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Abstract

Based on the questionnaire of 207 enterprise employees in South China, this
paper uses the method such as hierarchical regression analysis, to explore the
relationship between career growth and work engagement, the intermediary
role of organizational identification and the moderating effect of per-
son-organization value fit. The study shows that: 1) Employee career growth
has a significant positive impact on organizational identification and work
engagement; 2) Organizational identification plays a partial mediating role
between career growth and work engagement; 3) Person-organization value fit
positively regulates the relationship between career growth and organizational
identification. That is to say, the higher the person-organization value fit, the
more obvious the influence of career growth on organizational identification.
Finally, based on the results, the paper discusses the significance of this re-
search in theory and practice.
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Career Growth, Work Engagement, Organizational Identification,
Person-Organization Value Fit

1. Introduction

In the era which information technology rapidly develops, the pace of economic
development in China is accelerating and the development trend of the business
organization towards the flat is becoming more and more obvious. This made
the relationship between person and organization fundamentally changed. At

the same time, to survive and gain a competitive superiority in the wave of glob-

DOI: 10.4236/0jbm.2018.62022 Apr. 20, 2018 300 Open Journal of Business and Management


http://www.scirp.org/journal/ojbm
https://doi.org/10.4236/ojbm.2018.62022
http://www.scirp.org
https://doi.org/10.4236/ojbm.2018.62022
http://creativecommons.org/licenses/by/4.0/

J. Bai, J. P. Liu

al economic development, enterprises need to create talent superiority and place
enhancing employees’ input and output in a priority position.

However, according to the employee engagement Survey which Gallup re-
leased in November 2013, only 13% of employees in the world are engaged in
their work and 87% of employees are not engaged in their work or efficient.
While Only 6% of employees in China are engaged in the job, far below the
global average [1]. The report released by Steelcase and well-known research
company IPSOS in March 2016 shows that the proportion of highly engaged in
work employees in China has increased to 10%. Although some progresses have
been made, it has not reached the global average of 13%. It can be seen that
Chinese employees still have a lot of room for improvement in their work inputs
and it is imminent to find ways and means to enhance their work engagement.

No matter it is in academia or in business management practices, employee
career growth has always been one of the focuses of great concern. In recent
years, with more and more post-90s entering the workplace from campus and
injecting fresh blood into the enterprise, this distinctively-featured group of new
generation people is gradually becoming an important force for organization’s
sustainable development. The new generation employees at the present stage in
China are more innovative and motivated by growth needs. They mainly em-
phasize their personal career growth. At the same time, they keep pursuing the
satisfaction of personal needs and the achievement of career goals (Fok, 2016)
[2]. Therefore, in the current employment situation, accumulating good profes-
sional values is indispensable for the group to obtain continuous professional
competitiveness and achieve their own professional ideals. Thus, they are also
paying more attention to the development of personal ability and career growth.

In recent years, scholars have begun to focus on the connection between ca-
reer growth and employees’ proactive behavior in enterprises. Okurame (2012)
[3] has explored the relationship between career growth prospect and organiza-
tional citizenship behavior. Crawshaw et al (2012) [4] have pointed out that it is
necessary to study the relationship between employee career growth and work
performance, work initiative behavior. In addition, Weng, Xi, Yuan, Zhou and
other Chinese scholars have also pointed out that employee career growth has a
significant impact on organizational commitment [5], employee engagement [6],
turnover intention [7] [8] and work performance [9]. But so far, scholars rarely
examine the relationship between career growth and work engagement, and
there are few researches on the specific influence mechanism.

Therefore, this study is devoted to conducting in-depth research from the fol-
lowing two aspects: 1) To explain the relationship between career growth and
work engagement among the new generation employees; 2) To explore the in-
fluence mechanism of career growth on work engagement, this study introduces
organizational identification as an intermediary variable and introduces per-
son-organization values fit as a regulatory variable. And then examine their in-

fluences on the main effect.
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2. Literature Review and Research Hypothesis

