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ABSTRACT 
Employers should practice the human resources management 
practices such as procedural justice, distributive justice, and career 
management program that employees engage at work with greater 
satisfaction. In the context of Thailand, limited study has focused on 
exploring career engagement, organizational justice as human 
resource practices. This study aims to explore the connection 
between HRM Practices (organizational justice, career 
management) with organizational engagement, and job satisfaction. 
A total of 400 participants were told that their answers would 
remain unidentified and confidential, and the participation was 
voluntary. Out of 400, a total of 386 participants give back their 
envelopes after filling up the questionnaires. After the screening of 
questionnaires, 377 data proceeded for further analysis. This study 
found organizational engagement is an important mediator who  

 
could be valuable to the organization to look for employee 
satisfaction. Further, distributive justice found has no significant 
influence on both organizational engagement and employee job 
satisfaction. 
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INTRODUCTION  
Employee satisfaction is becoming increasingly important, 

and the finest human resource provides competitive 

advantages to achieve organizational effectiveness as a 

 (Sangperm & Jermsittiparsert, 

2019; Siriattakul, Jermsittiparsert, & Abdurrahman, 2019; 

Aeknarajindawat & Jermsittiparsert, 2020). However, 

employers face the difficulties of losing qualified and 

trained staff who move to other companies for better 

chances. To prevent such loss of skilled and talented 

employees, employers are doing everything possible to 

create talent management plans that can be effective in 

cultivating talents and retain staff that provide greater 

satisfaction through the human resource management 

practice. 

 

 
Figure 1: Objective of HRM 

Source : (Kundu & Lata, 2017) 

 

Figure 1 shows the objective of HRM practice. Personal, 

Functional, organizational and social are the main 

objective of HRM. These objectives carry employees to 

practices HRM in real-world work. 

 Employers face pressure to satisfy employees. If 

employees leave a position and imply their knowledge and 

experience in other companies, large investments in the 

design and development of human capital will simply fail. 

Employees leave the organization with dissatisfaction for 

many reasons includes lack of justice and future career 

development. Otherwise, the loss of a good employee can 

adversely affect the productivity of the company, as it can 

shrink the quality and performance. A previous study 

examined factors affecting employee satisfaction, Human 
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Resource Management (HRM) practices, for instance, 

performance management, employee development and 

compensation, and identified a number of key variables, 

such as demographics, organizational engagement, and 

organizational commitment. In addition to the HRM 

system, management can operate a functioning 

environment that motivates employees to innovate and 

therefore increases the competitiveness of the 

organization. However, previous studies still lack how 

HRM practices, for instance, career management, 

organizational justice boots employee satisfaction through 

the organization engaged in the context of the 

pharmaceutical industry in Thailand. Given the imprecise 

notion, limited research has been conducted for the study 

so far. Therefore, factors are needed that affect job 

satisfaction through HR practices and organizational 

interactions in Thai pharmaceutical companies. This 

study aims to investigate the relationship between HRM 

Practices (career management, organizational justice) with 

organizational engagement, and job satisfaction. 

 

TABLE 1. Employee engagement in Asia 

Country Percentage (%) 

Indonesia 76 

India 71 

Philippine 71 

China 69 

Thailand 64 

Malaysia 63 

Singapore 59 

 Source: (Tabiu & Nura, 2013) 

 

Table 1 shows that Indonesia provides highest 76 % 

employee engagement in Asia. Besides that, India and 

Philippine also provide a decent 71 % of employee 

engagement. According to the table also can be observed 

that Thailand offer 64 % employee engagement which is 

also a good employee engagement between Asian 

countries.  

 

LITERATURE REVIEW 

Career Management and Job Satisfaction 

Career management processes in firms, although they 

were never clearly described in these national terms, were 

discussed among employer and with their staffs (Orpen, 

1994). In principle, employers work to assist their 

employees in developing their career - corporate career 

management that leads these national personal 

development programs. In the same way, people worked 

to advance their careers. Setting career-related goals and 

finding suitable strategies to achieve them is an example of 

career self-management (Bin, 2015). Sturges, Guest, and 

Mac Davey (2000) include two-term those are person-job 

fit and person-organization fit. This study considers 

found the workplace that fit with their skills (Haq, Nawaz, 

Mahtab, & Cheema, 2012). Numerous studies have shown 

that environmental cohesion among people is largely 

related to respect, including organizational commitment, 

employee satisfaction, organizational citizenship 

behaviour, and occupational mental health (Brunetto, 

Teo, Shacklock, & Farr‐Wharton, 2012). Person-

environment fit stems from the theory of interaction 

suggest the good fit between the person and the 

environment (Deepa, Palaniswamy, & Kuppusamy, 2014). 

