job characteristics

contribute to perceptions of subjective career success by providing meaningful and

fulfilling work experiences. In turn, subjective career success enhances employee

engagement by fostering a sense of accomplishment and alignment with personal career

goals. Engaged librarians are more likely to exhibit higher job performance, satisfaction,

and organizational commitment, creating a virtuous cycle that benefits both the

individuals and their institutions.

In summary, the literature underscores the importance of fostering positive job

characteristics and supporting librarians in achieving subjective career success to enhance

employee engagement. By creating a work environment that promotes variety, autonomy,

skill utilization, and recognition, libraries can improve job satisfaction and engagement

among their staff. Additionally, recognizing and supporting librarians' career
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achievements can further enhance their engagement and commitment to their work,

leading to better outcomes for both the librarians and the organizations they serve.

However, despite the existing research on subjective career success, job characteristics,

and employee engagement among librarians in Edo State, several gaps remain that need

to be addressed for a comprehensive understanding of these dynamics.

One significant gap is the lack of region-specific studies. Most existing research

generalizes findings across different regions and countries, without considering the

unique cultural, economic, and institutional factors present in Edo State, Nigeria. There is

a need for more region-specific research that takes into account the local context,

including socio-economic conditions, cultural values, and the specific challenges faced

by librarians in Edo State. Such research would provide more relevant and actionable

insights for library management in the region.

Another gap is the limited exploration of the interconnectedness between subjective

career success, job characteristics, and employee engagement. While the literature

acknowledges the interrelationship between these factors, there is a lack of studies

examining how they interact over time. Longitudinal studies that track changes in job

characteristics, career success perceptions, and engagement levels over extended periods

could provide deeper insights into these dynamic relationships and help identify patterns

and long-term trends.

Additionally, current research often treats librarians as a homogenous group, overlooking

individual differences such as age, gender, educational background, and career stage.

These factors can significantly influence perceptions of career success, preferences for

job characteristics, and levels of engagement. Studies that disaggregate data to explore
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these individual differences would offer a more nuanced understanding of the factors

influencing career success and engagement among librarians.

The impact of specific organizational and institutional factors on librarians' career

success and engagement is another area that has not been adequately explored. Factors

such as leadership style, organizational culture, library funding, and policies on

professional development can greatly influence job characteristics and engagement.

Research focusing on how these organizational variables impact librarians' work

experiences could provide actionable insights for library management to create

supportive work environments.

Furthermore, the rapid advancement of technology and its integration into library services

is an area that has not been thoroughly examined in relation to job characteristics and

employee engagement. Investigating how technological changes impact job roles, skill

requirements, and engagement among librarians would be valuable, especially in

understanding how to support librarians in adapting to new technologies and ensuring

that technological advancements enhance rather than hinder engagement.

In-depth qualitative research is also lacking in the current literature. Much of the existing

research relies on quantitative methods, which, while valuable, may not capture the full

complexity of librarians' experiences. In-depth qualitative research, including interviews

and case studies, could provide richer, more detailed insights into the subjective

experiences of career success, job satisfaction, and engagement. This approach would

allow for the exploration of personal stories and perspectives that quantitative data might

overlook.
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There is also limited research on how external economic and social factors, such as

economic downturns, changes in government policy, or social issues, impact the career

success and engagement of librarians. Understanding these external influences could help

in developing strategies to support librarians in times of economic or social challenges,

ensuring that their engagement and career success are maintained despite external

pressures.

Finally, while the importance of employee engagement is well-documented, there is a

lack of research on specific, effective strategies for enhancing engagement among

librarians in Edo State. Studies that identify and test various interventions aimed at

improving job characteristics and supporting career success could provide practical

guidance for library administrators on how to foster a more engaged and motivated

workforce.

Addressing these gaps in the literature would provide a more comprehensive and

contextually relevant understanding of subjective career success, job characteristics, and

employee engagement among librarians in Nigeria. This has therefore, made it necessary

to conduct research on region-specific contexts which justifies this study that examines

the influence of subjective career success and job characteristics on work engagement

among librarians in Edo State, Nigeria.



93

Endnotes

1 G., Mazzetti, E., Robledo, M., Vignoli, G., Topa, D., Guglielmi, & W. B. Schaufeli,
Work engagement: A meta-analysis using the job demands-resources model.
Psychological reports, 126(3), 2023. 1069-1107.

2 S., Domínguez-Salas, C., Rodríguez-Domínguez, A. I., Arcos-Romero, R., Allande-
Cussó, J. J., García-Iglesias, & J. Gómez-Salgado, Psychometric properties of the
Utrecht Work Engagement Scale (UWES-9) in a sample of active health care
professionals in Spain. Psychology research and behavior management, 2022. 3461-
3472.

3 A., Yadav, D., Pandita, & S. Singh, Work-life integration, job contentment, employee
engagement and its impact on organizational effectiveness: a systematic literature
review. Industrial and Commercial Training, 54(3), 2022. 509-527.

4 A. K., Singh, & A. P. Singh, Role of employee engagement in organizational
effectiveness: Empirical evidence in the context of Indian public sector organizations.
International Journal of Education and Management Studies, 11(2021. 2), 74-80.

5 N., Gupta, & V. Sharma, The relationship between corporate social responsibility and
employee engagement and its linkage to organizational performance: A conceptual
model. IUP Journal of Organizational Behavior, 15(3), 2016. 59.

6 S., Sonnentag, K., Eck, C., Fritz, & J. Kühnel, Morning reattachment to work and
work engagement during the day: A look at day-level mediators. Journal of
Management, 46(8), 2020. 1408-1435.

7 J. L., Whittington, S., Meskelis, E., Asare, & S. Beldona, Enhancing employee
engagement: An evidence-based approach. New York, NY: Palgrave Macmillan. 2017.

8 H., Hermawan, H. M., Thamrin, & P. Susilo, Organizational citizenship behavior and
performance: the role of employee engagement. The Journal of Asian Finance,
Economics and Business, 7(12), 2020. 1089-1097.

9 K., Jnaneswar, Impact of Employee engagement on organizational citizenship behavior.
Indian Journal of Industrial Relations, 55(3), 2020. pp.460-475.

10 W. A. Kahn, Psychological conditions of personal engagement and disengagement at
work. Academy of management journal, 33(4), 1990. 692-724.



94

11 S. Y., Huang, C. H., Huang, & T. W. Chang, A new concept of work engagement
theory in cognitive engagement, emotional engagement, and physical engagement.
Frontiers in Psychology, 12, 2022. 663440.

12 M., Arshad, N., Qasim, O., Farooq, & J. Rice, Empowering leadership and employees'
work engagement: a social identity theory perspective. Management Decision, 60(5),
2022. 1218-1236.

13 E. Goffman, Encounters: Two studies in the sociology of interaction. Indianapolis, IN:
Bobbs-Merrill Co. 1961

14 S., Siswanto, Z., Maulidiyah, & M. Masyhuri, Employee engagement and motivation
as mediators between the linkage of reward with employee performance. The journal
of Asian finance, economics and business, 8(2), 2021.625-633.

15 H. N., Nguyen, & M. D. Tran, The effect of perceived organizational support on
employee engagement during the COVID-19 pandemic: an empirical study in Vietnam.
The Journal of Asian Finance, Economics and Business, 8(6), 2021. 415-426.

16 A., Insan, & R. Masmarulan, Effects of leader-member exchange and organizational
culture on work engagement and employee performance.Management Science Letters,
11(3), 2021. 879-886.

17 M. A. S., Ananda, M., Nurhayati, & A. R. Rahim, The effect of leader member
exchange, organizational citizenship behavior, and job crafting on in role performance
mediated by employee engagement. International Journal of Applied Management
and Business, 2(1), 2024. 11-23.

18 R. A., Putra, D. M., Candana, & N. L. Krisna, The effect of career development and
organizational commitment to employee performance with job satisfaction as a
moderating variable in Pt. P&P Lembah Karet. Dinasti International Journal of
Management Science, 2(2), 2020. 268-277.

19 O. O., Fagbemiro, Y. T., Babalola, & O. D. Soyemi, Subjective career success and
librarians’ commitment to universities in southwest Nigeria. Tin-City Journal of
Library, Archival and Information Science, 10(1 & 2). 2021.

20 M., Järlström, T., Brandt, & A. Rajala, The relationship between career capital and
career success among Finnish knowledge workers. Baltic Journal of Management,
15(5), 2020. 687-706.



95

21 M., Haenggli, & A. Hirschi, Career adaptability and career success in the context of a
broader career resources framework. Journal of vocational behavior, 119, 2020.
103414.

22 H., Zhao, G., O'Connor, J., Wu, & G. T. Lumpkin, Age and entrepreneurial career
success: A review and a meta-analysis. Journal of Business Venturing, 36(1), 2021.
106007.

23 S., Lee, The effects of subjective career success and perceived shared leadership on
personal growth initiative: moderating effects of challenging job experience (Doctoral
dissertation, University of Minnesota). 2022.

24 K., Ebner, & K. I. Paul, The career decision-making adaptability score: Exploration
and validation of its predictive power for subjective and objective career success.
International Journal for Educational and Vocational Guidance, 23(3), 2023. 635-
658.

25 P., Heslin, W., Mayrhofer, M., Schiffinger, P., Eggenhofer-Rehart, M., Latzke, A.,
Reichel. & D. Zellhofer, Still relevant? An updated meta-analysis of classic career
success predictors. In Academy of Management Proceedings (Vol. 2019, No. 1, p.
11541). Briarcliff Manor, NY 10510: Academy of Management. 2019.

26 D., Spurk, A., Hirschi, & Dries, N. Antecedents and outcomes of objective versus
subjective career success: Competing perspectives and future directions. Journal of
Management, 45(1), 2019. 35-69.

27 G. S., Benson, C. K., McIntosh, M., Salazar, & H. Vaziri, Cultural values and
definitions of career success. Human Resource Management Journal, 30(3), 2020.
392-421.

28 E. B., Ekmekcioglu, M. Y., Erdogan, & A. Sokmen, Career commitment and
subjective career success: the moderating role of career-enhancing strategies.
International journal of manpower, 41(8), 2020. 1287-1305.

29 C., Hu, S., Zhang, Y. Y., Chen, & T. L. Griggs, A meta-analytic study of subjective
career plateaus. Journal of Vocational Behavior, 132, 2022. 103649.

30 Z., Rossenkhan, W. C., Au, & P. K. Ahmed, Unbundling subjective career success: A
sequential mediation analysis. European Business Review, 33(1). 2021.



96

31 O. J., Aburumman, & B. Y. Barhem, The objective and subjective aspects of career
success. Journal of University of Shanghai for Science and Technology, 22(11),
2020. 2285-2300.

32 D., Spurk, A., Hirschi, & N. Dries, Antecedents and outcomes of objective versus
subjective career success: Competing perspectives and future directions. Journal of
management, 45(1), 352019. -69.

33 S., Seibert, J., Akkermans, & C. H. Liu, Understanding contemporary career success:
A critical review. Annual Review of Organizational Psychology and Organizational
Behavior, 11(1), 2024. 509-534.

34 K. M., Shockley, H., Ureksoy, O. B., Rodopman, L. F., Poteat, & T. R. Dullaghan,
Development of a new scale to measure subjective career success: A mixed‐methods
study. Journal of organizational behavior, 37(1), 2016. 128-153.

35 R., Mello, V., Suutari, & M. Dickmann, Taking stock of expatriates’ career success
after international assignments: A review and future research agenda. Human
Resource Management Review, 33(1), 2023. 100913.

36 A., Smale, S., Bagdadli, R., Cotton, S., Dello Russo, M., Dickmann, A., Dysvik,... & J.
Unite, Proactive career behaviors and subjective career success: The moderating role
of national culture. Journal of organizational behavior, 40(1), 2019. 105-122.