2.1. Career Growth, Work Engagement and Organizational
Identification

Argyris (1957) [10] pointed out that career growth is the process of individual
from passive dependence to active independence, from being unconstrained to
being self-restrained. Graen (1997) [11] emphasized the benefits of occupational
mobility between organizations to individual values increasing in his description
of career growth, and defined career growth as the speed of work series that in-
dividuals pursuing value enhancement. Career growth was defined as the op-
portunity for individuals to gain career growth in an organization, such as un-
dertaking challenging work tasks, taking on more job responsibilities and more.
However, these concepts are not comprehensive enough and do not take the
mobility problem of employees into account. Therefore, Chinese scholars Weng
& Hu (2009) [12] have suggested two ways of career growth: intra-organizational
growth and inter-organizational growth. Intra-organizational Career growth
emphasizes the speed of individual career progression within the organization.
And inter-organizational career growth emphasizes the growth of experience
and ability when individual flows between organizations. In addition, career
growth was divided into three major dimensions: career goal progress, profes-
sional ability development and organizational remuneration growth (Weng et
al,2017) [5]. It is limited to career growth within the organization in this study.

With the rise of Positive Psychology and Positive Organizational Behavior, the
concept of “work engagement” first appeared in 1965. After years of research
and exploration by scholars, Kahn (1990) [13] put forward the concept of indi-
vidual input at work basing on the study of Goffman (1966) [14], which was de-
fined as that individuals within the organization could integrate into work and
express themselves freely. It was also divided into three dimensions of physio-
logical, Cognitive and emotional. Schaufeli er al (2002) [15] considered that
work engagement is a cognitive state which is more positive, more lasting and
more universal. They also put forward the three-dimensional characterization
factors of vitality, dedication and focus. This three-factor model has been un-
iversally accepted and adopted in academia.

For the concept of organizational identification, Ashforth & Mael (1989) [16]
introduced social identification theory into the organizational situations, recog-
nizing that organizational identification is a state in which an individual defines
himself or herself as a member of a particular organization, or a sense of be-
longing to the group. When employees feel they are respected, and then formed
a dependence on the organization and a sense of belonging, they will be more
willing to stay in the organization for a long time, contribute to the organization,

enhance organizational performance and image etc.

2.2. Career Growth and Work Engagement

Work engagement is an active, integrated and persistent state of the individual

in work [17]. To be specific, it can be manifested as whether employees have
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good psychological quality, lots of energy, and great enthusiasm in the work, can
be absorbed in work and feel happy or not easy to produce listless, extreme and
other negative behaviors. For the new generation employees, they grew up in an
era of rich material life, developed market economy and rapid development of
information technology. They are very concerned about personal career devel-
opment and are eager to have more training opportunities to develop and per-
fect themselves.

According to the Theory of Need for Achievement, when enterprises establish
a certain career growth space for new generation employees and give them suffi-
cient opportunities to meet their growth needs and their desire for success to a
certain degree. It will obviously enhance their vitality and dedication in work, so
as to focus more devotion to work.

A large number of studies can show that career growth and work engagement
are closely linked. Bakker (2008)’s study [18] of employees’ psychological cha-
racteristics and work engagement found that individual psychological resources
such as self-respect and optimism can effectively predict the degree of work en-
gagement. The accumulation of professional values and the satisfaction of self
needs which employees obtain in the organization will stimulate the individual
to have a pleasant emotional experience. When the psychological resources of
the individual are richer, their expectations for self-centeredness (self-employment
and self-expression) are higher, but also have a higher sense of self-efficacy and
subjective initiative. In addition to the impact of individual psychology, career
growth also affects the impact of organizational members on work resources
(such as perceived organizational support, environmental free perception, inno-
vation support, organizational justice, matching perception) through increased
capabilities, changing social and economic status and so on. Li (2006) [19] sug-
gested that a high degree of fit between individual employees and organizations
or jobs enables them to adapt quickly and get into work actively. The develop-
ment opportunities (such as challenging assignment, skills utilization) which the
organizations provide to employees for career management will promote the
improvement of their work input and quality.

On the other hand, from the empirical research of Weng (2013) [5] & Zhou
(2015) [6], it can be concluded that in different occupational environment, the
positive impact between career growth and organizational commitment is sup-
ported by empirical data. The factors related to organizational commitment also
have a significant effect on work engagement. Li (2012)’s research [20] found
that good psychosocial safety perception has a positive impact on work engage-
ment. So employees’ career growth can increase safety awareness of resource
control and self-development, thus enhance their work input. Based on the
above analysis, this paper proposes the following hypothesis:

H1: Employee career growth has a positive impact on work engagement.

