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ABSTRACT

Work engagement has gained much appreciation over the recent decades. Therein, multifold
of research can be tracked whereby, scholars are attempting to outline and understand what
possibly can predict this element of positive occupational psychology. On the similar note, the
present study aimed to address a crucial research gap through examining the role of career
growth opportunities towards enhancing work engagement. Accordingly, the study also
strived to test the direct as well as mediating effect of meaningful work in this relationship.
The self-administered questionnaire was given to some 320 randomly selected respondents
from four major retail banks in Malaysia outlined the significant positive relationship between
career growth opportunities and work engagement whereby, meaningful work partially
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mediated their relationship. The data were analyzed using Structural Equation Modeling
(SEM) in IBM-SPSS-Amos 21.0 and the stated hypotheses were tested. The study found the
following direct effects are positive and significant namely, Career growth opportunities on
Work engagement (B=0.255, P=.001), Career growth opportunities on Meaningful work
(B=0.666, P=.000), and Meaningful work on Work engagement (B=0.605, P=.000). The study
also found Meaningful work partially mediates the relationship between Career growth
opportunities and Work engagement. Overall, the results have landed support for meaningful
work effects and its association with career growth opportunities through which
organizations can help improve employees’ work engagement. The implications of the above
findings are discussed.

Keywords: Career growth opportunities, Meaningful work, Work engagement, Mediation,
SEM

Introduction

Growing competition has intensified the way businesses used to operate and progress. In
today’s economy, organizations across the globe have realized the acute importance of HRM
factors through which they can potentially help maximize their outputs through bringing
appropriate work behaviors. Notably, employee engagement has been recently termed as the
most important prospect that businesses require these days to ensure that the workforce is
full of energy, passion, and commitment towards their work (Bakker, 2011). According to
Armstrong and Taylor (2014), it is essential for the enterprises to understand how to best
manage its workforce for strategic sustenance as human resources are the only element that
could help to bring competitive advantage to the business at present times. Importantly,
organizational scholars have realized that in today's global economy, what pushes people the
most to give their best towards work more than anything else is career growth opportunities
(Bedarkar & Pandita, 2013). However, there is a dearth of research pertaining to how career
growth opportunities can foster work engagement Ahmed, Majid, & Zin, 2016). The present
study hence attempted to examine how career growth opportunities can possibly explain
work engagement. Accordingly, how meaningfulness of work can likely intervene in this
relationship for a more responsive understanding of the relationship.

Literature Review

Work Engagement

Notable literature has defined work engagement as a positive work based state that enables
an individual to work with energy, passion, and immersion (Schaufeli et al; 2002). People who
are engaged at work are termed to be highly resilient and tend to give their best towards
work prospects (Bakker & Schaufeli, 2008). There is a growing array of research that has
outlined work engagement being the most important employee behavior for organizational
success, profitability and productivity (Sorenson, 2013). Work engagement is an intrinsic
motivation prospect that facilitates an individual to work harder than other and showcase
willingness to offer more discretionary efforts. According to Rich et al. (2010) engaged people
to connect themselves with the work due to which, they showcase energy and enthusiasm
towards the work. People who are engaged, the work becomes an element of a personal job
for them which is why they immerse in the assigned tasks completely (Bakker & Demerouti,
2008). Thus, one can outline the acute importance and the potential level of significance for
organizations to have work engaged people. The literature also outlines how significant such
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prospects could be especially for businesses aiming to compete in tough business clusters and
demographic settings.

According to Salanova, Agut, and Peiro (2005), businesses today that are focused on
harnessing employee work behaviors for profound outcomes should focus on work
engagement. Such people are emotionally charged and psychologically connected with the
work which makes them express high enthusiasm at work. As a consequent even, one can see
a variety of different benefits of work engagement such as Saks (2006) has outlined that
engaged employees showcase citizenship behaviors whereby, Bellon et al. (2010) reported
them being loyal and job satisfied. Accordingly, Britt, Adler, and Bartone (2001) found work
engaged people being better at tackling stress compared to ones who weren't. This evidence
leads us to assert that work engagement is beyond conventional positive employee behaviors
like commitment and motivation as it fuels to serve with discretionary efforts with high
passion, immersion, and resilience. Based on this, it becomes more important for
organizational scholars to understand work engagement and its prediction in order to
forwards better implications for individuals in practice.