37 J., Wei, S. H. J., Chan, & F. Lin, Ambition and subjective career success: A nonlinear
relationship. Personality and Individual Differences, 222, 2024. 112600.

38 A., Seema, & S. Sujatha, Impact of mentoring on career success–an empirical study
in an indian context. International Journal of Engineering Technology Science and
Research, 2(2), 292015. -48.

39 O., Aburumman, A., Salleh, K., Omar, & M. Abadi, The impact of human resource
management practices and career satisfaction on employee’s turnover intention.
Management Science Letters, 10(3), 2020. 641-652.

40 K. N., Veth, H. P.,Korzilius, B. I., Van der Heijden, B. J., Emans, & A. H. De Lange,
Which HRM practices enhance employee outcomes at work across the life-span?. The
international journal of human resource management, 30(19), 2019. 2777-2808.

41 M., Zamanan, M., Alkhaldi, A., Almajroub, A. D., Alajmi, J., Alshammari, & O.
Aburumman, The influence of HRM practices and employees’ satisfaction on intention
to leave.Management Science Letters, 10(8), 2020. 1887-1894.



97

42 R., Blom, P. M., Kruyen, B. I., Van der Heijden, & S. Van Thiel, One HRM fits all? A
meta-analysis of the effects of HRM practices in the public, semipublic, and private
sector. Review of Public Personnel Administration, 4, 2018. 1–33.

43 A., da Cruz Carvalho, I. G., Riana, & A. D. C. Soares, Motivation on job satisfaction
and employee performance. International research journal of management, IT and
social sciences, 7(5), 2020. 13-23.

44 A., Ahmad, The relationship among job characteristics organizational commitment
and employee turnover intentions: A reciprocation perspective. Journal of Work-
Applied Management, 10(1), 2018. pp.74-92.

45 M. A., Ullah, S., Khattak, & S. K. R. Naqvi, Job Characteristics and Employees’
Organizational Citizenship Behavior in Healthcare Sector of Pakistan. Open Access
Public Health and Health Administration Review, 1(1), 2022. 1-8.

46 K.J., Hong, A Study on the Relationship between Job Characteristic Factors and Job
Performance-Focusing on the Mediating Role of Empowerment. Journal of Industrial
Distribution & Business, 13(7), 2022.pp.1-6.

47 A., Ahmad Kamal, A., Khalid Salaudin, & M. Mohammad, The Job Characteristics
Model: An Extension to Physical Education Teachers Motivation. Online Submission,
1(2), 2022. 198-205.

48 T. B. Esbra-Fazari, Influence of enrichment strategies on job satisfaction of academic
librarians in universities in South-South, Nigeria. Department of library and
information science university of Nigeria nsukka. Unpublished thesis. 2015.

49 S., Pohl, L., Santo, & A. Battistelli, Perceived organizational support, job
characteristics and intrinsic motivation as antecedents of organizational citizenship
behaviours of nurses. Revue Internationale De Psychologie Sociale, 3 (25), 2012. 39-
52.

50 Y.P., Peng, Relationship between job involvement, leader-member exchange, and
innovative behavior of public librarians. Journal of Librarianship and Information
Science, 52(2), 2020. pp.441-450.

51 B. N. K., Muat Putra, I. N., Sudja, & L. K. B. Martini, The effect of job characteristics
and compensation to work satisfaction and organization commitment on all LPD
Kerambitan Tabanan, International Journal of Contemporary Research and Review,
9(3), 2018. 20573-20580.

52 T., Aguiar-Quintana, Y., Araujo-Cabrera, & S. Park, The sequential relationships of
hotel employees' perceived justice, commitment, and organizational citizenship



98

behaviour in a high unemployment context. Tourism Management Perspectives, 35,
2020. 100676.

53 S., Traymbak, A study of emotional commitment and meaningfulness of work among
teaching faculties in India by using structural equation modelling. International
Journal of Work Organisation and Emotion, 15(2), 2024. pp.118-137.

54 J. J., Hakanen, A. B., Bakker, & J. Turunen, The relative importance of various job
resources for work engagement: A concurrent and follow-up dominance analysis. BRQ
Business Research Quarterly, 27(3), 2024. 227-243.

55 P. M., Tripathi, S., Srivastava, L. B., Singh, V., Kapoor, & U. Solanki, A JD-R
perspective for enhancing engagement through empowerment: A study on Indian hotel
industry. Journal of Hospitality and Tourism Management, 46, 2021. 12-25.

56 J., Johari, F. M., Shamsudin, T. F., Yean, K. K., Yahya, & Z. Adnan, Job
characteristics, employee well-being, and job performance of public sector employees
in Malaysia, International Journal of Public Sector Management, 2018. 1-19.
doi.org/10.1108/IJPSM-09-2017-0257

57 Y., Al-Jedaia, & A. Mehrez, The effect of performance appraisal on job performance
in governmental sector: The mediating role of motivation.Management science letters,
10(9), 2020. 2077-2088.

58 B., Wang, Y., Liu, J., Qian, & S. K. Parker, Achieving effective remote working
during the COVID‐19 pandemic: A work design perspective. Applied psychology,
70(1), 2021. 16-59.

59 C., Wang, J., Xu, T. C., Zhang, & Q. M. Li, Effects of professional identity on
turnover intention in China's hotel employees: The mediating role of employee
engagement and job satisfaction. Journal of Hospitality and Tourism Management,
45, 2020. 10-22.

60 S. H., Han, M., Sung, & B. Suh, Linking meaningfulness to work outcomes through
job characteristics and work engagement. Human Resource Development
International, 24(1), 2021. 3-22.

61 N., Magaji, V. O., Akpa, & B. H. Akinlabi, An assessment of the effect of job
enrichment on employee commitment in selected private universities in South- West
Nigeria. Global Advanced Research Journal of Management and Business, 7 (1),
2018. 20-30.



99

62 A., Olatoye, Job Enrichment and Job Performance: Evidence From Employees ‘in
Nigerian Breweries Plc, Imagbon, Ogun State. AAU Journal of Business Educators,
4(1), 2024. pp.463-473.

63 E.N., Eke, Job enrichment for improved teachers’ satisfaction in public secondary
schools in Anambra state. IGWEBUIKE: African Journal of Arts and Humanities,
9(4). 2023.

64 H. O. Odor, Work related stress and employee commitment at Delta state polytechnic,
OgwashiUku, Delta state of Nigeria. Global journal of management and business
research: Administration and management, 19 (1), 2019. 19-28.

65 H., Liu, F., Xu, & C. Wu, The role of synergistic interplay among LMX, leader
creativity expectations and job characteristics in stimulating creative process
engagement.Management Decision, 61(3), 2023. 610-636.

66 R., Mulligan, J., Ramos, P., Martín, & A. Zornoza, Inspiriting innovation: The effects
of leader-member exchange (LMX) on innovative behaviour as mediated by mindfulness
and work engagement. Sustainability, 13(10), 2021. 5409.

67 H. K., Van, P. M., Linh, N. T. T., Nhung, & V. M. Cuong, Linking Ethical
Leadership to Employee Creative Performace: The Role of Leader-Member Exchange
and Work Engagement. International Journal of Professional Business Review: Int.
J. Prof. Bus. Rev., 8(8), 2023. 46.

68 M. M., Gichuki, & M. G. Munjuri, Influence of job enlargement on employee
performance in the railway industry in Kenya. Archives of Business Research, 6(5).
2018

69 B. J., Shahi, R. K., Dahal, & B. B. Sharma, Flourishing organisational citizenship
behaviour through job characteristics. Journal of Business and Social Sciences
Research, 7(2), 2022. 29-46.

70 T., Kamani, Analysis of the Job Characteristics Model. Available at SSRN
2020.3600844.

71 M., Moras, Influence of Job Characteristics on Employees’ Job Satisfaction: An
Empirical Study. Turkish Journal of Computer and Mathematics Education
(TURCOMAT), 12(11), 2021. pp.6499-6506.

72 M., Seqhobane, & D. Kokt, How do job characteristics influence the motivation of
millennial hospitality employees?. SA Journal of Human Resource Management, 19,
9. 2021.



100

73 C., Merino-Soto, M., Lozano-Huamán, S., Lima-Mendoza, G., Calderón de la Cruz,
A., Juárez-García, & F. Toledano-Toledano, Ultrashort version of the Utrecht work
engagement scale (UWES-3): a psychometric assessment. International journal of
environmental research and public health, 19(2), 2022. 890

74 E., Koekemoer, & A. Crafford, Exploring subjective career success using the
Kaleidoscope Career Model. SA journal of industrial psychology, 45(1), 2019. 1-11.

75 M. M., Siruri, & S. Cheche, Revisiting the Hackman and Oldham job characteristics
model and Herzberg’s two factor theory: Propositions on how to make job enrichment
effective in today’s organizations. European Journal of Business and Management
Research, 6(2), 2021. 162-167.

76 A. A., Akinola, & O. Mayowa-Adebara, Influence of job characteristics on job
burnout among librarians in university libraries in Nigeria. Library and Information
Management Forum. 2020.

77 K., Awan, N., Ahmad, R. T., Naveed, M., Scholz, M., Adnan, & H. Han, The impact
of work–family enrichment on subjective career success through job engagement: A
case of banking sector. Sustainability, 13(16), 2021. 8872.

78 E., Koekemoer, C., Olckers, & C. Nel, Work–family enrichment, job satisfaction, and
work engagement: The mediating role of subjective career success. Australian Journal
of Psychology, 72(4), 2020. 347-358.

79 T. W., Ng, & D. C. Feldman, Subjective career success: A meta-analytic
review. Journal of vocational behavior, 85(2), 2014. 169-179.

80 D., Jiayu, C., Qishan, Y., Shuting, & X. Yue, Effect of Leaders’ Work Engagement on
Followers’ Subjective Career Success: A Multi-Level Model1. In Proceedings of Cross-
Cultural Occupational Health Psychology Forum (p. 40). 2015.

81 S. Elmas-Atay, Work values fit and subjective career success: The moderating role of
work engagement. International Review of Management and Marketing, 7(3), 2017.
113-120.

82 J., Pan, & W. Zhou, How do employees construe their career success: An improved
measure of subjective career success. International Journal of Selection and
Assessment, 23(1), 2015. 45-58.



101

83 A., Gaile, I., Baumane-Vītoliņa, K., Kivipõld, & A. Stibe, Examining subjective
career success of knowledge workers. Review of Managerial Science, 16(7), 2022.
2135-2160.

84 L., Dyke, & L. Duxbury, The implications of subjective career success. Zeitschrift
für ArbeitsmarktForschung, 43(3), 2011. 219-229.

85 J. S., Moon, & S. B. Choi, The impact of career management on organizational
commitment and the mediating role of subjective career success: The case of Korean
R&D employees. Journal of Career Development, 44(3), 2017. 191-208.

86 A. J., Schultheiss, E., Koekemoer, & A. Masenge, Career commitment and subjective
career success: Considering the role of career resilience and self-efficacy. Australian
Journal of Career Development, 32(2), 2023. 135-146.

87 Y., Lee, K., Kwon, W., Kim, & D. Cho, Work engagement and career: Proposing
research agendas through a review of literature. Human Resource Development
Review, 15(1), 2016. 29-54.

88 E., Koekemoer, H. L. R., Fourie, & L. I. Jorgensen, Exploring subjective career
success among blue-collar workers: Motivators that matter. Journal of Career
Development, 46(3), 2019. 314-331.

89 D., Jiayu, Qishan, C., Shuting, Y., & Yue, X. Effect of Leaders’ Work Engagement on
Followers’ Subjective Career Success: A Multi-Level Model1. In Proceedings of Cross-
Cultural Occupational Health Psychology Forum (p. 40). 2015.