2.3. Career Growth and Organizational Identification

Scholars generally believed that organizational identification is the affiliation
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and dependence of the members on the organization emotionally and psycho-
logically. Employees will be tended to be actively consistent with organizations
on both psychology and actions when they agree with the organizations’ strate-
gy, culture and values. Antecedents of organizational identification can be sum-
marized into three categories: individual characteristics, organizational charac-
teristics and environmental characteristics, of which organizational characteris-
tics are mainly manifested as organizational image, organizational climate, orga-
nizational culture and organizational support etc. (Bao, 2006) [21]. If employees
want to get more pay, improve their own professionalism and abilities, gain
higher positions in work or social status, it is indispensable of the broad plat-
form and challenge opportunities provided by organizations. In other words, in
order to achieve their career growths, not only needed their own efforts, but also
the support of the organization. The employee’s intra-organizational career
growth is not only the process of generating internal identification of the organ-
ization’s goals, but also the gradually bundling of the self-behavior and organiza-
tional development [5].

The study of Zhou & Yu (2015) found that employee career growth has a sig-
nificant positive effect on organizational commitment [6]. That’s to say, when
employees feel that they are respected enough in the organization, be able to
improve their self-worth and achieve their career goals better, they will be more
recognized to the organization and more willing to stay in the organization by
working harder toward their goals. At the same time, they will give more return
to the organization, bringing better benefits to the organization thereby. Based
on the above analysis, this paper proposes the following hypothesis:

H2: The career growth of employees has a positive impact on organizational

identification.

2.4. Organizational Identification and Work Engagement

According to the Theory of Social Identity, an individual can effectively perceive
himself in a particular social group or organization, and can recognize the emo-
tional affiliation and value enhancement obtained after belonging to this partic-
ular group or organization. As a member of the organization, when it has a sense
of belonging and emotional dependence on the organization, it will consider for
the organization Initiatively, weigh it’s decision-making, and try to help organi-
zations to achieve maximum benefits. Sometimes, employee would like to devote
more time, energy and extra efforts to achieve the interests of the organization.
Regarding the relationship between organizational identification and work
engagement, some scholars have found that there is a positive relationship be-
tween them. He & Ling (2008) [22] concluded that emotional identification has a
very significant positive impact on all three dimensions of employee’s work en-
gagement, and the evaluation of the identity can significantly affect the vitality
dimension. Moreover, a large number of studies showed that organizational

identification will have a significant positive impact on organizational commit-
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ment, employee suggestion behavior and organizational citizenship. Therefore,
this study infers that organizational identification may help to enhance the sense
of responsibility and mission of employees so as to devote more efforts to their
jobs, and even consciously undertake work without their responsibilities. Based
on the above analysis, this paper proposes the following hypothesis:

H3: Organizational identification has a positive impact on employee’s work

engagement.

2.5. The Intermediary Role of Organizational Identification

The career growth perceived by employee influence staff’s psychological cogni-
tive evaluation is mainly through the consistency of practical work and career
direction, abundant work experience related to career ideal, skills upgrading, the
growth of social capital in the organization and the material return by the or-
ganization due to its work engagement, thereby affecting their attitudes and be-
havior. Reciprocity between individuals and organizations is reflected in the
equivalent exchange of resources (including material, immaterial and psycho-
logical resources). And in the process of exchange relations running-in until
balance, the high degree of recognition for career growth that individuals obtain
within the organization is the center of gravity of this balance.

Therefore, if organizations want employees to have a higher level of work en-
gagement in their work environment, they need to provide employees with ade-
quate career development support. So that they can not only feeling high degree
of concern and recognition from the organization, but also gain their accumula-
tion of professional value. Thus, employee would form a stronger sense of be-
longing to the organization, consciously raise their willingness to continue their
dedication, increase their enthusiasm for work, create greater work output, and
increase the profitability of the organization. Consequently, this paper argues
that the reason why career growth can increase employee’s work engagement is
the important role of organizational identification. Based on the above analysis,
this paper proposes the following hypothesis:

H4: Organizational identification has mediating effect between career growth

and work engagement.

2.6. The Moderating Effect of Person-Organization Value Fit

Person-organization value fit is one of the person-organization fit. Kristof (1996)
[23], a well-known scholar who is researching fit theory, summarized per-
son-organization value fit as a kind of assisted fit, emphasized the similarity or
consistency of the characteristics between individuals and organizations, and
promoted individuals’ performance by enhancing individual-organization com-
patibility. Employees that are more aligned with the organization or group will
make the organization more efficient and improve the organization’s competi-
tive advantage. Values can be defined as a particular preference of behavior for

individual or society. Personal value is a unique personal ideas and habits etc.
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formed in a certain environment. Organizational value is the behavioral pattern
advocated by the organization in the constant pursuit of sustainable develop-
ment. It affects the individual’s mind and behavior and become the core source
of power for the organization. Person-organization value fit refers to the values
of individuals and organizations where the values are similar or compatible [24].