Career Growth Opportunities

Prominent scholars in their efforts towards exploring the antecedents of work engagement
have highlighted the prominent influence of job resources (Demerouti et al., 2001). They
include job, individual or organizational factors that help and facilitate employees to shape
right work behaviors (Bakker, 2011). Conservation of Resources theory (Hobfoll, 1989) is often
underpinned to explain this which suggests that employees value resources and aim to
accumulate them as they help them to shape positive behaviors. As per Ling Suan and
Nasurdin (2014), one of the important resources in this aspect are HR factors and career
growth opportunities is one of the prominent ones.

Kraimer and Wayne (2004) have defined career growth opportunities as HR prospects that
cater to career development needs of an employee. Career growth opportunities have been
termed as prominent for harnessing employees positive work behaviors whereby, positive
employee views in this regard can make a considerable impact on their productivity and
performance.

Studies have outlined significance boosting the impact of career growth opportunities on
career satisfaction, performance, turnover, and job satisfaction (Barnett & Bradley, 2007;
Bedarkar & Pandita, 2013; Cordero, DiTomaso, & Farris, 1994; Chen et al.,, 2003). These
studies have outlined that career growth opportunities employees to view their work being
significantly acknowledging and worthwhile. These evidences also indicate that, through the
responsive availability of career growth opportunities for employees, organizations can
motivate employees to work with focus, commitment, energy, and dedication to result in
mutual benefits.

Meaningful Work

Theoretical understandings on employee wellbeing have outlined the rigorous impact of
meaningful work on employee outcomes and behaviors. Meaningful work denotes to
employee perception about the work/assigned tasks being worthy, valuable and significant
(Hackman & Oldham, 1976). The construct is principally the judgment of individuals regarding
their work to be important whilst serving some purpose (Rosso, Dekas & Wrzesniewski, 2010).
An employee is likely to involve in the work with whole heartedness when he/she perceives
the work to be of significant contribution to oneself and organization at large. People who are
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found viewing their work to be meaningful have resulted with high work motivation and
organizational commitment (Chalofsky & Krishna, 2009; Steger, Dik & Duffy, 2012).

Career Growth Opportunities and Work Engagement

The literature on work engagement has outlined limited studies pertaining to career growth
opportunities hence, indicating towards dearth of research in this regards. However, few
study including Poon (2013) is prominent in this aspect whereby, the author examined
employees from a public sector university and found a positive relationship between career
growth opportunities and work engagement. A little earlier, Mckechnie, and Swanberg (2011)
has also reported the significant positive relationship between the two amongst the retail
employees in the USA. Similar findings were also reported by Barbier et al. (2012), highlighting
the strategic significance of career growth opportunities and work engagement. Accordingly,
the study has recommended for a thorough investigation to underline its short-term as well
as long-term influences upon individual engagement at work. Fairlie (2011) accordingly has
asserted that career growth opportunity is one of the overlooked sources of work
engagement hence, requires empirical attention.

Empirical evidences outlined above highlight that there is a significant impact of career
growth opportunities on employees” wellbeing and one can conveniently understand how it
can make a strategic impact on business performance and productivity through fostering
engagement at work. Sadly, there is little known and understood whereby, how and to what
length, this relationship is of value in various other occupational setting and demographic
locations is still unclear thus, requiring further empirical attention (Ahmed, Majid, & Zin,
2016b; Sahoo & Sahu, 2009; Rothmann & Joubert, 2007). Hence, the present study
formulated to test the following hypothesis:

H1: Career growth opportunities has a positive and significant effect on Work Engagement.

Career Growth Opportunities and Meaningful Work

Fairlie (2011) in his notable study has outlined that career opportunities are one of the
important prospects through which employees view their work to be meaningful. Through
empirical evidence, the author has asserted that organizational scholars need to work on
developing places with a good number of career advancement opportunities in order to
enhance their meaningfulness perceptions. Baldwin (1990) has outlined that developing a
career based approach for employees to learn, develop and grow further can be of prominent
value to help them establish a better sense of the work and organization. Accordingly,
Thatcher et al. (2006) outlined that when employees are provided with opportunities to learn
and grow, they view the work to be meaningful hence, the present study formulated the
following hypothesis:

H2: Career Growth Opportunities has a positive and significant effect on Meaningful Work.

