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ABSTRACT 

This research provides empirical evidence about the relationship between career self-

management and organizational. This study highlights the importance of career development 

activities by the individual, and how these activities impact their commitment with the organization. 

Empirical evidence is drawn from the sample size of 202employees. Simple linear regression analysis 

is used by authors to test the hypothesized relationship of the model. Findings of the study indicated 

that there is a positive relationship between career self management and organizational 

commitment. The study highlights the importance of organizations paying attention to activities and 

career development opportunities what individuals value so that they may fit with the organization 

and enhance their commitment to it. 

Keywords:  Career self-management, organizational commitment, output, organization 

development & Banking Sector. 

Introduction 

Organizational commitment is one form of commitment in the workplace.  Researchers indicate that 

commitment plays significant role in high job performances and overall effectiveness of the 

employees. Skerlavaj et al., (2007) asserted that committed employees help in improving 

organizational effectiveness. During 1990’s, organizational commitment received extensive 

consideration by researchers and practitioners. Literature to date has shown that various researches 

have conducted meta-analytic studies on the consequences, correlates, and antecedents of 

organizational commitment (Cooper-Hakim & Viswesvaran, 2005; Allen & Meyer, 1990; Mathieu & 

Zajac, 1990; Meyer et al., 2002; Meyer & Herscovitch, 2001). Meanwhile, some of the researchers 

distinguished different forms of commitment. During the conceptual evolution of organizational 

commitment, it is conceptualized as either a uni-dimensional (Mowday et al., 1979; Wiener, 1982) or 

multi-dimensional concept (Mowday et al., 1982; Scholl, 1981; Allen & Meyer, 1990; O’Reilly & 

Chatman, 1986).  

Besides other factors that affect an employees’ commitment, career development is one of 

the significant factor. Career development is one of the basic interests of employees in their work 
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life. Literature to date has focused on different approaches of career development, and one such 

significant approach is “Career self-management”. Lavalee and Campbell (1995) defined Career self-

management as a ongoing process in which employees take the responsibility of their own 

development and monitoring and evaluation of one's career goals. The main reason to choose this 

topic is to fill in the gaps in research body. As the impact of career self-management on 

organizational commitment is not thoroughly tested, there is a need to explore the relationship 

between career self-management and organizational commitment in details.  

Research Question 

This empirical study undertakes to investigate whether or not the career self-management 

positively impact employee’s organizational commitment. Explicitly, the research question to be 

addressed in the study is: Does career self-management positively impact employee’s organizational 

commitment? 

Background 

Organizational Commitment 

The association and discrepancy in currently available uni-dimensional constructs of 

organizational commitment, Meyer & Allen gave their three component model (Allen & Meyer, 

1991). Meyer & Allen model proposed a multi-dimensional definition and measurement of 

organizational commitment. They asserted that the emotional and psychological bond between the 

employees and the organization is termed as organizational commitment. This bond makes the 

employee turnover unlikely. The discrepancy in the mind-sets leads to the categorization of 

commitment in to three distinct forms: affective (emotional attachment with the organization), 

normative (feeling of responsibility or compulsion to continue working with an organization) and 

continuance (assumed cost associated with quitting a particular organization).  

Career Self-Management 

The Literature has focused on different approaches of career development. Noe (1996) gave 

two approaches of career development: organizational career management and career self-

management. Noe (1996) conceptualized that Career self-management is a three-stage process. First 

step is career exploration in which individuals gather knowledge about various interests, values, and 

skill strengths and weaknesses. Second step is about career goals in which individuals identify and 

set their career goals. Third step is goal achievement in which individuals devise and engages into 

various career strategies that help in achievement of career goals. Career self-management includes 

all those activities which are carried out by employee in order to enhance its future career 
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prospects. Different researchers indicated that now a day’s individuals are responsible for managing 

their own careers because of flattened organizational structures and lesser number of opportunities 

available to individuals for career development (Kuijpers & Scheerens, 2006; Sturges, 2008). King 

(2003) stated that career self-management is assumed a new concept.  

The Literature to date uncovers both the positive and negative consequences of career self-

management. Some researches indicates that when an individual purses management and 

development of its own career, this may result in enhancing the commitment of that employee with 

the organization (Sturges et al.,2005; Bambacas, 2010; Sturges et al., 2000). Whereas, very few 

studies has also confirmed the negative relationship between career self-management and 

organizational commitment studies (Bambacas & Bordia, 2009). The existing body of literature can 

be extended by determining how career self management practices could help in enhancing the 

commitment.  

The researchers focused only on career self-management as it is growing trend of today’s 

organizations. So the focus of researchers is to find out the impact of career self-management on 

organizational commitment. 

  

THEORETICAL FRAMEWORK 
Infact the career development is the responsibility of the organization but this trend is 

changing now a days because of flattening of the organizational structures and reduced number of 

career opportunities which are available to an employee. The dynamic work environments have 

highlighted the need that individuals take responsibility of their own career management instead of 

waiting for an organization to manage their careers. Literature to date has also necessitated the 

need of career self-management (Kuijpers and Scheerens, 2006; Sturges, 2008). 