90 R., Premchandran, & P. Priyadarshi, Do boundary preferences, work-family self-
efficacy and proactive personality predict job satisfaction? The mediating role of work-
family enrichment. In Evidence-Based HRM: A Global Forum for Empirical
Scholarship. Emerald Publishing Limited. Vol. 7, No. 2, 2019, pp. 198-212

91 S., Bhargava, & R. Baral, Antecedents and consequences of work-family enrichment
among Indian managers. Psychological Studies, 54, (2009). 213-225.

92 K. M., Shockley, H., Ureksoy, O. B., Rodopman, L. F., Poteat, & T. R. Dullaghan,
Development of a new scale to measure subjective career success: A mixed‐methods
study. Journal of organizational behavior, 37(1), 2016. 128-153.

93 J. P., Briscoe, R., Kaše, N., Dries, A., Dysvik, J. A., Unite, I., Adeleye,. & J. Zikic,
Here, there, & everywhere: Development and validation of a cross-culturally



102

representative measure of subjective career success. Journal of Vocational
Behavior, 130, 2021. 103612.

94 P. A. Heslin, Conceptualizing and evaluating career success. Journal of
Organizational Behavior: The International Journal of Industrial, Occupational
and Organizational Psychology and Behavior, 26(2), (2005). 113-136.

95 N. H. M., Nadhir, & F. Puteh, Impact assessment of job characteristics model on
employee engagement. E-Academia Journal, 6(1). 2017.

96 H. N., Ismail, A., Iqbal, & L. Nasr, Employee engagement and job performance in
Lebanon: the mediating role of creativity. International Journal of Productivity and
Performance Management, 68(3), 2019. 506-523..

97 M. B., Russell, G. L., Liggans, & P. A. Attoh, Job characteristics and employee
engagement: A national study of FCS extension educators. Journal of Family &
Consumer Sciences, 110(3), 2018. 24-31.

98 M., Baiquni, & A. A. Lizar, Can human resource practice and job characteristics
increase employee engagement and organizational commitment? Empirical study from
a coal mining company in Indonesia. Journal of Human Resources Management
Research, 1(1), 2020. 1-12.

99 W. G. P. A. Hidayat, The influence of employee engagement, work environment and
job characteristics on job satisfaction and performance. JEMSI (Jurnal Ekonomi,
Manajemen, dan Akuntansi), 9(4), 2023. 1652-1659.

100 M., Masharyono, R., Arifianti, I., Sukoco, H., Abdul Muhyi, & D. Eka Surya,
Influence of job characteristics, work environment, and engagement on employee
performance in Indonesian state-owned enterprises. Journal of Eastern European
and Central Asian Research (JEECAR), 10(6), 2023. 853–866.
https://doi.org/10.15549/jeecar.v10i6.1506

101 A. Hussein, Test of Hackman and Oldham’s job characteristics model at general
media sector. International Journal of Academic Research in Business and Social
Sciences, 8(1), 2018. 352–371. https://doi.org/10.6007/IJARBSS/v8-i1/3813

102 S. Hosseini, The causal relationship between job characteristics, organizational
support, stress and performance (Doctoral dissertation, Université d'Ottawa/University
of Ottawa). 2021.

https://doi.org/10.15549/jeecar.v10i6.1506
https://doi.org/10.6007/IJARBSS/v8-i1/3813


103

103 S.N., Thein, The Effect of Job characteristics on employee performance in Insurance
Companies in Yangon (Su Naing Thein, 2020) (Doctoral dissertation, MERAL Portal).
2020.

104 A. Johnstone, Who are millennials, baby boomers and generation Z? Generation
groups explained. 2018. Available https://www.thesun.co.uk/
fabulous/5505402/millennials-baby-boomers-generation-groups-z-y-x-explained/

105 M., Seqhobane, & D. Kokt, How do job characteristics influence the motivation of
millennial hospitality employees?. SA Journal of Human Resource Management, 19,
9. 2021.

106 M. Seqhobane, How do job characteristics influence the motivation of millennial
hospitality employees? SA Journal of Human Resource Management/ SA Tydskrif
vir Menslikehulpbronbestuur, 19(0), 2021. a1698. https://doi.
org/10.4102/sajhrm.v19i0.1698

107 C., Ruiz, & A. Davis, Strategies to retain millennial employees at full-service
restaurants. International Journal of Applied Management and Technology, 16(1),
2017. 166–185. https://doi.org/10.5590/IJAMT.2017.16.1.11

108 K. Elsbury, Five proven tactics for hiring and retaining millennial employees. 2018.
Available: https://www.forbes.com/sites/yec/2018/03/01/five-proventactics-for-hiring-
and-retaining-millennial-employees/#12f82eae2deb

109 P. G Adiarani, The effects of job characteristics on work engagement. Russian
Journal of Agricultural and Socio-Economic Sciences, 85(1), . 2019. 475-479.

110 R., Krishnan, S., Ismail, I., Ismail, R. N., Muhammed, G., Muthusamy, & K.
Kanchymalay, Employee work engagement: Understanding the role of job
characteristics and employee characteristics. Journal of Applied Environmental and
Biological Sciences, 4(10), 2015. 58-67.

111 S. H., Han, M., Sung, & B. Suh, Linking meaningfulness to work outcomes through
job characteristics and work engagement. Human Resource Development
International, 24(1), 2021. 3-22.

112 A. Grobelna, Effects of individual and job characteristics on hotel contact
employees’ work engagement and their performance outcomes: A case study from
Poland. International journal of contemporary hospitality management, 31(1),
2019. 349-369.

https://www.thesun.co.uk/
https://doi


104

113 A., Rai, & S. Maheshwari, Exploring the mediating role of work engagement
between the linkages of job characteristics with organizational engagement and job
satisfaction.Management Research Review, 44(1), 2020. 133-157.

114 L., Tisu, D., Lupșa, D., Vîrgă, & A. Rusu, Personality characteristics, job
performance and mental health: the mediating role of work engagement. Personality
and Individual Differences, 153, 2020. 109644.



105

Chapter Three

Methodology

This chapter describes the methods and instruments used in gathering and analyzing data

for this study. It outlines the research design; which is the blueprint of the study,

population of study; which helps in the choice of the sample, sampling technique and the

research instrument, method of data collection and procedure for analyzing data collected

which involve the strategy and procedure for summarizing and exploring relationships

among variables being considered in the investigation.

3.1 Research Design

The survey research design was used in this study. The survey is ideal for this study since

it aims to obtain insight into a phenomenon while also giving fundamental information on

the study's variables. The design employed the use of research instrument such as

questionnaire to obtain quantitative data from participants without any interference or

manipulation of the variables of the study which are subjective career success, job

characteristics, and work engagement of librarians.

3.2 Population of the Study

The population of this study comprised one hundred and thirty-five (135) library

personnel in tertiary institutions in Edo state. Based on the information from sources

such as the National University Commission (NUC), National Board of Technical

Education (NBTE) and National Council of College Education (NCCE), there are thirteen

tertiary institutions in Edo State. However, King's Polytechnic Ubiaja Edo State was
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excluded as it has just been established and has not fully developed library service. The

breakdown of the study population is provided in Table 3.1

Table 3.1: Population of the Study

S/N Tertiary Institutions Number of Librarians

1. University of Benin. 15

2. Ambrose Alli University, Ekpoma. 30

3. Edo State University Uzairue 6

4. Benson Idahosa University, Benin City. 8

5. Igbinedion University Okada 20

6. Samuel Adegboyega. University, Ogwa.
now glorious University)

5

7. Wellspring University, Evbuobanosa 4

8. Lighthouse Polytechnic 5

9. Federal College of Education (Technical)
Ekiadolor

7

10. Federal Polytechnic, Auchi 8

11. Edo state Polytechnic, Usen 9

12. Edo State College of Education 18

Total 135

Source4

3.3 Sample Size and Sampling Technique

The sample of this study is one hundred and thirty-five (135) librarians in tertiary

institutions in Edo State, Nigeria. The sample size is the number of sampling units drawn

from a population for the purpose of detailed examination. A sample is a representative of

the population, which allow valid conclusions about the entire population.. This means

that total enumeration was adopted as the sampling technique. The use of total



107

enumeration justified by the comparatively few numbers of library personnel involved in

the population

3.4 Description of the Research Instrument

A structured questionnaire adapted from various studies was used as the main instrument

for data collection. The questionnaire is divided into four main sections. Section A: This

consist mainly of the demographic information about the respondents, example of

questions in the section include age, gender, years of experience, academic qualification

etc.

Section B contains questions related to the level of work engagement of the respondents.

The items in this section were adapted from the Utrecht work engagement theory1. It has

three main subheadings namely; vigour, dedication and absorption. Examples of items in

the section include: “I find the work that I do full of meaning and purpose” “I can

continue working for very long periods at a time.”; All of the items are rated on 4 points

Likert Scale, e.g.; Strongly Agree (SA), Agree (A), Disagree (D) and Strongly Disagree

(SD).

Section C is focused on the level of subjective career success among the respondent. It is

adapted from an existing work2. The section has various subdivisions such as job success,

hierarchical success and financial success. In all, the section has fifteen items. Examples

of the items in the section include; “I am pleased with the promotions I have received so

far”, “I am receiving positive feedback about my performance from all quarters.”. All of

the items are rated on 4 points Likert Scale, e.g.; Strongly Agree (SA), Agree (A),

Disagree (D) and Strongly Disagree (SD).
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Section D contains statement related to job characteristics of the respondents. The items

in this section were adapted from a previous research work3. It has subheadings namely;

skill variety, task identity, task significance, job autonomy, and job feedback. Examples

of items in the section include; “My job provides variety of experiences on the job.” “I

can set my own schedule for completing assigned tasks.’; All of the items are rated on 4

points Likert Scale, e.g.; Strongly Agree (SA), Agree (A), Disagree (D), and Strongly

Disagree (SD).

3.5 Validity of the Research Instrument

Validity is the degree to which an instrument measures what it is supposed to measure.

The research instrument was examined for content and face validity by the research

supervisor and other experts in the field. Their suggestions and amendments were

incorporated into the final version of the instrument.

3.6 Reliability of the Research Instrument

The reliability of the research instrument was measured through a pre-test. The researcher

administered the research instrument on thirty (30) Librarians from Lead City University

Ibadan, and McPherson University, Seriki-Sotayo who were not part of the original study.

The responses were analysed to determine the Cronbach alpha value of each section of

the scale. The result shows that the instrument has a Cronbach Alpha score of 0.721

which indicates high level of reliability

3.7 Method of Data Collection

A letter introducing the researcher as a student was obtained from the Lead City

University Ibadan which was used to gain permission to conduct the research with
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approved ethical clearance from the tertiary institutions. The researcher administered the

questionnaire with the aid of three research assistants who were properly trained for three

days on the process of the data collection. The entire process of data collection lasted for

six weeks.

3.8 Method of Data Analysis

Descriptive and Inferential statistics was used to analyze the data. Descriptive statistics

such as frequency count, mean and standard deviation were used for the demographic

analysis and research questions while multiple regression analysis was used for

hypotheses one and two. Hypotheses three were tested using multiple regression analysis.

The analysis was conducted using the IBM SPSS Statistics data analysis software version

24.
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Chapter Four

Results and Discussion of Findings

This chapter presents the results of empirical data collected in the course of this study. In

order to meet the research objectives, one hundred and thirty-five (135) copies of the

research questionnaire were administered on librarians in tertiary institutions in Edo State.