Meaningful Work and Work Engagement

As outlined earlier, meaningful work is an individual's perception of the work being important
and contributory (Shuck & Rose, 2013). Though the literature has outlined paucity of research
in the area (Fairlie, 2011), yet still; few studies could be highlighted. A study by Fairlie (2011)
has outlined that meaningful work is of great prominence for work engagement prediction.
The study also outlined that people that viewed their work to be meaningful were responsive
in enhancing their work engagement. Accordingly, Rothman and Buys (2011) in their study
found that meaningful work perceptions were important for employees to develop their
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engagement at work. The study also outlined that meaningful work perceptions harnessed
employees to boost their psychological resources and work with higher dedication and
commitment thus, showcasing work engagement. Similar results were also reported by
Stringer and Broverie (2007), outlining individuals perceiving their work as contributory and
significant were capable of harnessing their personal selves to work with higher energy, more
discretionary efforts and immersion thus, showcasing work engagement. These important yet
limited empirical confirmations thus outline that there is a prominent role that meaningful
work can play which thus needs to be given due attention. Fairlie (2011b) asserted that
meaningful work is a sleeping giant which is yet to be realized by the scholars and
practitioners pertaining to its acute importance for shaping positive employee behaviors.
Hence, the present study formulated the following hypothesis:

H3: Meaningful work has a positive and significant effect on Work Engagement.

Mediation of Meaningful Work in Career Growth Opportunities and Work Engagement
Relationship

Engagement literature have outlined Mediation of several factors for instance; Salanova,
Agut, and Peiro (2005) examined the mediation of service climate between numerous job
resources and work engagement. Similarly, efficacy beliefs were found to mediate the
relationship between transformational leadership and work engagement in the study by
(Salanova, Lorente, Chambel, Martinez, 2011). In parallel, meaningful work has been termed
as a notable mediator between different perception based work prospects (Alfes, Shantz,
Truss, Rees, & Gatenby, 2013). Thus, the present study assumed that availability of career
growth opportunities would potentially ignite a sense of meaningfulness via harness work
wellbeing thus result in causing work engagement. Therefore, the following hypothesis was
formulated:

H4: Meaningful work mediates the relationship between career growth opportunities and
work engagement.

The Conceptual Framework of the study

Meaningful
Work

Career Growth
Opportunities

Work
Engagement

Figure 1: Research Framework

RESEARCH METHODOLOGY
The purpose of this research is to investigate the relationship of CGO and WE with MW as a
mediator. Therein, perceptions of employees from four major retail banks were obtained to
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analyze the relationships. The retail branches of the bank were in Perlis, Kedah, Penang,
Perak, and Terengganu from the Malaysian Peninsula were targeted.

Sample and Data Collection

The survey was conducted on employees working in the four major retail banks in Malaysia
working in various positions in the service branches. A self-administered questionnaire was
randomly distributed to employees during the month of February 2017. Humble reminders
through email were made to ensure maximum response rate. Keeping the complex and tough
work structures of banking sector beforehand, the respondents were given a total of 45 days
to fill the questionnaire. A total of 320 usable questionnaires were received back. Grounded
on gender, male constituted 61% while female represented 39% of the sample population.

Operationalization and Instrumentation

The survey consisted of measures to obtain data pertaining to work engagement, carer
growth opportunities, and meaningful work. Based on the explanations of Schaufeli et al.
(2002), the current study operationalized work engagement as positive work based
disposition that evokes energy and passion to perform for highly positive outcomes. Therein,
work engagement was assessed through 6-item engagement scale (Schaufeli, Bakker, &
Salanova 2006). The scale has been deployed in a variety of different occupational and
geographical settings including Asia, Europe, Africa and North America (Shimazu et al., 2008;
Storm & Rothmann, 2003; Tat & Ng, 2012; Seppala et al., 2009; Nerstad, Richardsen, &
Martinussen, 2010; Xanthopoulou et al., 2009; Salanova, Agut, & Peiro, 2005; Chaudhary,
Rangnekar, & Barua, 2012. Accordingly, the present study operationalized career growth
opportunities based on the explanations of Kuvaas (2008) as the availability of career growth
prospects and promotion opportunities in the business. 4-item scale by Kuvaas (2008) was
used to examine employees’ perceptions pertaining to available career growth and
development prospects. Lastly, following the elaboration of Hackman and Oldham (1976),
meaningful work was operationalized as perceptions of employees about the work as
valuable and contributory. The direct and mediating effect of meaningful work was assessed
through 6-item scale by Ashmos and Duchon (2000). Respondents were made to respond and
rate using 7-point interval scale with 1 denoting to strongly disagree and 7 as strongly agree.