Above the definition of person-organization value fit, if the values of individ-
uals and organizations are more consistent, individuals are more likely to have a
strong sense of teamwork and belonging, and more inclined to treat themselves
as really members of the organization. And organizational identification can be
seen as a self-definition which is the result of comparing an individual’s own
values with the organization. Ashforth (1989) & Tajfel (2004) [16] argued that
among the various factors that influence organizational identification, the values
are most valued by them. The idea also supports the view of this study.

This study argues that while career growth does not have a direct effect on the
person-organization value fit, but in the situation of the high level of consistency
between the values of individuals and the values of their organizations, new gen-
eration employees may gain greater organizational recognition if they are given
the opportunities to receive career guidance, training, promotion and salary in-
crease. On the contrary, if the level of person-organization value fit is low, the
impact of career growth on organizational identification is weak. Therefore, this
study proposes the following hypothesis:

H5: Person-organization value fit plays a positive regulatory role in the im-
pact of career growth on organizational identification.

In summary, we discussed the influence mechanism of career growth on work
engagement, and introduced organizational identification as a mediator variable,
person-organization value fit as a regulatory variable. Based on this, five hypo-
theses were proposed. And the theoretical model of this study is shown in Fig-
ure 1.

3. Research Methods

3.1. Data Collection and Samples

In this study, the data were collected by questionnaire. The survey mainly cov-
ered 6 companies in the Pearl River Delta region, involving finance, Internet,
real estate, management consulting and other industries. Such as Gemdale, Ten-
cent, Yuexiu Group, KPMG, CGB and TP-LINK. Since the research object of
this study was new generation employees, a total of 250 questionnaires were is-
sued to employees in the enterprise with working years of 0 to 6. After validating
the incomplete and other invalid questionnaires, the number of valid question-
naires was 207 and the effective rate reached 82.8%.

Among the effective samples, 95 people were males (45.9%) and 112 people
were females (54.1%), it was basically balanced in sex ratio. In academic distri-
bution, mainly included undergraduate, master’s degree or above, employees of

undergraduate education accounted for 63.8%, employees of master’s degree or
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Person-organization
Value Fit

Career Growth

Organizational Identification | Work Engagement

Figure 1. The relationship model of career growth, work engagement, organizational
identification and person-organization value fit.

above accounted for 29.5%. Employees’ working years were mainly 1 - 3 years
(85.5%), basically meeting the characteristics and requirements of new genera-

tion employees.

3.2. Variable Measurement

The scales of the selected variables in this study were all from the mature scale of
the existing studies. The scales used in this study are all Likert 5 points scale, in
which “1” means “totally disagree” and “5” means “totally agree”. In order to
ensure the accuracy and situational applicability of the scale, after the prelimi-
nary survey, we conducted in-depth interviews and corrections with some pro-
fessional technicians and relevant scholars on the contents of the questionnaire,
form the final scale and conducted the formal survey of the second stage. The
scales are as follows:

Career Growth: Using the Career Growth scale revised by Weng and McElory
(2012), which has 15 items in total and is divided into three dimensions: career
goal progress, professional ability development and organizational remuneration
growth. For example, the item of career goal progress “the current job is one step
closer to my career goal” and the item of professional ability development “the
current job motivates me to continuously acquire new knowledge about work”
and so on. According to the data of valid samples in this study, the Cronbach’s a
of this scale was 0.901, and the reliability was good.

Organizational Identification: Using the scale developed by Mael et al [25], in
which there are 6 items in total. This scale has been widely used in the current
researches of organizational identification. For example: “I am concerned about
others’ evaluation of my work unit very much.” In this study, the Cronbach’s a
was 0.81.

Work Engagement: Using the Utrecht Work Engagement Scale by Schaufeli
and Bakke (2003) [26], which consists of three dimensions of vigor, dedication
and absorption, including 17 items such as “I feel energetic at work” and “I am
passionate about what I am doing”. There are 6 items in the vigor dimension, 5
items in the dedication dimension and 6 items in the absorption dimension. In
this study, the Cronbach’s a was 0.943.