The instrument was administered online using google form. However, one hundred and

six responses were received. This constitutes 79% return rate which is considered

adequate for generalisation. The breakdown of the returned questionnaire is provided in

Table 4.1

Table 4.1: Questionnaire Return Rate

Institutions Frequency Percent

Ambrose Ali University Library 13 12.2

Benson Idahosa University 16 15.0

College of Agriculture, Iguoriakhi 2 1.8

Dennis Osadebay University 1 .9

Edo State College of Education, Abudu 10 9.3

Edo State Polytechnic, Usen 6 5.6

Edo State University Uzairue 7 6.6

Federal College of Education, Ekiadolor 3 2.8

Federal Polytechnic, Auchi 4 3.6

Federal University of Petroleum Resources, Effurun Library 1 .9

Grace Polytechnic 1 .9

Igbinedion University Okada 10 9.4

King's Polytechnic, Ubiaja Edo State 2 1.8

Lighthouse Polytechnic 6 5.6
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Samuel Adegboyega. University, Ogwa. ( now glorious
University)

5 4.6

University of Benin 9 8.4

Wellspring University, Evbuobanosa 10 9.4

Total 106 100.0

Source: Researcher’s Fieldwork, 2024

4.1 Demographic of the Respondents

Table 4.2 Demographic Characteristics of the Respondents

Demographics Frequency Percent

Gender Female 65 61.3

Male 41 38.7

Total 106 100.0

Age 20 – 25yrs 12 11.3

26 – 30yrs 25 23.6

31 – 35yrs 27 25.5

36 – 40yrs 30 28.3

41-45yrs 12 11.3

Total 106 100.0

Educational Qualification ND/HND 11 10.4

BSc/BLIS 35 33.0

MLIS/MSc 34 32.1

M.Phil 12 11.3

PhD 14 13.2

Total 106 100.0
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Years of Experience: 0 – 5yrs 31 29.2

6 – 10yrs 32 30.2

11 – 15yrs 33 31.1

16 – 20yrs 6 5.7

21-25yrs 3 2.8

26 and above 1 .9

Total 106 100.0

Source: Researcher’s Fieldwork, 2024

Table 4.1 provides a breakdown of the demographic characteristic of the respondents.

The data on gender distribution reveals that the majority of respondents are female,

making up 61.3% of the total sample, while 38.7% are male. The age distribution of the

respondents shows a relatively balanced spread across different age groups, with the

largest group being 36-40 years old, comprising 28.3% of the respondents. The second

largest age group is 31-35 years, representing 25.5% of total respondents. Those aged 26-

30 years make up 23.6% of total respondents, while the youngest (aged 20-25 years) and

the oldest group (aged 41-45 years) both account for 11.3% each. This broad age range

indicates that the study captured perspectives from individuals at different stages of their

professional careers, providing a well-rounded view of the subject matter.

The educational qualifications of the respondents indicated that the majority hold either a

BSc/BLIS (33%) or MLIS/MSc (32.1%). A smaller percentage have achieved higher

qualifications, with 11.3% holding an M.Phil and 13.2% holding a PhD. Meanwhile,

10.4% have ND/HND. In terms of professional experience, the respondents display a

wide range of tenure in their respective fields. The majority have 11-15 years of
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experience, making up 31.1% of the respondents. A similar proportion of respondents

have between 6-10 years (30.2%) and 0-5 years (29.2%) of experience. Only a small

percentage have been in the field for 16-20 years (5.7%), 21-25 years (2.8%), or 26 and

above years (0.9%). This indicates that most of the respondents are either early or mid-

career professionals, with a few outliers who have more extensive experience.

In summary, the demographic profile of the respondents demonstrates diversity in terms

of gender, age, education, and professional experience. This variety offers a rich

foundation for interpreting the study’s findings, as it reflects a balanced representation of

different groups within the population.

4.2 Research Questions

Research Question One: What is the level of employee engagement among librarians in

universities in Edo State?

Table 4.3: Level Of Employee Engagement Among Librarians in Universities in Edo

State

Vigour Strongly
Agree

Agree
Disagree

Strongly
Disagree

Mean

At work, I feel bursting with energy.
49
(46.2%)

46
(43.4%)

9 (8.5%) 2 (1.9%) 3.34

I feel strong and vigorous when I am working. 32
(30.2%)

60
(56.6%)

13
(12.3%)

1 (.9%) 3.16

When I get up in the morning, I feel like
going to work.

23
(21.7%)

66
(62.3%)

16
(15.1%)

1 (0.9%) 3.05

I can continue working for very long periods
at a time.

25
(23.6%)

61
(57.5%)

20
(18.9%)

-- 3.05

At my job, I am very resilient, mentally. 22
(20.8%)

63
(59.4%)

21
(19.8%)

-- 3.01

At work, I always persevere, even when
things do not go well.

19
(17.9%)

69
(65.1%)

18
(17.0%)

-- 3.01

Average Mean
3.10
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Dedication

I find the work that I do full of meaning and
purpose.

20
(18.9%)

62
(58.5%)

24
(22.6%)

-- 2.96

I always feel motivated by my job. 19
(17.9%)

65
(61.3%)

21
(19.8%)

1 (.9%) 2.96

I am proud of the work that I do. 31
(29.2%)

50
(47.2%)

25
(23.6%)

3.06

To me, my job is challenging. 21
(19.8%)

54
(50.9%)

28
(26.4%)

3 2.8 2.88

I am enthusiastic about my job. 19
(17.9%)

56
(52.8%)

30
(28.3%)

1 .9 2.88

I feel happy when I am working intensely. 21
(19.8%)

63
(59.4%)

22
(20.8%)

-- 2.99

Average Mean 2.96

Absorption

Time flies when I am working. 25
(23.6%)

58
(54.7%)

22
(20.8%)

1 (.9 %) 3.01

When I am working, I forget everything else
around me.

18
(17.0%)

61
(57.5%)

25
(23.6%)

2 (1.9%) 2.90

I am immersed in my work. 24
(22.6%)

60
(56.6%)

21
(19.8%)

1 (0.9%) 3.01

I get carried away when I am working. 32
(30.2%)

54
(50.9%)

20
(18.9%)

-- 3.11

It is difficult to detach myself from my job. 23
(21.7%)

64
(60.4%)

19
(17.9%)

-- 3.04

I am often absorbed in my work. 34
(32.1%)

47
(44.3%)

11
(10.4%)

14
(13.2%)

2.95

Average Mean 3.00
Aggregate Mean 3.02

Source: Fieldwork, 2024
Decision Rule: 0.0.-1.99 = very low, 2.00-2.49 – low, 2.50 -2.99 = Moderate; 3.00-3.5
High, 3.51-4.00 = Very high

Table 4.3 presents the results of data collected on the level of work engagement among

the respondents. The variable is measured by three metrics namely; vigour, dedication,

and, absorption. Overall, the aggregate mean of 3.02 indicates a moderate level of

employee engagement among librarians. The data suggests that while vigour and
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absorption are relatively high, there is a need for improvement in areas related to

dedication, such as job meaning, motivation, and enthusiasm.

Under the dimension, ‘vigour, the results for the statement, "At work, I feel bursting with

energy," show that 46.2% of librarians strongly agree, and 43.4% agree. On the other

hand, 8.5% disagree while 1.9% strongly disagreed resulting in a high mean score of 3.34.

This indicates that a significant majority feel energetic at work. Similarly, 30.2% of the

respondents strongly agree and 56.6% agree with the statement, "I feel strong and

vigorous when I am working. Meanwhile, 12.3% disagree and a negligible 0.9% strongly

disagreed yielding a mean of 3.16. This shows that most librarians feel vigorous during

work, although some express less agreement.

The response to the statement, "When I get up in the morning, I feel like going to work,”

show 21.7% strongly agree, 62.3% agree, 15.1% disagree and 0.9% strongly disagree.

The item has a mean of 3.05, with suggesting a moderate level of morning enthusiasm.

For the item, "I can continue working for very long periods at a time," 23.6% strongly

agree and 57.5% agree, leading to a mean of 3.05, indicating that librarians can sustain

long working hours. On mental resilience, 20.8% strongly agree and 59.4% agree with

the statement, "At my job, I am very resilient, mentally," with a mean of 3.01. This

reflects a generally positive self-assessment of mental toughness. Finally, for the item,

"At work, I always persevere, even when things do not go well," 17.9% strongly agree

and 65.1% agree, with a mean of 3.01, suggesting that librarians are generally persistent

through challenges. The average mean for vigour is 3.10, indicating a generally high level

of energy and resilience among librarians.
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In terms of dedication, the results show a moderate engagement level. For the statement,

"I find the work that I do full of meaning and purpose," only 18.9% strongly agree, and

58.5% agree, leading to a mean of 2.96. This suggests that while many find some

meaning in their work, a significant number do not feel strongly about it. Similarly,

17.9% strongly agree and 61.3% agree that they "always feel motivated by my job," with

a mean of 2.96, indicating moderate motivation. On pride in their work, 29.2% strongly

agree and 47.2% agree with, "I am proud of the work that I do," yielding a higher mean

of 3.06. This shows a stronger sense of pride among librarians. The statement, "To me,

my job is challenging," has a mean of 2.88, with 19.8% strongly agreeing and 50.9%

agreeing, indicating that while some find their job challenging, it is not universally

perceived as such.

Enthusiasm is similarly moderate, with 17.9% strongly agreeing and 52.8% agreeing

with, "I am enthusiastic about my job," resulting in a mean of 2.88. For the statement, "I

feel happy when I am working intensely," 19.8% strongly agree and 59.4% agree, giving

a mean of 2.99. This reflects that librarians experience moderate happiness when working

intensely. The average mean for dedication is 2.96, suggesting that while librarians find

some aspects of their work meaningful, motivation and enthusiasm could be improved.

Absorption levels among librarians show a moderate degree of engagement. For the

statement, "Time flies when I am working," 23.6% strongly agree and 54.7% agree,

leading to a mean of 3.01, indicating a good level of engagement with time passing

quickly. On the statement, "When I am working, I forget everything else around me,"

17.0% strongly agree and 57.5% agree, with a mean of 2.90, suggesting moderate

absorption but also some variability.
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The statement, "I am immersed in my work," has a mean of 3.01, with 22.6% strongly

agreeing and 56.6% agreeing, showing a reasonable level of immersion. For, "I get

carried away when I am working," 30.2% strongly agree and 50.9% agree, resulting in a

mean of 3.11, indicating high levels of absorption. The statement, "It is difficult to detach

myself from my job," has a mean of 3.04, with 21.7% strongly agreeing and 60.4%

agreeing, reflecting strong engagement in work. Lastly, for, "I am often absorbed in my

work," 32.1% strongly agree and 44.3% agree, resulting in a mean of 2.95, indicating that

while many librarians are absorbed, there is variability. The average mean for absorption

is 3.00, suggesting a generally moderate to high level of engagement.

Research Question Two: What is the level of subjective career success among

librarians in universities in Edo State

Table 4.4: Subjective Career Success Among Librarians in Edo State
Job Success Strongly

Agree
Agree Disagree Strongly

Disagree
Mean

I am receiving positive feedback
about my performance from all
quarters.

68 (64.2%) 30
(28.3%)

7 (6.6%) 1 (.9 %) 3.56

I am offered opportunities for
further education by my employer.

21 (19.8%) 72
(67.9%)

10 (9.4%) 3 (2.8%) 3.05

I have enough responsibility on
my job.

30 (28.3%) 58
(54.7%)

16
(15.1%)

2 (1.9%) 3.09

I am fully backed my managers in
my work.

33 (31.1%) 53
(50.0%)

16
(15.1%)

4 (3.8%) 3.08

I am in a job which offers me the
chance to learn new skills.

21 (19.8%) 64
(60.4%)

20
(18.9%)

1 (.9%) 2.99

I am most happy when I am at
work.

19 (17.9%) 66
(62.3%)

19
(17.9%)

2 (1.9%) 2.96

I am dedicated to my work. 33 (31.1%) 58
(54.71%)

5 (14.2%) -- 3.17

Average Mean 3.12
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Financial Success
Strongly
Agree

Agree Disagree Strongly
Disagree

Mean

I am in a position to do mostly
work which I really like.

28 (26.4%) 50
(47.2%)

26
(24.5%)

2 (1.9%) 2.98

I am receiving fair compensation
compared to my peers.

21 (19.8%) 69
(65.1%)

14
(13.2%)

2 (1.9%) 3.03

I am drawing a high income
compared to my peers.