Method of Analysis

SEM is a Second Generation method of multivariate analysis technique developed to cater
limitations in the traditional Ordinary Least Squares (OLS) especially when dealing with latent
constructs (Kashif et al., 2016; Mohamad et al., 2016; Yusof et al., 2017) . The analysis for
latent constructs is no longer appropriate with traditional OLS (Awang, 2014; 2015; Awang et
al., 2015). Thus the researchers need to employ SEM so as to keep pace with the advancement
in research methodology. Not only that, using IBM-SPSS- AMOS software, the researcher
could convert their theoretical framework directly into the Amos Graphics for analysis. In
SEM, the researcher validates the measurement model of a latent construct using the
Confirmatory Factor Analysis (CFA) procedure. Once validated, the researcher could assemble
the constructs into the structural model and execute the Structural Equation Modeling (SEM)
procedure (Kashif et al., 2016; mohamad et al., 2016; Yusof et al., 2017). Consequently,
analyzing and testing the theory using IBM-SPSS-AMOS software is fast, efficient and robust
(Awang, 2014; 2015). Hence, this study will employ IBM-SEM-AMOS software package for this
study.
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RESULTS

Measurement Model

Prior to modeling the structural model and executing SEM, the study needs to validate the
measurement model of latent constructs for unidimensionality, validity, and reliability
(Hoque et al., 2017; Awang et al.2015). Unidimensionality is achieved when the factor loading
for all items are positive with a minimum value of 0.6 (Hoque et al., 2017a; Hoque and Awang,
2016). The Construct Validity is achieved when the fitness indexes for the measurement
model meet three model fit categories namely, Absolute Fit, Incremental Fit, and
Parsimonious Fit. The Discriminant Validity is achieved when all constructs are not highly
correlated. The Convergent Validity is achieved when the value of Average Variance Extracted
(AVE) meet the minimum value of 0.5 (Hoque et al., 2017a; Hoque and Awang, 2016). The
Construct Reliability is achieved when the values of Composite Reliability (CR) and Average
Variance Extracted (AVE) reach the minimum value of 0.6 and 0.5 respectively (Hoque et al.,
2017; Hoque et al., 2017a). The Internal Reliability among the items is achieved when the
value of Alpha Cronbach reaches the minimum value of 0.7 (Hoque and Awang, 2016). The
fitness indexes shown in Figure 2 indicate the measurement model of the three latent
constructs (CGO, MW, and WE) have met the requirement for Construct Validity.
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Figure 2: The Pooled CFA Results and the Output Showed All Fitness Indexes Achieved
The values of factor loading for every item together with the Cronbach Alpha, CR and AVE for

every construct as shown in Table 1 indicates all latent constructs (CGO, MW, and WE) have
achieved Convergent Validity, Construct Reliability and Internal Reliability.
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Table 1:

The CFA Results for the Measurement Model

Construct Item Factor Cronbach CR AVE
Loading Alpha

Career CGOo1 0.80

Growth CGO 2 0.79
Opportuniti CGO 3 0.80 822 0.852 0.592

es (CGO) CGO 4 0.68

MW1 0.77

MW2 0.80

Meaningful MW3 0.87
Work (MW) MW4 0.89 .933 0.934 0.702

MW5 0.85

MW6 0.84

WE1 0.71

Work WE2 0.79
Engagement WES 0.85 911 0.914 0.641

(WE) WE4 0.86

WES5 0.85

WE6 0.73

The Discriminant Validity is assessed through correlation and also through
Discriminant Validity Index Summary. According to Awang et al. (2015), one of the criteria for
Discriminant Validity is the correlation between exogenous constructs must not exceeded
0.85. Another criterion is through the Discriminant Validity Index Summary as shown in Table
2. The diagonal value is the square-root of AVE for the respective constructs, while other
values are the correlation between constructs. The Discriminant Validity of the constructs is
achieved when the diagonal values are greater than any values in their rows, and columns
respectively.