The career self-management leads to more career mobility, this means that employees 

become more mobile and considers other career opportunities which are available to a particular 

employee. Thus, if an employee manages its own career, he/she is likely to pursue different career 

opportunities that arise. That is why; it can be considered that these job openings may have 

different negative impacts of an employee’s commitment to the organization. Consequently it can 

also be said that employees when manage their own career leads to professional commitment 

instead of organizational commitment (Heaton and Ackah, 2006). 

Latest researches  has suggested that organizational commitment levels may show 

improvement (Sturges et al., 2005; Sturges et al., 2000, Bambacas, 2010)  or deterioration/decrease 



IJMSS       Vol.03 Issue-01, (January 2015)            ISSN: 2321-1784 
Impact Factor- 3.259 

 

    A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

International Journal in Management and Social Science 
                                         http://www.ijmr.net.in email id- irjmss@gmail.com  Page 77 
 

(Bambacas & Bordia, 2009) with the advent of career self- management. It is significantly important 

to highlight and investigate the relationship between career self-management and organizational 

commitment because it is expected by the organizations that employees manage their own career 

but have been unsure of possible negative consequences (Sturges et al., 2000). This study provides 

an extension to the literature by investigating the impact of career self-management on 

organizational commitment. Lavalee and Campbell (1995) defined career self-management as taking 

the responsibility for your own career development. It is expected that employees monitor and 

evaluate their own progress towards their career goals instead of the case in which organization 

takes career of development of an employee’s career goals. Literature indicates that researches on 

career self-management and it effect on employees attitudes towards the organization, has gained 

momentum (Sturges et al., 2000; Sturges et al., 2002).However, consequences such as commitment 

are frequently overlooked (Sturges &Guest, 1999).Based on pertinent literature, the researchers 

proposed the following hypothesis: 

H1: Career self-management will be positively related to organizational commitment. 

The Model: 

 

 

Independent Variable       Dependent Variable 

Figure 3.1: Schematic Diagram of the Proposed Relationship between career self-management and 

organization commitment. 

RESEARCH METHODOLOGY 

The population of the study constituted of private bank employees of Islamabad and 

Rawalpindi. The rationale for selecting this population is that, little research has been carried out to 

test the relationship between career self-management and employees’ organizational commitment 

in developing countries like Pakistan. The main focus of the researchers is to test the impact of 

career self-management on commitment levels of employees in Pakistan. Researchers received 

permission for data collection from seven banks. The study sample consisted of 202 employees of 

seven private banks of Islamabad and Rawalpindi. 

Measures 

Meyer & Allen (1998) organizational commitment instrument was adopted in this study to 

measure three dimensions of employee’s organizational commitment. All three commitment scales 

Organizational 
Commitment 

Career self-
management 

H1 
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(affective, normative and continuance) were included in one part for the ease of administration and 

simplicity. Bambacas (2010) instrument items were adopted in this study to measure the constructs 

of career self-management. Control variables  such as demographic characteristics of gender, age, 

tenure were recorded.  

Gender 

In this research study sample, males clearly dominated the study consisted of 74% of 

the male respondents and 26% female respondents.  

Table 4.2:  Frequency Distribution of demographic variable: Gender (N= 202) 

 Frequency Percent Cumulative Percent 

Male 148 73.3 74 

Female 54 26.7 100.0 

Total 202 100.0  

Age 

The demographic variable age was categorized into four groups. “20-30 years”, “31-40 

years” followed by the “41-50 years” and finally “over 50 years”.  

Table 4.3:  Frequency Distribution of demographic variable: Age (N= 202) 

 Frequency Percent Cumulative Percent 

20-30 years 99 49.0 49.0 

31-40 years 63 31.2 80.2 

41-50 years 12 5.9 86.1 

above 50 years 28 13.9 100.0 

Total 202 100.0  

Tenure:  

Tenure was measured by the number of years a respondent worked in current organization. 

As for the distribution of respondents’ w.r.t. Tenure, the study sample was dominated by 

respondents with “6 - 10 years” of tenure, being 52% of total study sample; followed by “1 - 5 

years”.  
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Table 4.4:  Frequency Distribution of demographic variable: Tenure (N= 202) 

 Frequency Percent Cumulative Percent 

1-5 years 65 32.2 32.2 

5-10 years 84 41.6 73.8 

10-20 years 26 12.9 86.6 

over 20 years 27 13.4 100.0 

Total 202 100.0  

 

5.0 ANALYSIS AND RESULTS 

The descriptive statistics were calculated for the presentation of the estimated means and standard 

deviations for the independent and dependent variables of the study.  

Table 5.1:  Descriptive Statistics for all variables: (N= 202) 

5.2 Correlation Analysis 

The correlation matrix indicated that there is positive correlation between independent variable 

(CSM) and dependent variable (OC) because coefficient of regression (r) is 0.54 at a significant level 

of 0.01. Hence Hypothesis is proved which states that there is a positive relationship between CSM 

and OC.  