Person-organization Value Fit: Considering the scalability and simplicity of

the scale, this study used a direct measurement method and selected the value fit
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dimensions from the person-organization fit scale which was compiled by Resick
et al. (2007) [27] as the scale of this study. The scale has 5 items in total, includ-
ing “My values are in line with the values of the units and the surrounding envi-
ronment” and so on. In this study, the Cronbach’s a was 0.823.

Control variables: Selecting gender, degree of education, years of working,

nature of unit as control variables.

4. Data Analysis and Research Result

4.1. Confirmatory Factor Analysis

Since the data in this study were from questionnaires filled in by employees, it
can easily lead to common method variance. This study used AMOS 21.0 to
conduct confirmatory factor analysis, testing the discriminant validity of the
predictor variables in different models. Table 1 shows the results.

Six fitting indicators were adopted in this study: x’/df, RMSEA, IFI, TLI, CFI
and AIC. For these indicators, the standards generally accepted by academics
are: when x’/df is between 1 and 3, the model fitting degree is better, the smaller,
the more ideal; when RMSEA is less than 0.05, the model fitting degree is ideal;
IFI, TLI, CFI and other indicators are generally between 0 and 1, the closer to 1,
the better the model fits. Most scholars believe that when the indicators are
higher than 0.9, the model achieves a good fit.

By comparing the six models in Table 1, it was found that the four-factor
model had the best fit (x*/df = 1.386; RMSEA = 0.043, less than 0.05; all three
indexes of IFI, TLI and CFI are higher than 0.9). Therefore, the analysis results
showed that there is no serious common method variance between the variables,

and the predictor variables have good discriminant validity.

4.2. Correlation Analysis

The mean, standard deviation and the correlation coefficients between every
control variable, career growth, organizational identification, work engagement
and person-organization value fit are shown in Table 2. The results show that
there is a significant positive correlation between new generation employees’ ca-
reer growth and organizational identification (r = 0.653, p < 0.01) and work en-
gagement (r = 0.308, p < 0.01), and that there is also a significant positive corre-
lation between organizational identification and work engagement (r = 0.360, p
< 0.01). These provide preliminary support for testing the hypothesis of this
study. In addition, we will control gender, degree of education, years of working

and nature of unit in the regression analysis.

4.3. Hypothesis Text

This study mainly used multiple regression methods and Bootstrap method to
examine the relationship between variables. Before analyzing the data, in order
to avoid multicollinearity problem, each variable was centralized. Table 3 shows

the results of multiple regression analysis.
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Table 1. The result of confirmatory factor analysis (N = 207).

Model X df x/df RMSEA  IFI TLI CFI AIC

4-factor model 1146.071 827 1.386 0.043 0.936 0.929 0.935 1384.071
3-factor model A 1615.576 832 1.942 0.068 0.842 0.826 0.840 1843.576
3-factor model B 1454.723 838 1.736 0.060 0.875 0.864 0.874 1670.723
3-factor model C 1522.897 846 1.800 0.062 0.863 0.852 0.861 1722.897

2-factor model 1955317 842 2.322 0.080 0.775 0.756 0.772  2163.317

1-factor model 2309.626 845 2.733 0.092 0.704 0.680 0.700  2511.626

Annotation: model A combines Career Growth and Work Engagement; model B combines Organizational
Identification and Work Engagement; model C combines Organizational Identification and Per-
son-organization Value Fit; 2-factors model combines Career Growth and Work Engagement, Organiza-
tional Identification and Person-organization Value Fit.

Table 2. The means, standard deviation and the correlation coefficients.

Variable Mean SD 1 2 3 4 5 6 7 8

1 Gender 1.54 0.5 1
2 Education 3.18 0.691 0.014 1
3 YOF 1.89 0.989 -0.021 —0.292** 1
4 NOU 2.79 1.103 —-0.002 —0.294** 0.139* 1
5CG 3.50 0.535 0.049 -0.005 0.007 -0.015 1
6 POVF 3.48 0.596 0.044 -0.003 0.028 —-0.162* 0.556** 1
7 OI 3.40 0.589 0.047 -0.042 0.059 -0.104 0.615** 0.646** 1

8 WE 354 0.598 0.017 -0.11 -0.011 -0.116 0.308** 0.380** 0.343** 1

Annotation: n = 207; *p < 0.05; **p < 0.01; YOF represents years of working, NOU represents nature of
unit, CG represents career growth, POVF represents person-organization value fit, OI represents organiza-
tional identification, WE represents work engagement.