25 (23.6%) 55
(51.9%)

25
(23.6%)

1 (0.9%) 2.98

I am earning as much as I think
my work is worth.

22 (20.8%) 57
(53.8%)

23
(21.7%)

4 3.8 2.92

Average Mean 3.02

Hierarchical Success Strongly
Agree

Agree Disagree Strongly
Disagree

Mean

I am pleased with the promotions
I have received so far.

25 (23.6%) 54
(50.9%)

24
(22.6%)

3 (2.8%) 2.95

I am reaching my career goals
within the time frame I set for
myself.

33 (31.1%) 50
(47.2%)

20
(18.9%)

3 (2.8%) 3.07

I am in a job which offers
promotional opportunities.

31

(29.2 %)

53
(50.0%)

19
(17.9%)

3

(2.8%)

3.06

Average Mean 3.03

Aggregate Mean 3.06

Source: Fieldwork, 2024
Decision Rule: 0.0.-1.99 = very low, 2.00-2.49 – low, 2.50 -2.99 = Moderate; 3.00-3.5
High, 3.51-4.00 = Very high.

Table 4.4 provide a detailed overview of subjective career success among librarians in

Edo State. Subjective career success is examined under three dimensions, namely, job

success, financial success and hierarchical success. In the dimension of job success. The



120

aggregate mean of 3.06 indicates a high level of subjective career success among

librarians in Edo State, Nigeria.

The breakdown of the responses shows that majority strongly agree (64.2%) and agree

(28.3%) that they receive positive feedback on their performance, leading to the highest

mean score (3.56). Only 6.6% disagreed, and 0.9% strongly disagreed. In term of

opportunities for further education 19.8% strongly agreed and 67.9% agreed, 9.4%

disagreed, and 2.8% strongly disagreed, resulting in a mean score of 3.05. This suggests a

relatively positive outlook on professional development, but there is a noticeable gap

where a small segment feels these opportunities are lacking.

Most respondents felt satisfied with their level of responsibility, with 28.3% strongly

agreeing and 54.7% agreeing. However, 15.1% disagreed, and 1.9% strongly disagreed,

giving a mean score of 3.09. While this reflects a general contentment, a small group may

desire more engaging or significant responsibilities. Managerial backing received positive

responses, with 31.1% strongly agreeing and 50% agreeing, yielding a mean score of 3.08.

However, 15.1% disagreed, and 3.8% strongly disagreed, suggesting that some librarians

may feel under-supported by their supervisors. On whether their jobs offer chances to

learn new skills, 19.8% strongly agreed, 60.4% agreed, 18.9% disagreed, and 0.9%

strongly disagreed, resulting in a mean score of 2.99. Although most respondents are

satisfied with skill acquisition, nearly one in five librarians expressed dissatisfaction,

indicating a need for more opportunities to grow.

Furthermore, when asked if they are happiest when at work, 17.9% strongly agreed,

62.3% agreed, 17.9% disagreed, and 1.9% strongly disagreed, resulting in a mean score

of 2.96. This indicates that while most are content, a small group does not find their



121

workplace as fulfilling. Also, 31.1% of the respondents strongly agree and 54.7% agree

that they are dedicated to their work, with only 14.2% disagreeing. This item received a

mean score of 3.17, reflecting strong commitment among the respondents. Job Suitability:

Regarding whether they are in positions that offer work they genuinely enjoy, 26.4%

strongly agreed, and 47.2% agreed, while 24.5% disagreed, and 1.9% strongly disagreed.

The mean score of 2.98 indicates a positive outlook but with room for improvement in

job satisfaction. On average, the mean score for the dimension, job success is 3.12

indicating a high perception of job success among the respondents.

In the dimension of financial success, 19.8% strongly agreed and 65.1% agreed that they

receive fair compensation compared to their peers. However, 13.2% disagreed, and 1.9%

strongly disagreed, leading to a mean score of 3.03. Similarly, for income, 23.6%

strongly agreed, 51.9% agreed, 23.6% disagreed, and 0.9% strongly disagreed, resulting

in a mean of 2.98. This suggests that compensation is adequate but not universally

satisfying. On whether respondents felt they were earning as much as their work is worth,

20.8% strongly agreed, 53.8% agreed, 21.7% disagreed, and 3.8% strongly disagreed,

leading to a mean score of 2.92. This lower score indicates that many librarians feel

underpaid for their contributions. On average, the dimension of financial success records

a mean score of 3.02 which suggest an overall high level of satisfaction with financial

rewards attached to the job of librarians in Edo State.

The third dimension is hierarchical success which explores the perception of career

progress among the respondents. When asked about satisfaction with promotions received

so far, 23.6% strongly agreed, 50.9% agreed, 22.6% disagreed, and 2.8% strongly

disagreed, resulting in a mean of 2.95. This reflects moderate satisfaction, with a notable
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proportion feeling limited in advancement opportunities. On the item about reaching

career goals within the desired time frame, 31.1% strongly agreed, 47.2% agreed, 18.9%

disagreed, and 2.8% strongly disagreed, with a mean score of 3.07. This indicates that

most librarians are on track with their career aspirations, but some feel delayed in

reaching their targets. A mean score of 3.06 was recorded for whether the job offers

promotional opportunities, with 29.2% strongly agreeing and 50% agreeing. However,

17.9% disagreed, and 2.8% strongly disagreed, suggesting that although most librarians

perceive promotional opportunities, some may feel they are scarce.

Research Question Three: What are the Prevalent Job Characteristics Among Librarians

in Universities in Edo State

Table 4.5 The Prevalent Job Characteristics Among Librarians in Universities in

Edo State

Skill Variety Strongly
Agree

Agree Disagree Strongly
Disagree

Mean

My job provides variety of

experiences on the job.

59 (55.7%) 36

(34.0%)

6 (5.7%) 5 (4.7%) 3.41

I can use the skills that I have to

handle the problem in my job

33 (31.1%) 56

(52.8%)

13 (12.3%) 4 (3.8%) 3.11

The job I do is such that utilises

variety of skills, talents and

abilities.

29 (27.4%) 56

(52.8%)

19 (17.9%) 2 (1.9%) 3.06
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My job supports additional training

and education

23 (21.7%) 61

(57.5%)

20 (18.9%) 2 (1.9%) 2.99

Average Mean 3.14

Task Significance Strongly
Agree

Agree Disagree Strongly
Disagree

Mean

How well I work affects the lives of

other people.

29 (27.4%) 57

(53.8%)

17 (16.0%) 3 (2.8%) 3.06

My job influences day-to-day

institutional success.

31 (29.2%) 53

(50.0%)

19 (17.9%) 3 (2.8%) 3.06

My job gives me a sense of

achievement

27 (25.5%) 61

(57.5%)

16 (15.1%) 2 (1.9%) 3.07

It is only when my job gets done,

other jobs can be completed

23 (21.7%) 57

(53.8%)

25 (23.6%) 1 (.9%) 2.96

Average Mean 3.04

Task Identity

Once I start a task, I feel have to
finish it.

19 (17.9%) 67
(63.2%)

18 (17.0%) 2 (1.9%) 2.97

I understand the job from start to
end.

20 (18.9%) 63
(59.4%)

22 (20.8%) 1 (.9%) 2.96

I do a complete task from start to
finish.

26 (24.5%) 64
(60.4%)

13 (12.3%) 3 (2.8%) 3.07
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I have chance to do an entire piece
of work from beginning to end.

27 (25.5%) 62
(58.5%)

14 (13.2%) 3 (2.8%) 3.07

Average Mean 3.02

Feedback Strongly
Agree

Agree Disagree Strongly
Disagree

Mean

Satisfaction of my supervisor is
known while doing my job

23 (21.7%) 63
(59.4%)

16 (15.1%) 4 (3.8%) 2.99

Satisfaction of the users are known
while doing my job

29 (27.4%) 57
(53.8%)

18 (17.0%) 2 (1.9%) 3.07

There is clear and direct
information about job outcomes.

17 (16.0%) 74
(69.8%)

13 (12.3%) 2 (1.9%) 3.00

I receive on the job feedback from
my superior about my activities.

19 (17.9%) 61
(57.5%)

23 (21.7%) 3 (2.8%) 2.91

Average Mean 2.99

Job Autonomy

I can set my own schedule for

completing assigned tasks.

19 (17.9%) 71

(67.0%)

15 (14.2%) 1 (.9%) 3.02

My job gives me a chance to use

my personal initiative and judgment

in carrying out the work.

30 (28.3%) 58

(54.7%)

18 (17.0%) -- 3.11

My job provides opportunity of

self-directed flexible working hours

25 (23.6%) 60

(56.6%)

20 (18.9%) 1 (.9%) 3.03

I have freedom to decide how I

perform assigned tasks.

29 (27.4%) 54

(50.9%)

20 (18.9%) 3 (2.8%) 3.03

Average Mean 3.05

Aggregate Mean 3.05

Source: Fieldwork, 2024
Decision Rule: 0.0.-1.99 = very low, 2.00-2.49 – low, 2.50 -2.99 = Moderate; 3.00-3.5
High, 3.51-4.00 = Very high
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Table 4.3 presents the analysis on the various job characteristics experienced by librarians

in universities in Edo State. Job characteristics is measured through metrics that include

skill variety, task significance, task identity, feedback, and job autonomy. In the

dimension of skill variety, majority of librarians (55.7%) strongly agreed or agreed

(34.0%) that their jobs provide a variety of experiences, leading to a high mean score of

3.41. Only 5.7% disagreed, and 4.7% strongly disagreed. Most librarians also strongly

agreed (31.1%) or agreed (52.8%) that they can use their skills to handle job-related

problems, with a mean score of 3.11. A smaller proportion however disagreed (12.3%)

while 3.8% of the respondents strongly disagreed.

In terms of the utilization of variety of skills, talents, and abilities in the workplace,

27.4% of the respondents strongly agree and 52.8% agree that their jobs require varying

skill sets. However, 17.9% disagreed leading to a mean score of 3.06 indicating high skill

requirement but room for improvement in fully utilizing the talents of all librarians.

Moreover, 21.7% of respondents strongly agreed and 57.5% agreed, 18.9% disagreed,

and 1.9% strongly disagreed that they receive support for additional training and

education leading to a mean score of 2.99. The responses suggest that training and

education opportunities are moderately supported.

The second dimension is task significance. The results in this dimension show that most

librarians either strongly agree (27.4%) or agree (53.8%) that their work significantly

affects others. However, 16% of them disagreed resulting in a mean score of 3.06. In

addition, Majority of the respondents have positive perception that their work influences

day-to-day institutional success, with 29.2% strongly agreeing and 50% agreeing.

However, 17.9% disagreed resulting in a mean score of 3.06.
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The results also show that most respondents strongly agree (25.5%) or agree (57.5%) that

their jobs give them a sense of achievement. However, 15.1% disagreed while 1.9%)

strongly disagreed with this notion resulting in a mean score of 3.07. On the perception

that their work enables other tasks to be completed 21.7% of the respondents strongly

agree and 53.8% agree. However, 23.6% disagreed leading to a slightly lower mean

score of 2.96.

Another dimension of job characteristics is task identity. The responses in this section

show that most librarians either strongly agree (17.9%) or agree (63.2%) that they feel

compelled to finish tasks they start, although 17% disagreed. This item has a mean score

of 2.97. Similarly, 18.9% strongly agreed, and 59.4% agreed that they understand their

tasks from start to finish, while 20.8% disagreed resulting in a mean score of 2.96. On the

other hand, 24.5% of the respondents strongly agree and 60.4% agreeing that they can

complete tasks from start to finish. On the contrary, 12.3% disagreed while 2.8%

strongly disagreed indicating that some library tasks often require collaboration. This

item received a higher mean score of 3.07. Notwithstanding, 25.5% of the respondents

strongly agree and 58.5% agree that they have the opportunity to see tasks through from

beginning to end. However, some do not have this chance as 13.2% of the respondents

disagree while 2.8% strongly disagree similarly, a mean score of 3.07 was recorded.