 

5.3 Regression Analyses 

 The imple linear regression is used to find out the direct impact of predictor (career 

self-management) on dependent variable (organizational commitment). the value of adjusted R2 is 

0.29 that depicts the linear regression relation between CSM (career self-management) and OC 

(organizational commitment). The regression model reveals that CSM explains 30.6% of variance in 

organizational commitment. There is general support for hypothesis which states that there is a 

positive relationship between career self-management and organizational commitment. 

 

 

 

Variables  N Mean Std. Deviation 

Organizational Commitment 202 3.16 .50 

Career self-management 202 3.21 .73 
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Table 5.4: Summary and Regression Coefficients 

Results of data analysis uncovered various interesting and unanticipated findings. The result 

of linear regression showed that career self-management showed a significant relation with 

“organizational commitment”. Results indicate that career self-management (CSM) explains 30% 

variance in “organizational commitment”.  

 

Figure 5.4: Relationship between CSM and OC 

  

This research enhanced the knowledge on career development, and ultimately advanced the 

theoretical base of career self-management and how it effects organizational commitment of the 

employee. This research is carried out to clear the ambiguous effect of career self-management on 

commitment to their employer. These days, employees are more career conscious than ever. 

Organizations currently expect staff to play a role in managing their own careers (Adamson, Doherty 

& Viney 1998; Gratton & Hope Hailey 1999).  

 

REFERENCES 

 Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and 
normative commitment to the organization. Journal of Occupational Psychology, 63(1), 1-18. 

Bambacas, M., & Bordia, P. (2009). Predicting different commitment components: The relative 
effects of how career development HRM practices are perceived. Journal of Management and 
Organization, 15(2), 224-240. 

Bambacas, M. (2010). Organizational handling of careers influences managers' organizational 
commitment. Journal of Management Development, 29(9), 807-827. 

Cooper-Hakim, A., &Viswesvaran, C. (2005). the Construct of Work Commitment: Testing an 
Integrative Framework. Psychological Bulletin, 131(2), 241-259. 

King, Z. (2003). New or traditional careers? A study of UK graduates' preferences. Human Resource 
Management Journal, 13(1), 5-26. 

Kuijpers, M. A. C. T., & Scheerens, J. (2006). Career Competencies for the Modern Career. Journal of 
Career Development, 32(4), 303-319. 

Model R R square Sig. 

OC .553 .306 .000 

Predictor: (Constant) CSM Dependent Variable: OC 

CSM H1:β=0.30* OC 



IJMSS       Vol.03 Issue-01, (January 2015)            ISSN: 2321-1784 
Impact Factor- 3.259 

 

    A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

International Journal in Management and Social Science 
                                         http://www.ijmr.net.in email id- irjmss@gmail.com  Page 81 
 

Lavalee, L.F. and Campbell, J.D. (1995), Impact of personal goals on self-regulation processes elicited 
by daily negative events, Journal of Personality and Social Psychology, 69, 341-52. 

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, correlates, and 
consequences of organizational commitment. Psychological Bulletin, 108(2), 171-194. 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 
commitment. Human Resource Management Review, 1(1), 61-89. 

Meyer, J. P., Irving, P. G., & Allen, N. J. (1998). Examination of the Combined Effects of Work Values 
and Early Work Experiences on Organizational Commitment. Journal of Organizational Behavior, 
19(1), 29-52. 

Meyer, J. P., Stanley, D. J., Herscovitch, L., &Topolnytsky, L. (2002). Affective, Continuance, and 
Normative Commitment to the Organization: A Meta-analysis of Antecedents, Correlates, and 
Consequences. Journal of Vocational Behavior, 61(1), 20-52. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational 
commitment. Journal of Vocational Behavior, 14(2), 224-247. 

Noe, R. A. (1988). is career management related to employee development and performance? 
Journal of Organizational Behavior, 17(2), 119-133.  

O'Reilly, C. A., & Chatman, J. (1986). Organizational commitment and psychological attachment: The 
effects of compliance, identification, and internalization on prosocial behavior. Journal of Applied 
Psychology, 71(3), 492-499. 

Scholl, R. W. (1981). Differentiating Organizational Commitment from Expectancy as a Motivating 
Force. The Academy of Management Review, 6(4), 589-599  

Skerlavaj, M., Štemberger, M. I., Škrinjar, R., &Dimovski, V. (2007). Organizational learning culture—
the missing link between business process change and organizational performance. International 
Journal of Production Economics, 106(2), 346-367  

Wiener, Y. (1982). Commitment in Organizations: A Normative View. The Academy of Management 
Review, 7(3), 418-428. 

 Note. Authors  acknowledged the contributions of above cited authors and the earlier research 
work of Mr Ameer Ahmed MS Scholars and his supervisors. 

 

 

 

 

 