1) From the model 5 in Table 3, it can be seen that career growth has a signif-
icant positive effect on work engagement (= 0.342, p < 0.01). That is the faster
career growth, the higher the employee’s work commitment. So Hypothesis 1 is
supported.

2) As shown in model 2 and model 6, career growth has a significant positive
effect on organizational identification (f# = 0.674, p < 0.01) and organizational
identification also has a significant positive effect on work engagement (S =
0.336, p < 0.01). Therefore, Hypothesis 2 and Hypothesis 3 are supported. At the
same time, it also satisfies the preconditions for testing the mediating effect of
organizational identification.

3) The test of mediating effect. Firstly, intermediary effect test method sum-
marized by Wen (2004) [28] was used in this study. From the results of 1) and
2), we can see that the significant regression relationship between career growth
and organizational identification & work commitment. After joining organiza-

tional identification in the process, the regression coefficient of career growth to
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Table 3. The result of multiple regression.

Organizational Identification Work Engagement
Variable
Modle 1 Modle 2 Modle 3 Modle 4 Modle 5 Modle 6
Constant 3.520%* 1.195%* 0.307* 4.286%* 3.108** 3.103**
Gender 0.059 0.024 0.021 0.021 0.003 0.001
Education —-0.048 —-0.044 -0.019 —0.148* —0.146* —-0.132*
Years of Working 0.015 0.014 0.009 -0.016 -0.017 -0.021
Nature of Unit -0.073 —-0.066* -0.024 -0.086 —-0.083* -0.062
Career Growth 0.674** 0.430** 0.342%%
(0)1 0.336**
POVF 0.443**
CG x POVF 0.179**
F 1.105 22.188** 27.819** 1.608 5.051** 5.666%*
R? 0.027 0.400 0.529 0.038 0.132 0.145
AR? 0.382** 0.510** 0.106** 0.120**

Annotation: n = 207; *p < 0.05; **p < 0.01; YOF represents years of working, NOU represents nature of
unit, CG represents career growth, POVF represents person-organization value fit, OI represents organiza-
tional identification, WE represents work engagement.

work engagement is still significant, but the coefficient value becomes smaller.
This preliminarily demonstrates that the organizational identification plays a
mediating role in the relationship between career growth and work engagement.
However, many scholars thought that this method had some limitations. To
further ensure the rigor of this study, we further examine the mediation effect by
using the Bootstrap method of Hayes (2013) [20]. We choose 5000 as sample
size. Under 95% confidence interval, the results of the intermediate test did not
contain 0 (LLCT = 0.063, ULCI = 0.399), which indicates that the mediating ef-
fect of organizational identification is significant, and the mediating effect size is
0.230. At the same time, the influence of career growth on employee’s work en-
gagement is still significant after controlling the intermediary variables (LLCT =
0.195, ULCI = 0.506, p < 0.01). Therefore, organization identification plays a
partial mediating role between career growth and work engagement. Hypothesis
4 is supported.

4) Examining the regulatory role of person-organization value fit between ca-
reer growth and organizational identification. As shown in Model 3, the interac-
tion between career growth and person-organization value fit has a significant
effect on organizational identification (= 0.179, p < 0.01). Similarly, in order to
further examine the regulatory effect, this study used the Bootstrap method, se-
lected the sample size of 5000 and the confidence interval whose coefficient is
95%. The result showed that the influence of career growth on organizational
identification is significantly regulated by person-organization value fit (LLCT =
0.032, ULCI = 0.432). Therefore, Hypothesis 5 is supported.
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5. Research Findings and Conclusions

5.1. Research Findings

Based on Social Exchange Theory, Matching Theory and Positive Psychology,
this study explored the impact of intra-organizational career growth on em-
ployee’s work engagement aimed at the specific group of new generation em-
ployees, and introduced two variables of organizational identification and per-
son-organization value fit for further study. According to the analysis of empiri-
cal data, this study draws the following findings.

First of all, the career growth of new generation employees has a significant
positive effect on organizational identification and work engagement. This con-
clusion shows that if employees perceive that they can achieve better career
growth in the organization, they will be more attracted to the organization and
form a strong sense of belonging and responsibility towards the organization. In
addition, they will invest more enthusiasm and energy in their work. While im-
proving the performance for their organization, they will continue to develop
new job skills, enhance their professional abilities and accomplishments, so as to
near their professional goals.