Table 2:
Discriminant Validity Index Summary
Construct Career Growth Meaningful En ‘aNzrmkent
Opportunities (CGO) | Work (MW) 8 (§VE)
Career Growth Opportunities
(CGO) 0.769
Meaningful Work (MW) 0.625 0.837
Work Engagement (WE) 0.618 0.755 0.800

The correlation value of latent constructs CGO and MW is 0.625, the correlation value of
latent constructs CGO and WE is 0.618 and correlation value of MW and WE is 0.755. As the
value in diagonal is greater than any values in its row and column, this study accomplishes
that the discriminant validity is achieved for the model (Kashif et al., 2016; Mohamad et al.,
2016; Yusof et al., 2017).
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Structural Model

As shown in Figure 3, three hypotheses (H1, H2, & H3) are supported. In H1, Career Growth
Opportunities has a significant direct effect on Work Engagement ($=0.255, P=.001). In H2,
Career Growth Opportunities has a significant direct effect on Meaningful Work ($=0.666,

P=.000), in H3, where Meaningful Work also has a significant direct effect on Work
Engagement (B=0.605, P=.000). The structural model explains 61% variance in Work
Engagement.
Fitness Indexes ? ? ? ? ? ?
1.P-Value = .000
2.RMSEA = .064 MW | | MW2 | | MW3 | | Mw4 | [ Mws | | Mwe
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Figure 3: The Standardized Regression Weights for Every Path in the Model

Test of Mediation

Meaningful
Work

Waork

Career_Growth
Engagement

Opportunities

239

The Indirect Effect = 0.625 x 0.605 = 0.378 and the Direct Effect = 0.225. Since Indirect Effect is
greater than Direct Effect, and both Indirect path (CGO to MW and MW to WE) are significant,
partial mediation occurs (Kashif et al., 2016; Mohamad et al., 2016; Yusof et al., 2017).
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As a result, Meaningful Work partially mediates the relationship between Career Growth
Opportunities and Work Engagement since the indirect effect is higher than the direct effect
and the direct effect is still significant after mediator enters the model (Kashif et al., 2016;
Mohamad et al., 2016; Yusof et al., 2017).

Confirming the Mediation Result Through Bootstrapping

It is imperative to reconfirm the result of the mediation test using the re-sampling procedure
known as bootstrapping to reconfirm the hypothesis testing result of indirect effect (Hair et
al., 2010; Awang, 2015; Awang et al., 2015). The process allows for sampling with replacement
between 500-5000 samples from the existing dataset. The study could compare the
bootstrapping results with the results using normal modeling procedure. If there is any
difference between the two, then the bootstrapping result will be admitted. The
bootstrapping result with n = 1000 and bias-corrected confidence interval 0.95 is shown in
Table 3.

Table 3:
The Summary of Bootstrapping Result
Indirect Effect Direct Effect
Bootstrapping Results 0.378 0.239

The mediation occurs since the indirect effect is

Does mediation occur? .
greater than direct effect

Bootstrapping p-value 0.001 0.004
Results Significant Significant
Type of Mediation Partial Mediation since the direct is still significant.

Table 3 shows the beta estimate of both the indirect effect and direct effects of Career Growth
Opportunities on Work Engagement (B) =0.366 and 0.225 respectively. Furthermore, it shows
the P-value of indirect and direct effects for the Career Growth Opportunities on Work
Engagement (P-value = 0.001 and 0.004 respectively). Based on the bootstrapping results in
Table 3, it is evident that Meaningful Work partially mediates the relationship between Career
Growth Opportunities on Work Engagement. Consequently, the Has of this study which posited
that Meaningful Work mediates the relationship between Career Growth Opportunities on
Work Engagement is also supported by the data of this study.

Discussion and Implications for Theory and Practice

The present study aimed to outline the relationship between career growth opportunities
work engagement followed by the mediation of meaningful work in their relationship. The
study results have found a significant positive relationship between career growth
opportunities and work engagement thus, confirming hypothesis 1. The results are parallel to
Barbier et al. (2013); Fairlie (2011); and Mckechnie, and Swanberg (2011) outlining that
employees perceiving positive about the available career growth opportunities in terms of
development, promotion and career progression were able to harness their psychological
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wellbeing to connect with energy and immersion at work thus, predicting work engagement.
The results have extended our theoretical understanding and knowledge pertaining to the
positive influence of career growth opportunities upon individual psychological wellbeing
(work engagement) (Arnold, Turner, & Barling, 2007). Accordingly, perceptions about the
work being meaningful were also found to be explaining this relationship hence it suggests
that meaningful work perceptions are important for enhancing employees’ work
engagement. Overall, the results have landed support for meaningful work effects and its
association with career growth opportunities through which organizations can help improve
employees’ work engagement. The findings have outlined that employees connect career
growth opportunities as a source of viewing their work is meaningful. In simple, providing
career growth opportunities to a certain extent can help employees to enhance their
perceptions about the work being worthy, significant and contributory which leads them to
enhance their work engagement. In the similar vein, the findings are connected with the idea
of developing such prospects that could help employees to view their work as full of career
development and growth opportunities in order to enrich their work engagement and
meaningful work can play an active role in it.