In the dimension of feedback, 21.7% of the respondents strongly agreed and 59.4%

agreed, that they regularly receive feedback from their supervisors. However, 15.1%

disagreed, resulting in a mean score of 2.99. Indicating some gaps in receiving feedback.

In term of user satisfaction, 27.4% of the respondents strongly agree and 53.8% agree that
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they have received positive feedback from satisfied clients. However, 17.0% disagree and

1.9% strongly disagree leading to a slightly higher mean score of 3.07

When asked whether they always receive clear and direct information about job outcomes,

16% of the respondents strongly agree and 69.8% agree. Meanwhile, 12.3% disagree and

a minor 1.9% strongly disagree resulting in a mean score of 3.00. Similarly, 17.9% of the

respondents strongly agree, 57.5% agree, and 21.7% disagreed that the regularly receive

feedback from superiors about activities on the job resulting in a mean score of 2.91

suggesting room for improvement in this area.

The last metric of job characteristics is job autonomy. Librarians expressed moderate

satisfaction with their ability to set their schedules, with 17.9% strongly agreeing, 67%

agreeing, 14.2% disagreeing, and 0.9% strongly disagreeing, leading to a mean score of

3.02. Also 28.3% strongly agreed and 54.7% agreed they have opportunities to use their

initiative and judgment in carrying out tasks. However, 17.0% of the respondents

disagreed leading to a mean score of 3.11. In addition, 23.6% of the respondents strongly

agree and 56.6% agree while 18.9% disagreed that there is flexibility in their working

hours resulting in a mean score of 3.03.

4.3 Presentation of Hypotheses

Hypothesis One: There will be no significant influence of subjective career success on

employee engagement among librarians in universities in Edo State

Table 4.6: Influence of Subjective Career Success on Employee Engagement Among
Librarians in Universities in Edo State
Model Summary

Model R R
Square

Adjusted R
Square

Std. Error of
the Estimate

1 .315a .099 .091 .34832
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a. Predictors: (Constant), Subjective Career Success

ANOVAa

Model Sum of
Squares

df Mean
Square

F Sig.

1 Regression 1.389 1 1.389 11.452 .001b

Residual 12.618 104 .121
Total 14.007 105

a. Dependent Variable: Employee Engagement

b. Predictors: (Constant), Subjective Career Success

Coefficientsa

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std.
Error

Beta

1 (Constant) 2.083 .279 7.463 .000
Subjective Career
Success

.306 .090 .315 3.384 .001

a. Dependent Variable: Employee Engagement

Source: Researcher’s Fieldwork, 2024

Table 4.6 presents the results of the regression analysis on the influence of subjective

career success on employee engagement among librarians in universities in Edo State.

The result from the Model Summary shows that the correlation coefficient (R) of 0.315

indicates a moderately positive influence of subjective career success on employee

engagement. The adjusted R Square of 0.091 suggests that subjective career success

explains approximately 9.1% of the variance in employee engagement. This implies that

other factors contribute to the remaining variance, indicating the presence of additional

predictors influencing employee engagement.
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The ANOVA table further confirmed the influence of subjective career success on

employee engagement. The F-statistic of 11.452 is significant (p = 0.001), showing that

the model as a whole is statistically significant. This means that subjective career success

has a meaningful impact on employee engagement.

Furthermore, the unstandardized coefficient for subjective career success is 0.306,

indicating that for every unit increase in subjective career success, employee engagement

increases by 0.306 units. The t-value (3.384) and significance level (p = 0.001) confirm

that this predictor is statistically significant. In line with this, the null hypothesis stating

that; there will be no significant influence of subjective career success on employee

engagement among librarians in universities in Edo State, is hereby rejected.

Hypothesis Two; There will be no significant influence of job characteristics on

employee engagement among librarians in universities in Edo State

Table 4.7 influence of job characteristics on employee engagement among

librarians in universities in Edo State

Model Summary

Model R R
Square

Adjusted R
Square

Std. Error of the
Estimate

1 .656a .431 .425 .27689

a. Predictors: (Constant), Job Characteristics
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ANOVAa

Model Sum of
Squares

df Mean
Square

F Sig.

1 Regression 6.034 1 6.034 78.697 .000b

Residual 7.974 104 .077

Total 14.007 105

a. Dependent Variable: Employee Engagement

b. Predictors: (Constant), Job Characteristics

Coefficientsa

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta
(Constant)

Job Characteristics

1.107 .217 5.098 .000

.628 .071 .656 8.871 .000

a. Dependent Variable: Employee Engagement

Source: Researcher’s Fieldwork, 2024

Table 4.7 present the result of regression analysis on the influence of job characteristics

on employee engagement among librarians in Edo State. This analysis evaluates the

influence of in Edo State based on the model summary, ANOVA, and coefficients. From

the model summary, the results show a correlation coefficient (R) of 0.656 which

indicates a strong positive influence of job characteristics on employee engagement. The

adjusted R Square of 0.425 shows that 42.5% of the variation in employee engagement

can be explained by job characteristics, which suggests that job characteristics are a

significant predictor of engagement.
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Furthermore, the ANOVA table shows a F-statistic of 78.697 which is highly significant

(p = 0.000), demonstrating that the model is statistically significant. This means that job

characteristics have a meaningful and substantial impact on employee engagement. The

large F-value further supports the strong influence of job characteristics on employee

engagement.

In addition, the coefficients table shows that the unstandardized coefficient for job

characteristics is 0.628, indicating that for every unit increase in job characteristics,

employee engagement increases by 0.628 units. The t-value of 8.871 and the highly

significant p-value (0.000) indicate that job characteristics are a significant predictor of

employee engagement. In view of this, the null hypothesis stating that; There will be no

significant influence of job characteristics on employee engagement among librarians in

universities in Edo State is hereby rejected.

Hypothesis Three: There will be no combined significant influence of subjective career

success and job characteristics on employee engagement among librarians in universities

in Edo State

Table 4.8 Combined Influence of Subjective Career Success and Job Characteristics

on Employee Engagement Among Librarians in Universities in Edo State.

Model Summary

Model R R
Square

Adjusted R
Square

Std. Error of
the Estimate

1 .656a .431 .420 .27821

a. Predictors: (Constant), Job Characteristics, Subjective Career Success
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ANOVAa

Model Sum of
Squares

df Mean
Square

F Sig.

Regression 6.035 2 3.018 38.988 .000b

Residual 7.972 103 .077

Total 14.007 105

a. Dependent Variable: Employee Engagement

b. Predictors: (Constant), Job Characteristics, Subjective Career Success

Coefficientsa

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta
(Constant)

Subjective Career Success

Job Characteristics

1.088 .257 4.229 .000

.012 .082 .012 .144 .885

.622 .080 .651 7.748 .000

a. Dependent Variable: Employee Engagement

Source: Researcher’s Fieldwork, 2024

Table 4.8 provides the results of multiple regression analysis on the combined influence

of subjective career success and job characteristics on employee engagement among

librarians in Edo State. This analysis examines how the combined effects of subjective

career success and job characteristics influence employee engagement. From the model

summary, the correlation coefficient (R) is 0.656, indicating a strong positive influence of

subjective career success and job characteristics, onemployee engagement. The R Square

value of 0.431 shows that 43.1% of the variation in employee engagement is explained by
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both subjective career success and job characteristics combined. The adjusted R Square

of 0.420, which adjusts for the number of predictors, confirms that the combined model

still explains a substantial portion of the variance, though not much more than job

characteristics alone.

Furthermore, the F-statistic of 38.988 is significant (p = 0.000) as shown in the ANOVA

table, meaning that the combined model is statistically significant and provides a

meaningful explanation for employee engagement.

In addition, the coefficients values shows the contribution of each variable and their

combined influence. For subjective career success, the unstandardized coefficient is 0.012,

with a non-significant p-value of 0.885. This suggests that subjective career success does

not have a significant effect on employee engagement when job characteristics are

considered. On the other hand, job characteristics have a much stronger influence, with

an unstandardized coefficient of 0.622 and a highly significant p-value (0.000). This

shows that job characteristics remain a significant and strong predictor of employee

engagement even when subjective career success is added to the model. The implication

of these results is that the null hypothesis stating that; there will be no combined

significant influence of subjective career success and job characteristics on employee

engagement among librarians in universities in Edo State, is hereby rejected.

4.4 Discussion of Findings

The study found that librarians in Edo State generally experience positive career success,

especially in areas such as receiving positive feedback, dedication to work, and perceived

opportunities for growth. However, the findings however showed shortcomings in areas

such as compensation, learning opportunities, and promotion satisfaction. The finding
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means that, while there is a highly positive perception of subjective career success among

the respondents, there is still room for improvement. This is highlighted in a study which

showed the employees' average work engagement level was higher than the South

African standard. The study highlighted the importance of job resources, organizational

assistance, opportunities for advancement, social support, and progression opportunities,

were found to be important elements in employee engagement1. The finding that critical

elements such as positive feedback and perceived opportunities for growth are below

expectations in this therefore calls for improvement.

The result is in line with another study which also show high level of employee

engagement. The results revealed that job demands and job resources were negatively

associated yet both positively influenced engagement. The findings imply that job

resources are a higher predictor of involvement2. Focusing on work engagement is

justified in literature by its importance to organisational success. From a human resource

management (HRM) standpoint, work engagement is seen as a critical factor for

organizational success and competitive advantage.

HR professionals focus on strategies to enhance engagement through various practices.

Recruitment and selection processes aim to identify and hire individuals who are likely to

be highly engaged, leading to a more motivated and productive workforce. Training and

development opportunities boost engagement by making employees feel valued and

supported. Performance management practices, including regular feedback, recognition,

and appraisals, reinforce engagement by acknowledging employees' efforts and

contributions. Moreover, initiatives that promote work-life balance, such as flexible

working arrangements, help sustain engagement by reducing burnout and stress3.
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Employees that are engaged feel that they are effectively and energetically connected to

their work and believe they are capable of handling the responsibilities of their position.

Work engagement is a multifaceted concept that has garnered attention from various

perspectives, including organizational psychology, human resource management, and

leadership studies. Each perspective offers unique insights into the nature of work

engagement, its antecedents, and its outcomes4.

The findings also indicate that librarians in universities in Edo State generally experience

positive job characteristics, particularly in terms of skill variety, task significance, and job

autonomy. There is a strong sense of achievement among the respondents. However,

feedback from supervisors and opportunities for additional training and education are

areas that could be enhanced. The finding on the positive perception of job characteristics

aligns with the position of experts that job characteristics are constructions that

organizations must integrate into the lifestyle of their employees. It provides guidance on

the organization’s structure, maintenance, and productivity. Job characteristics enhance

employees' functional capabilities and their effective and efficient utilization for

organizational growth5.

Organisational behaviour experts interrogated the significance of the job feature

indicators, specifically skill variety, task significance, and autonomy. The study identified

a three-factor solution, maintaining task identification and feedback as valid dimensions

of work characteristics, while revealing a third dimension that combined skill variety,

task significance, and autonomy into one factor. Their findings contest the theoretical

premise that job qualities are most accurately represented by a five-dimensional

framework6. For instance, skill variety entails the degree to which employees employ
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different skills to complete their work. Skill diversity is defined as "the range of skills

required to complete a particular piece of work that leads to the desired individual and job

results,"7.

The finding of this study that supervisor’s feedback is below expectation should be a

matter of note for the organisations. As pointed out by a scholar, timely and constructive

feedback helps employees understand how well they are doing and what areas need

improvement, which can enhance job performance and development. For librarians,

regular feedback from supervisors and patrons can provide valuable insights into their

work, helping them to continuously improve and feel more competent8.

The study also found a moderately high level of employee engagement among librarians.