And then this study found that organizational identification plays a partial
mediating role between career growth and work engagement. In other words,
the career growth which the new generation employees obtain in the organiza-
tion can not only directly affect their actual work engagement, but also indirectly
enhance their work engagement by enhancing the emotional connection be-
tween employees and organizations.

Finally, we confirmed that person-organization value fit plays a positive regu-
latory role in the relationship between career growth and organizational identi-
fication. In other words, the impact of career growth on organizational identifi-
cation will be significantly enhanced when the level of person-organization value
fit is high. On the contrary, the impact of career growth on organizational iden-
tification will be weakened when the level of person-organization value fit is low.
Therefore, for this study, unilaterally emphasis on the career growth of new
generation employees while neglecting employee-organization value fit can’t
maximize employees’ recognition of the organization. Only when the two are

combined, can the best incentive effect be achieved.

5.2. Research Conclusions

Starting from practical problems, this study selects new generation employees as
research object to explore the relationship between career growth and work en-
gagement. Through the analysis of empirical data, the hypothesis has been sup-
ported. This paper has important significance whether in theoretical develop-
ment or enterprise practice. Next the theoretical contributions and management

implications will be discussed.

5.2.1. Theoretical Contributions

The theoretical contributions of this study mainly include the following three
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aspects:

Firstly, for the new generation employee groups, it was concluded that the ca-
reer growth of employees has a significant positive impact on their work en-
gagement through the data test. This is similar to the conclusions of Li (2012)
[20] and Weng (2017) [9], further demonstrating the importance of paying at-
tention to employee career development and career growth.

Secondly, while the positive relationship between career growth and work en-
gagement was confirmed, there was almost no explanation of how career growth
affects work engagement. This study introduced organizational identification as
an intermediary variable and obtained the support from the data. It concluded
that organizational identification does play an intermediary role in the process
of career growth affecting work engagement. If organizations invest more re-
sources (such as high-value work items, valuable training opportunities, promo-
tion opportunities etc.) for employees, they will pay more attention to the psy-
chological contract with the organization and really consider themselves as a
member of the organization. In exchange, they will get into work in a better state
to work to return the organization. Therefore, this study further uncovered the
internal mechanism of career growth impacting work engagement, laying a good
theoretical foundation for scholars to further study this process and enriching
the theoretical connotation of career growth and work engagement.

Finally, this study also explored the regulatory role of person-organization
value fit in the relationship between career growth and organizational identifica-
tion. It demonstrated that in the case of high person-organization value fit, giv-
ing employees better career growth opportunities can achieve better incentive
effects on employees. Edwards and Cable (2009) [29] argued that consistency of
values means that it is similar to the values held by individuals and organiza-
tions. If employees’ values are in line with the organization’s values, they are
more likely to recognize the organization’s cultural atmosphere, strategic deci-
sions and so on, then accept and like their organizations from the bottom of
their heart. On the contrary, if employees’ values conflict with the organization’s,
employees will possibly have negative emotions that are conflicting or even re-
sistance to the organization, and thus being in a bad state of work burnout,
which is detrimental to the output of organizational performance. This conclu-
sion also promotes the development of the theory of job matching to a certain
extent.

However, there are still some limitations in this study. For example, the gene-
rality of the sample is not enough due to the geographical restrictions. Other-
wise, the common method deviation was caused by the cross-sectional mea-

surement.

5.2.2. Management Implications
Under the background of increasingly fierce market competition, the new gen-
eration employees as an important force for the organizational sustainable de-

velopment are getting more and more attention by business managers and scho-
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lars. How to make these young people more involved into their work is an ur-
gent problem to be resolved. Based on the conclusions drawn from this study,
the following suggestions are proposed in terms of career growth, organizational
identification, value fit and so on:

Firstly, organizations need to fully understand the career growth needs of new
generation employees. The organizations should have an in-depth understand-
ing of their employees’ career goals and help them plan their careers rationally.
For different types of employees, the organizations should provide different
challenging job opportunities and professional ability trainings so that em-
ployees can be fully exercised and promoted. At the same time, a good job pro-
motion path and reasonable remuneration growth are indispensable because it is
an affirmation of employees’ self-achievement and value.