The findings of the present study have several theoretical and practical implications to
forward. Concerning to theoretical, the present study has extended our understanding
pertaining to conservation of resources theory, outlining the critical role of resources in
shaping employee behaviors. Under its explanations, the present study has also forwarded
consonance to the assertions of Ling Suan and Nasurdin (2014), by finding career growth
opportunities as an important developmental job resource. Accordingly, the study has
outlined that career growth opportunities are of prominent value when it comes to work
engagement prediction. This, thus, sheds light on the new arena of HR focused scholars to
realize and understand what further empirical associations they could possibly bring towards
the concept of engagement and its enhancement. Likewise, the findings highlight an
important arena for HR practitioners to focus and unleash how through providing effective
career growth opportunities, they can make employees work with immersion, dedication, and
energy. Similarly, policy makers can also play a notable role when it comes to harnessing
employees’ work engagement. Therein, organizations can attempt to ensure there is an
ample number of growth and development opportunities for employees to grow and move
up the ladder in order to enhance their positive self. Accordingly, there is a need for major
facilitation from top authorities to help establish career growth prospects for employees to
ensure they develop the positive perceptions about the work and in relation to the
psychological wellbeing.

In parallel, the present study has outlined that meaningful work is essential and crucial for
employees in order to give their best thus showcase work engagement. The study has
outlined a new arena of research for engagement enthusiastic researchers to see how
meaningful work can help to explain several other empirical relationships concerning to other
HR prospects. Likewise, the findings forward implications for policy makers to focus on
prospects that could make them feel that the work that they are doing is contributory and
significant for themselves as well as organizations at large. As Fairlie (2011b) has asserted that
meaningful work is a sleeping giant that the scholars are yet to understand in terms of its
direct and intervening effects. The present study has made a notable stride and outline that
meaningful work can be a healthy intervening role when it comes to career growth and work
engagement relationship.
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Limitations and Scope for Future Studies

Despite significant results and notable implications, the present also has some important
limitations. At first, the study used cross-sectional research design which at times restricts
from drawing causal explanations. In this regard, longitudinal research study could be a
prominent arena for future scholars on the framework to see how career growth
opportunities link with work engagement following the mediation of meaningful work and
strengthen the findings of the present study as well. Furthermore, the present study used
self-reporting measures due to which there is a possibility of having inflated relationships
between career growth opportunities, meaningful work, and work engagement. Although,
studies in the past examining work engagement can be traced deploying similar approach
(Xanthopoulou, Bakker, & Fischbach, 2013; Xanthopoulou et al., 2009) yet still; there is a
likelihood that the sample of the present study may have under-reported work engagement.
Though, the present study attempted to minimize these issues through ensuring that the
anonymity of the scales (Podsakoff, Mackenzie, Lee, & Podsakoff, 2003).

Also, the findings have limited generalizability as the present study catered to employees
working in four large retail bank in Malaysia. Future studies, therefore, may work on focusing
on other occupational settings. Comparative studies could be another arena for future
scholars to see how the examined factors including career growth opportunities and
meaningful work result towards predicting work engagement. Likewise, the study can be
replicated upon employees from other banks also to see how they perceive career growth
opportunities and how influence on employees™ work engagement following the mediation
of meaningful work. In addition, to this, it is essential to understand that there is a need for
robust underlining of prospects that could help boost employees” meaningful perceptions to
the maximum level to result in higher engagement. Accordingly, since the present study only
examined career growth opportunities, future scholars may attempt to test the impact of
other HR prospects like training, performance appraisal and compensation upon work
engagement and how whether or not meaningful work intervenes in their association.

Conclusion

The present study has provided empirical confirmation towards the concept of work
engagement through outlining how career growth opportunities can contribute and
meaningful work can intervene. The study found a positive relationship between career
growth opportunities and work engagement whereby, it also found meaningful work partially
mediating this relationship. In broad, the findings provide evidence to support the
explanations of conservation of resources theory and how individual positive behaviors could
be shaped. The study has also forwarded important implications for scholars and practitioners
to help facilitate their understanding and comprehension regarding career growth
opportunities, work engagement, and meaningful work perceptions. The findings have
empirically strived to guide HR policy makers and engagement enthusiasts to evidently see
the role of providing growth prospects and assigning contributory work to employees to help
them boost engagement at work.
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