The data suggests that while vigour and absorption are relatively high, there is a need for

improvement in areas related to dedication, such as job meaning, motivation, and

enthusiasm. This finding paints a good picture for the concerned organisations as

employee engagement has been described as a major concern among managers, based on

the perceived impact that engagement has on employee attitudes and performance, which

in turn impacts organizational effectiveness, customer service, productivity, customer

satisfaction, profitability, and firm performance9.

Research indicates that engaged employees are not only more productive but also more

committed to their organization, showcasing a willingness to go above and beyond their

job requirements. This discretionary effort often translates into innovative solutions and

improved service delivery, which can differentiate a company in a competitive market.

Additionally, engaged employees tend to exhibit lower turnover rates, reducing
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recruitment and training costs for the organization and maintaining a stable and

experienced workforce10.

The degree of employee engagement affects people personally in addition to

organisational outcomes. Research indicates that contented workers exhibit higher job

satisfaction, greater organisational commitment, and a greater propensity to participate in

positive actions beyond their professional responsibilities11. Additionally, engaged

workers typically do superior work. Employees that are engaged take initiative and learn

more. Research has also shown that participation benefits people in ways that go beyond

the job. According to research, those who felt engaged at work felt good about

themselves, which in turn encouraged them to be more involved with their families12.

Low levels of employee engagement are linked to a number of detrimental effects, whilst

high levels of engagement have a positive impact on both individuals and organisations.

Compared to engaged employees, disengaged workers engage in detrimental work

behaviour more frequently13. Compared to their more engaged colleagues, disengaged

workers are more likely to withdraw from the company, express greater levels of

intention to leave the company, and have higher absence rates. Employee disengagement

increases the likelihood of engaging in unfavourable behaviours that affect customer

satisfaction and customer service5.

The test of the first hypothesis revealed that subjective career success significantly

influences employee engagement, although the effect size is moderate. This suggests that

enhancing subjective career success could contribute to higher employee engagement but

is not the sole determinant, indicating the need to explore other factors. This finding is

supported by several related studies. Although, there are few studies focusing on the

direct influence of subjective career success and job engagement, scholars have found
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that subjective career success was found to indirectly effect the relationship between

work–family enrichment and job satisfaction and work engagement. The study went to

further report that work–family enrichment has a significant influence on subjective

career success, job satisfaction and work engagement14.

Similarly, another study found that subjective career success demonstrated a significant

positive correlation with work engagement, which subsequently led to improved

employee work performance and a decrease in work withdrawal behaviour, as well as

mental and physical health issues15. In the same vein, researchers from Turkey found that

The results indicated that career commitment had a significant and positive effect on

subjective career success. Furthermore, the positive relationship between career

commitment and subjective career success was stronger for employees with a high level

of self-nomination and for employees with a high level of networking16.

The test of the second hypothesis revealed that job characteristics have a substantial and

statistically significant influence on employee engagement among librarians in Edo State.

This model demonstrates that job characteristics are a key factor driving engagement

among librarians, making them a priority for organizational improvement efforts. This

finding is supported by previous studies. One of such studies examined the influence of

job characteristics on work engagement among library personnel and found that role

ambiguity significantly affects work engagement. However, this is reduced when

employees have supportive co-workers17.

A study examined the impact of the Job Characteristics Model (JCM) on employee

engagement. The research adapted the final draft of Hackman and Oldham's JCM that

appeared in 1980. The JCM's five fundamental features, skill variety, job identity, task

significance, autonomy, and feedback, were evaluated to figure out their impact on
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employee engagement. A systematic questionnaire was used to collect the data. Data

were obtained from 234 public service employees from Malaysia's Ministry of Tourism

and Culture. The data was examined using SPSS. According to the data, just three JCM

fundamental factors influenced employee engagement18.

Another study assessed the level of work engagement in a manufacturing organization

and looked at the relationships between job characteristics and work engagement. A

longitudinal design was employed. This study comprised 83 employees from the business.

The Job Demands-Resources Scale and the Utrecht Work Engagement Scale served as

measurement tools. The results showed the employees' average work engagement level

was higher than the South African standard. Job resources, such as organizational

assistance, possibilities for advancement, social support, and progression opportunities,

were found to be associated with employee engagement. Job requirements did not have a

major influence on employee engagement. The primary drivers of work engagement were

support from management as well as development opportunities19.

In a related study that first that used the job demands-resources theory (JD-R) revealed

that job demands and job resources were negatively associated yet both positively

influenced employee engagement. The findings imply that job resources are a higher

predictor of work engagement20. Another researcher who investigated how job

characteristics affected employee engagement and organizational commitment, found

practice and working conditions have a positive effect on dedication to the organization,

while job characteristics and employee engagement each have an advantageous impact.

Surprisingly, the study's results revealed that HR practices have a detrimental impact on

employee engagement. This study showed a different outcome than the majority of

studies, which stated that HR practice has a positive impact on employee engagement21.
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The combined analysis reveals that there is a combined influence of subjective career

success and job characteristics on employee engagement among librarians in Edo State.

However, job characteristics are the primary driver of employee engagement, while

subjective career success has a negligible influence in this model. The finding is

supported by existing literature as job characteristics has been identified as a significant

factor in work engagement in several studies compared to a few study that only found

indirect influence of subjective career success on work engagement.

In a related study, researchers investigated whether job qualities, work environment, and

employee involvement all had an impact on employee performance. The suggests

suggest that worker engagement is greatly impacted by job characteristics; employee

engagement is significantly influenced by the work environment; employee performance

is influenced by job characteristics; worker performance is influenced by the work

environment but not significantly; employee performance is significantly influenced by

worker engagement; and employee performance is significantly influenced by job

characteristics through Good employee performance is intended contribute to improved

productivity22.

In another study, researcher found that job characteristics is a significant factor in

employee retention, especially among organisations that rely on millennials23. This is

supported by another scholar who reported that millennials in full-service restaurants

require engaged learning, positive working conditions, including managers who can

encourage good working relationships and the availability of growth opportunities24.

Similarly, another scholar argued that millennials can be retained by providing a positive

company culture, showing trust in them and offering them professional development

opportunities25.
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A scholar found a strong correlation between fair compensation and employee retention

in the hospitality industry. They also found that job satisfaction factors in the hospitality

industry, like relationships with colleagues, meaningful work, professional development,

work engagement, fair working hours and health care, had a positive impact on millennial

employees’ intentions to quit26. Work engagement is one of the most important things in

achieving company goals because the company's main driving factor is employees.

Based on the results of the study it was found that the five dimensions of job

characteristics (autonomy, feedback, skill variety, task identity, and task significance) had

a positive and significant relationship to work engagement27. Similarly, Malaysia

researchers also examined factors affecting work engagement and the study found a

strong association between autonomy, feedback, task significance, social support, and

self-efficacy with work engagement28.

Another study examined complex structural relationships among different organizational

constructs affecting organizational performance at the individual level, which included

psychological- (meaningfulness and work engagement), behavioural- (in-role

performance), and situational- (job characteristics) constructs. The findings show that

meaningfulness is positively related to work engagement and in-role performance; work

engagement mediates the relationship between meaningfulness and in-role performance;

and that the relationship between meaningfulness and work engagement is moderated by

job characteristics29.

Another study conducted in Europe also linked job characteristics to employee work

engagement. This study develops and tests the research model where the impact of

positive affectivity, polychronicity and task significance on employees’ work engagement

is investigated, and its consequences for employees’ job performance are analyzed. The
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study findings confirmed that positive affectivity and polychronicity, as personality

characteristics and task significance as a job characteristic exert a significant and positive

impact on hotel employees’ work engagement, which in turn enhances the level of their

job performance. Additionally, polychronicity was significantly related to hotel

employees’ job performance. Of all the analysed predictors, task significance appeared to

be the strongest driver of hotel employees’ work engagement. A direct relationship

between polychronicity and hotel employees’ job performance was also confirmed by this

study30.

In another study conducted in India, researchers explored job characteristics as an

antecedent of work engagement leading to job satisfaction and organizational

engagement of employees working with public sector banks (PSBs) The study found that

job characteristics positively influence work engagement, organizational engagement and

job satisfaction. The full mediation by work engagement between the relationships of job

characteristics with job satisfaction and organizational engagement is established after the

testing of mediation hypotheses. The researcher recommended that bank jobs should be

enriched with more emphasis on offering employees with identifiable and significant

tasks that have autonomy in decision-making and feedback31.



143

Endnotes

1 C. F., Coetzer, & S. Rothmann, Job demands, job resources and work engagement of

employees in a manufacturing organisation. Southern African Business Review, 11(3),
2007. 17-32.

2 M. B., Russell, G. L., Liggans, & P. A. Attoh, Job characteristics and employee
engagement: A national study of FCS extension educators. Journal of Family &
Consumer Sciences, 110(3), 2018. 24-31.

3 H. N., Nguyen, & M. D. Tran, The effect of perceived organizational support on
employee engagement during the COVID-19 pandemic: an empirical study in Vietnam.
The Journal of Asian Finance, Economics and Business, 8(6), 2021. 415-426.

4 G., Mazzetti, E., Robledo, M., Vignoli, G., Topa, D., Guglielmi, & W. B. Schaufeli,
Work engagement: A meta-analysis using the job demands-resources model.
Psychological reports, 126(3), 2023. 1069-1107.

5 A., da Cruz Carvalho, I. G., Riana, & A. D. C. Soares, Motivation on job satisfaction
and employee performance. International research journal of management, IT and
social sciences, 7(5), 2020. 13-23.

6 K.J., Hong, A Study on the Relationship between Job Characteristic Factors and Job
Performance-Focusing on the Mediating Role of Empowerment. Journal of Industrial
Distribution & Business, 13(7), 2022. pp.1-6.

7 B. N. K., Muat Putra, I. N., Sudja, & L. K. B. Martini, The effect of job characteristics
and compensation to work satisfaction and organization commitment on all LPD
Kerambitan Tabanan, International Journal of Contemporary Research and Review,
9(3), 2018. 20573-20580.

8 M., Seqhobane, & D. Kokt, How do job characteristics influence the motivation of
millennial hospitality employees?. SA Journal of Human Resource Management, 19,
9. 2021.



144

9 A., Yadav, D., Pandita, & S. Singh, Work-life integration, job contentment, employee
engagement and its impact on organizational effectiveness: a systematic literature
review. Industrial and Commercial Training, 54(3), 2022. 509-527.

10 N., Gupta, & V. Sharma, The relationship between corporate social responsibility
and employee engagement and its linkage to organizational performance: A conceptual
model. IUP Journal of Organizational Behavior, 15(3), 2016. 59.

11 S. Sonnentag, K., Eck, C., Fritz, & J. Kühnel, Morning reattachment to work and
work engagement during the day: A look at day-level mediators. Journal of
Management, 46(8), 2020. 1408-1435.

12 J. L., Whittington, S., Meskelis, E., Asare, & S. Beldona, Enhancing employee
engagement: An evidence-based approach. New York, NY: Palgrave Macmillan. 2017.

13 H., Hermawan, H. M., Thamrin, & P. Susilo, Organizational citizenship behavior and
performance: the role of employee engagement. The Journal of Asian Finance,
Economics and Business, 7(12), 2020. 1089-1097.

14 E., Koekemoer, C., Olckers, & C. Nel, Work–family enrichment, job satisfaction, and
work engagement: The mediating role of subjective career success. Australian Journal
of Psychology, 72(4), 2020. 347-358.

15 N., Garg, & P. Singh, Work engagement as a mediator between subjective well-being
and work-and-health outcomes.Management Research Review, 43(6), 2020. 735-752.

16 Ekmekcioglu, E. B., Erdogan, M. Y., & Sokmen, A. Career commitment and
subjective career success: the moderating role of career-enhancing strategies.
International journal of manpower, 41(8), 2020. 1287-1305.