Secondly, organizations should focus on improving employees’ recognition of
themselves. Employees with high organization identification tend to regarded
themselves as representatives of the organizations, are who can easy to generate
organizational citizenship behavior and cooperative attitudes, and have high sa-
tisfaction and low turnover intentions. Therefore, the organizations can enhance
their positive specificity and enrich the life of employees by advocating unique
corporate culture and values, designing novel workflows, actively organizing
corporate collective activities and so on. In this way, employees’ emotional at-
tribution and dependence on the organizations are enhanced to form an identi-
fication on the organizations, which in turn increases their work engagement.

Finally, organizations should pay attention to the study of talent adaptation.
According to Expectancy Theory, satisfaction comes from the cognition of the
gap between expectation and reality. In real situations, the high short-term
turnover rate of new generation employees often comes from the mismatch be-
tween actual work and career expectations. Therefore, at the stage of talent selec-
tion and recruitment, the recruiters also need to carefully examine the candi-
date’s own career expectations and values, and conduct matching and testing
based on the actual conditions of the organizations. So that can improve the
quality of two-way choice between individuals and organizations and the level of

commitment.
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Appendix

The Questionnaire about the Influence of Career Growth on Work Engagement
Dear Sir/Madam:

Hello! 'm a master student from South China University of Technology, In-
stitute of Business Administration. First of all, thank you for taking the time to
read and fill out the questionnaire. Your participation and support will contri-
bute to the smooth progress of this study. Please fill in the questionnaire ac-
cording to your actual feelings and opinions. There is no right or wrong answer.

This questionnaire is filled with anonymous form, it does not involve personal
privacy and trade secrets. And the survey data is only used for academic re-
search.

Finally, I sincerely hope that you can truthfully fill in it.

Gender OMale OFemale
OHigh school/ d
Education gh school/secondary [College [OBachelor [OM aster and above
school and below
Years of Working OLess than 1 year O1 - 3 years O3 - 5 years 05 - 10 years OMore than 10 years
OGovernment OForei )
; B, oreign
Nature of Unit offices/ OState .owned/ Sta'fe ho g O Pr|vefte OOther.
lding enterprise enterprise enterprise

public institution

1. Career Growth

Serial number

10

11

12

13

14

15

Strongly No

Item Descripti Di A Totally A
em Description Disagree isagree gree Totally Agree

Comment
Current job makes me closer to my career goals.
Current job was related to my career goals, career ideal.
Current job lays a foundation for my career objective.

Current job provides me with good
development opportunities.

Current job facilitates me to learn new work-related skills.

Current job facilitates me to learn new work-related
knowledge.

Current job facilitates me to accumulate abundant experience.

I feel my career ability enhanced and
improved.

In current work unit, my position improves faster.
In current work unit, my position is likely to move up.

In current work unit, my position is more ideal than original
unit.

Compared with my colleagues, my position improves faster.

In current work unit, my salary raises
faster.

In current work unit, my present salary is likely to raise.

Compared with my colleagues, my salary raises faster.
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2. Organizational Identification

Serial Strongly . No Totally
number Disagree Disagree Comment Agree Agree
1 When someone blames my unit, I feel like blaming myself.
2 I am very concerned about the evaluation of my work unit.
3 I often use “we” not “they” to describe my unit instead
4 I think the development of the unit is my personal development.
5 When someone praises my unit, I feel like praising myself.
6 If my unit is criticized by the media for something, I will feel very
uncomfortable.
3. Work Engagement
nlsli:lir ]SDt:s(;I;fZ Disagree Corlrjr(r)lent Agree ?gt:iley
1 When I get up in the morning, I feel like going to work.
2 At my work, I feel bursting with energy.
3 At my work, I always persevere, even when things do not go well.
4 At my job, I feel strong and vigorous.
5 At my job, I am very resilient, mentally.
6 I can continue working for very long periods at a time.
7 I am proud of the work that I do.
8 I find the work that I do full of meaning and purpose.
9 My job inspires me.
10 I am enthusiastic about my job.
11 To me, my job is challenging.
12 I get carried away when I am working.
13 Time flies when I am working.
14 When I am working, I forget everything else around me.
15 I feel happy when I am working intensely.
16 Iam immersed in my work.
17 It is difficult to detach myself from my job.
4. Person-organization Value Fit
nij:;lr ]SDtirs(;ZiZ Disagree Corlr\llr(;ent Agree ?gt:iley
1 My values match the values of the unit.
) The unit’s values and personality can reflect my values and
personality.
3 My values are consistent with those of other colleagues in the unit.
4 My personality characteristics match the
“personality” or image of the unit.
5 My values fit in with the values of the unit and the surrounding
environment
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