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A Study of the Impact of Nature of Career Planning on Job Satisfaction.

A.M. Anurasiri
(GS/MC/2394/2004)

ABSTRCT

This research discusses the nature of career planning of employees and how
individuals’ career planning of employees affects their job satisfaction. The study is
based on primary data gathered from a survey conducted in the Western Province in Sri
Lanka. Four hundred employees from both private and public sectors were selected in
Western Province. A questionnaire was used to collect both quantitative and qualitative
data. The study found that the career planning of employees is not at a satisfactory
level. Their career planning has not followed vocational self-concepts at their
respective ages. Career planning of employees differ among different occupational
categories such as executive and non-executives, and also among different educational
and age levels of the workers. Relationship between occupational interest and the
current occupation of non-executive employees remains poor, which is also true of the
organizational interest and current organization. Therefore, employees are not satisfied
with their job. The root cause for non-executive employees’ job dissatisfaction is the
lack of happiness in the career. It leads to a state of increasing career mobility of
employees. As a result, the labor productivity and also the labor specialization of the
workers do not develop. Therefore, the career planning should receive adequate

attention of employees, employers and government.
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Chapter One

Introduction-

1.1 Job Satisfaction

Job satisfaction is a very important attribute which is frequently measured by
organisations and it can be an important indicator of how employees feel about their
jobs and a predictor of work behaviours such as organizational citizenship,
absenteeism, and turnover.

Job satisfaction has been defined as a pleasurable emotional state resulting from the
appraisal of one’s job; an affective reaction to one’s job; and an attitude towards one’s
Jjob. Weiss (2002) has argued that job satisfaction is an attitude but points out that
researchers should clearly distinguish the objects of cognitive evaluation which are
affect (emotion), beliefs and behaviours. This definition suggests that we form attitudes
towards our jobs by taking into account our feelings, our beliefs, and our behaviors.
Gilmer and Deci (1977) concluded that "workers' attitudes toward their jobs reflect the
extent to which they are satisfied with their jobs and their work lives".

Job satisfaction has a rather tenuous correlation to productivity on the job. This is an
important fact to researchers and businesses, as the idea that satisfaction and job
performance are directly related to one another is often cited in the media and in some
non-academic management literature. (More details about job satisfaction will be

discussed in chapter 2, Literature Review).



1.2 Career Planning

A career can be defined as a person's progress within an occupation or series of
occupations. However, a career is more than just a job, or working, or one’s
occupation. It also includes your progress through life, your growth and development in

vocational and vocational areas of life (www.fredonia.edu/edo).

Career planning is the deliberate process through which someone becomes aware of
personal skills, interests, knowledge, motivation, and other characteristics; acquires
information about opportunities and choices; identifies career related goals ; and

establishes action plans to attain specific goals (Gary Desler, 2005).

Most of people think that there is only one occupation that is best suited for them , but
there are really several that may be good choices. The secret is to identify those
occupations in which one has a high probability for success and happiness. Whether
their career goals are accounting, theatre arts, or environmental sciences, there are
general skills, which will be required regardless of the career they pursue. These skills
include the ability to read, write, compute, think critically, and communicate in an
effective manner. For the most part, these skills are developed and/or sharpened in
general education courses. These skills, along with effective career planning
techniques, and the ability to cope with ambiguity in a changing environment, will
enable you to overcome obstacles throughout work life. (More details about career

planning will be discussed in the chapter 2, Literature Review).



1.3. Problem Statement

Individuals can gain career happiness by planning their careers and following those
plans during their career span. Workers can enjoy career happiness by finding or
developing careers that allow them to express their core identities and values that tap in
to their true essence. People who perform jobs which are aligned with their career plans
experience a greater sense of self-esteem from doing what one is able to do and wants
to do. Once an individual directs his/her career via his/her career plan, there is greater
possibility of being a pioneer/expert in his/her area of specialization, since a job
selected, based on one’s career planning stands for personal values of the jobholder.
Thereby leaving no room for conflict between the job and the jobholder. It is a general
fact that the productivity of private sector organizations depends on their managerial
efficiency. Managerial efficiency highly depends on the extent to which workers are
satisfied with their jobs and to which extent they are motivated towards their job
performance. When a person is doing what he/she really wants, there will be a deeper
sense of personal satisfaction than ever before (Clark, 1999: 93). That means: if
individuals can have the job what he planned, he may have the better satisfaction of the
job.

However, no substantive empirical study has been conducted to describe the impact of
“nature of individual career planning” on “job satisfaction” in SriLanka. Therefore it is
important to find the Impact of Nature of Career Planning on Job Satisfaction. This is

the research gap that is being primarily addressed in this research.



1.4 Significance of the Study

Job satisfaction describes how content an individual is with his or her job. It is a
relatively recent term since in previous centuries the jobs available to a particular
person were often predetermined by the occupation of that person's parent. There are a
variety of factors that can influence a person's level of Jjob satisfaction; some of these
factors include the level of pay and benefits, the perceived fairness of the promotion
system within a company, the quality of the working conditions, leadership and social
relationships, and the job itself (the variety of tasks involved, the interest and challenge
the job generates, and the clarity of the job description/requirements). But, although
some organizations try to enhance the job satisfaction of the employees by addressing
the above mentioned factors, they have been unable to satisfy employees for the level
they expected. That means that there may be any other factors that influence to the job

satisfaction.

If somebody does what he wanted to do, he will be ended up with successful results. It
is true for employees too. Individuals can gain career happiness by planning their
careers and following those plans during their career span. Workers can enjoy career
happiness by finding or developing careers that allow them to express their core
identities and values that tap in to their true essence. People who perform jobs which
are aligned with their career plans experience a greater sense of self-esteem from doing
what one is able to do and wants to do. Once an individual directs his/her career via
his/her career plan, there is greater possibility of being a pioneer/expert in his/her area
of specialization, since a job selected, based on one’s career planning stands for

personal values of the jobholder. Thereby leaving no room for conflict between the job



and the jobholder. Then it prevents role erosion, job stress and role conflict. On the
other hand, it increases role expectation and strengthens the feeling of self-efficacy. As
workers enjoy the joy of working than struggling with their jobs, there is less
possibility to catch them with stress related illness and other occupational discases. The
match between job and the jobholder creates the foundation for connecting the workers’

spirit, with the work serving as a tool of employee motivation.

Therefore, it is essential need to study “Nature of Individual Career planning and its

influence to the Job Satisfaction?”

Moreover, it is hoped that this study will help in identifying the impact of “Nature of
individuals® career planning” on “Job satisfaction. There are enough theoretical
explanations with regard to career planning and job satisfaction. But no empirical study
has been done in Sri Lanka related to investigate the impact of career planning on job
satisfaction. Hence there is a gap in the knowledge the findings of this study would
become original contribution to the knowledge. Future researchers also can use the

findings of this study for conduct their research work.

1.5 Objective of the Study

The general objective of this study is to find the impact of nature of individuals’ career
planning on job satisfaction”. This study attempts to achieve the following specific
objectives.

I. To identify the career planning stages which give higher Jjob satisfaction, for

starting the career planning.