17 Wright, J., & Silva, N. Job Characteristics and Job Engagement: A Two-Wave Study
among Library Employees. Journal of Library Administration, 62, 2022. 465 - 480.
https://doi.org/10.1080/01930826.2022.2057127.

18 N. H. M., Nadhir, & F. Puteh, Impact assessment of job characteristics model on
employee engagement. E-Academia Journal, 6(1). 2017.

19 C. F., Coetzer, & S. Rothmann, Job demands, job resources and work engagement of
employees in a manufacturing organisation. Southern African Business Review, 11(3),
2007. 17-32.

20 M. B., Russell, G. L., Liggans, & P. A. Attoh, Job characteristics and employee
engagement: A national study of FCS extension educators. Journal of Family &
Consumer Sciences, 110(3), 2018. 24-31.



145

21 M., Baiquni, & A. A. Lizar, Can human resource practice and job characteristics
increase employee engagement and organizational commitment? Empirical study from
a coal mining company in Indonesia. Journal of Human Resources Management
Research, 1(1), 2020.1-12.

22 M., Masharyono, R., Arifianti, I., Sukoco, H., Abdul Muhyi, & D. Eka Surya,
Influence of job characteristics, work environment, and engagement on employee
performance in Indonesian state-owned enterprises. Journal of Eastern European
and Central Asian Research (JEECAR), 10(6), 2023. 853–866.
https://doi.org/10.15549/jeecar.v10i6.1506

23 A. Hussein, Test of Hackman and Oldham’s job characteristics model at general
media sector. International Journal of Academic Research in Business and Social
Sciences, 8(1), 2018. 352–371. https://doi.org/10.6007/IJARBSS/v8-i1/3813

24 C., Ruiz, & A. Davis, Strategies to retain millennial employees at full-service
restaurants. International Journal of Applied Management and Technology, 16(1),
2017. 166–185. https://doi.org/10.5590/IJAMT.2017.16.1.11

25 K. Elsbury, Five proven tactics for hiring and retaining millennial employees. 2018.
Available: https://www.forbes.com/sites/yec/2018/03/01/five-proventactics-for-hiring-
and-retaining-millennial-employees/#12f82eae2deb

26 M. Seqhobane, How do job characteristics influence the motivation of millennial
hospitality employees? SA Journal of Human Resource Management/ SA Tydskrif
vir Menslikehulpbronbestuur, 19(0), 2021. a1698. https://doi.
org/10.4102/sajhrm.v19i0.1698

27 P. G Adiarani, The effects of job characteristics on work engagement. Russian
Journal of Agricultural and Socio-Economic Sciences, 85(1), 2019. 475-479.

28 R., Krishnan, S., Ismail, I., Ismail, R. N., Muhammed, G., Muthusamy, &
Kanchymalay, K. Employee work engagement: Understanding the role of job
characteristics and employee characteristics. Journal of Applied Environmental and
Biological Sciences, 4(10), 2015. 58-67.

29 S. H., Han, M., Sung, & B. Suh, Linking meaningfulness to work outcomes through
job characteristics and work engagement. Human Resource Development
International, 24(1), 2021. 3-22.

30 A. Grobelna, Effects of individual and job characteristics on hotel contact employees’
work engagement and their performance outcomes: A case study from Poland.

https://doi.org/10.15549/jeecar.v10i6.1506
https://doi.org/10.6007/IJARBSS/v8-i1/3813
https://doi


146

International journal of contemporary hospitality management, 31(1), 2019. 349-
369.

31 A., Rai, & S. Maheshwari, Exploring the mediating role of work engagement between
the linkages of job characteristics with organizational engagement and job satisfaction.
Management Research Review, 44(1), 2020. 133-157.



147

Chapter Five

Conclusion

5.1 Summary of Findings

The findings of the study can be summarised as follows:

There was a moderately high level of employee engagement among librarians. The

data suggests that while vigour and absorption are relatively high.

Librarians in Edo State generally experience positive career success, especially in

areas such as receiving positive feedback, dedication to work, and perceived

opportunities for growth. However, the findings also found that there is a room for

improvement in areas such as compensation, learning opportunities, and promotion

satisfaction

Librarians in universities in Edo State generally experience positive job

characteristics, particularly in terms of skill variety, task significance, and job

autonomy. There is a strong sense of achievement among the respondents. However,

feedback from supervisors and opportunities for additional training and education

received poor feedback.

Subjective career success significantly influences employee engagement, although the

effect size is moderate. This means that enhancing subjective career success could

contribute to higher employee engagement but is not the sole determinant, indicating

the need to explore other factors.
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The test of the second hypothesis revealed that job characteristics have a substantial

and statistically significant influence on employee engagement among librarians in

Edo State.

Finally, there is a combined influence of subjective career success and job

characteristics on employee engagement among librarians in Edo State. However, job

characteristics are the primary driver of employee engagement, while subjective

career success has a negligible influence in this model.

5.2 Conclusion

The study revealed that librarians in Edo State universities generally experience positive

subjective career success, particularly in receiving positive feedback and perceiving

growth opportunities. However, areas like compensation, promotion satisfaction, and

learning opportunities require improvement. The analysis of job characteristics showed

that librarians value aspects such as skill variety, task significance, and job autonomy,

which contribute to a strong sense of achievement. However, the need for better

supervisor feedback and more training opportunities was identified.

Employee engagement levels were found to be moderately high, with vigour and

absorption being relatively strong among the librarians. Yet, dedication—reflected in

motivation, job meaning, and enthusiasm—was an area in need of improvement. The

analysis of hypotheses confirmed that subjective career success has a moderate yet

significant influence on employee engagement. However, job characteristics have a more

substantial and statistically significant impact, making them the primary driver of

employee engagement among librarians. Combined, subjective career success and job

characteristics influence engagement, with job characteristics being the stronger factor.
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5.3 Recommendations

These recommendations are considered relevant in view of the study findings;

1. In view of the gap noted in the level of dedication among employees, it is

important to strengthen managerial support for librarians in Edo State to boost

their morale. Regular feedback and increased managerial backing will help

librarians feel more supported in their roles, fostering higher job satisfaction.

2. In view of the gaps noted in the subjective career success among the librarians, it

is important for academic libraries in Edo State to promote fair advancement

opportunities. Transparent and merit-based promotional opportunities should be

emphasized to ensure that employees feel their career progression is fair and

achievable.

3. Academic libraries in Edo State should enhance compensation and promotion

opportunities for librarians. Improving financial incentives and ensuring fair

promotion processes would increase job satisfaction and engagement among

librarians.

4. The study found a weak influence of subjective career success on work

engagement. This calls for employee orientation and sensitisation programmes to

ensure that employees can understand the link between career success and work

engagement.

5. In view of the significant influence of job characteristics on employee

engagement, academic libraries in Edo State should prioritize improving job

characteristics such as task significance, autonomy, and skill variety.



150

6. Most importantly, academic libraries in Edo State should broaden employee

engagement strategies. This may include exploring other strategies apart from job

characteristics. Libraries can explore the role of organizational culture, leadership

style, and work-life balance in employee engagement strategy.

5.4 Contributions to Knowledge

The study has made conceptual, empirical and theoretical contribution to knowledge.

The study contributes to a refined conceptual understanding of how subjective career

success and job characteristics influence employee engagement. This research supports

theories related to the Job Characteristics Model (JCM), Utrecht Work Engagement

Theory and the Subjective Career Success Model and validated these theories in the

context of librarians in Edo State.

In addition, the study provides empirical evidence from the Nigerian university system,

specifically focusing on librarians, a group that is often understudied in organizational

behaviour research. The findings on the moderate role of subjective career success,

contrasted with the strong influence of job characteristics, offer valuable insights for

public sector institutions aiming to boost employee engagement. The research also

provides data on areas requiring improvement, such as compensation and supervisor

feedback, contributing to practical efforts in employee management.
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5.5 Suggestion for Further Studies.

This study has examined the influence of subjective career success and job characteristics

on work engagement of librarians in Edo State. Future studies can expand the study by

examining the following;

 Influence of Subjective Career Success and Job Characteristics on Work

Engagement Among Librarians in South-South Nigeria

 Influence of Subjective Career Success on Employee Among Librarians in

Nigeria.

 Antecedents of Subjective Career Success Among Academic Librarians in

Nigerian Tertiary Institutions
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Appendix

Questionnaire

Lead City University Ibadan
Faculty of Communication and Information Science

Department of Information Management

Dear Respondent,

I am a postgraduate student of the above-named institution. I am currently conducting a
research work on “Subjective Career Success, Job Characteristics and Employee
Engagement of Librarians in Edo State”. I therefore solicit your support in completing
this instrument. Please note that any information supplied by you in this questionnaire
shall be treated with utmost confidentiality and will be used for academic research only.

Thank you for your anticipated cooperation.

Researcher.

Section A: Demographic Information

Instruction: Supply the option which best apply to you.

Name of Institution/Library ……………………………………………………….

Gender: Male [ ]; Female [ ];

Age: 20 – 25yrs [ ]; 26 – 30yrs [ ]; 31 – 35yrs [ ]; 36 – 40yrs [ ]; 41-

45yrs [ ]; 46 and above [ ];

Educational Qualification: BSc/BLIS [ ]; MSc [ ]; M.Phil, [ ]; PhD. [ ];

Years of Experience: 0 – 5yrs [ ]; 6 – 10yrs [ ]; 11 – 15yrs [ ]; 16 – 20yrs [ ];
21-25yrs [ ]; 26 and above [ ];
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Section B: Subjective Career Success

Instructions: Please indicate the extent to which you agree or disagree with each of the
following statements by circling the appropriate number.

S/N Job Success SA A D SD
1. I am receiving positive feedback about my

performance from all quarters.
2. I am offered opportunities for further education

by my employer.
3. I am in a job which offers me the chance to

learn new skills.
Financial Success

4. I am receiving fair compensation compared to
my peers.

5. I am drawing a high income compared to my
peers.

6. I am earning as much as I think my work is
worth.
Hierarchical Success

7. I am pleased with the promotions I have
received so far.

8. I am reaching my career goals within the time
frame I set for myself.

9. I am in a job which offers promotional
opportunities.

Section C: Job Characteristic

Instructions: Please indicate the extent to which you agree or disagree with each of the
following statements by circling the appropriate number.

Skill Variety SA A D SD

1. My job provides variety of experiences
on the job.

2. I can use the skills that I have to handle
the problem in my job

3. My job supports additional training and
education

Task Significance

4. My job influences day-to-day
institutional success.
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5. My job gives me a sense of achievement

6. It is only when my job gets done, other
jobs can be completed

Task Identity

7. Once I start a task, I know I have to finish
it.

8. I understand the job from start to end.

9. I do a complete task from start to finish.

Employee Feedback

10. Satisfaction of the users are known while
doing my job

11. There is clear and direct information
about my job outcomes.

12. I receive on the job feedback from my
superior about my activities.

Job Autonomy

13. I can set my own schedule for completing
assigned tasks.

14. My job provides opportunity of self-
directed flexible working hours

15. I have freedom to decide how I perform
assigned tasks.

Section D: Work Engagement Questionnaire
Instructions: Please indicate the extent to which you agree or disagree with each of the
following statements by circling the appropriate number.

S/N Vigour SA S D SD

1. I feel strong when I am working.

2. When I get up in the morning, I feel like
going to work.

3. I can continue working for very long
periods at a time.

4. At my job, I am very resilient, mentally.

5. At work, I always persevere, even when
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things do not go well.

Dedication

6. I find the work that I do full of meaning
and purpose.

7. I always feel motivated by my job.

8. I am proud of the work that I do.

9. I am enthusiastic about my job.

10. I feel happy when I am working intensely.

Absorption

11. Time flies when I am working.

12. When I am working, I forget everything
that could be distracting

13. I am immersed in my work.

14. I get carried away when I am working.

15. It is difficult to detach myself from my job.
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