Researchers have found that job fit attracts the most 

attention, and empirical studies show that the 

significant  (Guest, 

2014). This is done in three ways including congruence fit, 

namely people and their positions has the same 

characteristics; such as remuneration, which can satisfy 

the needs and expectations of employees; the ability to 

meet the requirements, that is, the experience, skills, and 

capabilities of the staff to match their work descriptions 

(Markos & Sridevi, 2010). Meta-analysis studies 

demonstrate that the interaction of job-fit is closely related 

to organizational commitment and job satisfaction (Paré 

& Tremblay, 2007). In short, people value their work 

when job satisfaction is expressed as the intensity of a 

pleasant and positively sensitive experience, which means 

how many people love their work 

. The outcomes of the study show that 

coherence between people and jobs are connected to job 

satisfaction. Hiring a person with specific skill and 

experience increases the self-efficacy in the employee. Self-

control is a belief in the fulfilment of a specific job and 

works attitude, meaning that the skill not itself, but the 

degree of confidence that people may perform work 

behaviour through their abilities, which is the main 

concept in social cognition and directly Influence peoples 

thought, behaviour and motivation. Once employees feel 

themselves confidence in doing work, they are more likely 

satisfied with the organization they work for. Wood, Van 

Veldhoven, Croon, and de Menezes (2012) study show 

that a person who has high self-efficacy works harder if 

they face any complication, they become more consistent, 

and they accept if they fail, so they are the likelihood of the 

desired result.  

Similarly, employees with high self-efficacy have more 

confidence in solving problems and can achieve higher job 

satisfaction. The fit between a person and organization is 

closely linked to commitment and intentions to leave the 

job, but more person-job fits add more job satisfaction. 

These conditions prevent the formation of beliefs about 

individuals and firm that influence the formation of 

reasonable assumptions. Satisfaction can be felt when 

organizational conditions are created to satisfy the need-

supplies fit. Simultaneously, Alfes, Truss, Soane, Rees, and 

Gatenby (2013) t unfulfilled need 

will motivate performance when anticipated supplies are 

expected to fulfil this need". So, the job attitude, such as 

job satisfaction and job commitment, should be affected 
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by needs-supplies fit. A review of compliance analysis can 

serve as the basis for developing HRM activities that meet 

the requirements of the competition and work, job 

planning, setting goals and creating an approach to 

increase employee job satisfaction. 

According to Smith and Ecker (1969), many studies have 

shown that overall job satisfaction is measured by the 

work assigned by employees and the tasks assigned to 

them by person job fit which is an important component. 

Emphasizing job satisfaction, they usually focus on 

measuring work individually or in accordance with 

company factors. However, when rewards or 

remuneration is controlled, work values will be indirectly 

related to job satisfaction. Employees with higher 

positions have less satisfaction with work rather than the 

characteristics of the job. Thus, it is concluded that not 

only the specific characteristics of the job but also the 

perception of the employee is associated with levels of 

satisfaction. In a nutshell, employees with the organization 

who practices suitable HRM practices such as good career 

management are likely to be satisfied at work. Thus, the 

following hypothesis developed for this study; 

H1: Career management significantly influence the 

employee's job satisfaction 
 

 

Procedural Justice and Distributive Justice and Job 

satisfaction  

Justice refers to the equality of any decision-making 

process for employees in the organization (Kundu & Lata, 

2017). Distributed justice refers to impartiality in the 

distribution of results sets among recipients, and the main 

problem of most distributed justice studies is the reaction 

of disparity of payments (Adams Jr, 1965; Cook & 

Hegtvedt, 1983). Distributed justice is reported to occur 

when expectations (on an ideal basis) align with results. In 

the organization, individuals follow the principles of 

equity and evaluate it as an appropriate outcome that fits 

the data (e.g., experience, skills and efforts) (Adams Jr, 

1965). Therefore, most of the organizations take 

advantage of distributive justice while the distribution of 

wages and benefits reflects the contribution of employees 

at different levels. Comparatively, Procedural justice refers 

to self-similarity through decision-making or sharing of 

results (Lamba & Choudhary, 2013). Distributed justice 

gives importance to the judgment of the results obtained 

by an individual of the company. The results can be 

divided on the basis of equity, demand or inputs, and 

individuals determine delivery well-being relative to 

others (Ma, Silva, Callan, & Trigo, 2016). The concept of 

inappropriate distribution of work payments creates stress 

on the individual and is prevented from eliminating 

individual stresses, but even after determining the 

outcome, the methods used can have far more impact 

than the outcome, emphasis was placed on the distributive 

justice delivered gradually through procedural justice. 

Research has shown that workforces put vast importance 

on procedural justice (Lind & Tyler, 1988). According to 

Patwary, Roy, Hoque, and Khandakar (2019), commonly, 

it has been observed that people ensure timely continuity, 

suppress bias, opinion of underprivileged people, the 

accuracy of information. People generally observe fair 

processes when making the right decisions and 

compliance with ethical and ethical standards. 

Furthermore, people want an impartial process, even if the 

methods do not affect the results, implying that the 

intentional pursuit of justice is not objectively important 

(Saks & Gruman, 2011). Procedural justice and publicity 

are significant factors in determining organizational 

attitudes and behaviour. Procedural justice has a positive 

impact on the organization, executive, and governance 

evaluations, and is positively related to the behaviour of 

organizations citizen. Distributive justice, in particular, 

has an influence on employees' satisfaction with their 

current pay and objectives (Memon, Salleh, & Baharom, 

2016). However, it is uncertain whether organizational 

justice has any more predictable levels of job satisfaction. 

Theoretical and empirical both studies are equally 

controversial as to how distributive and procedural justice 

influence job satisfaction. The following are three 

opposing models in this review, which aims to elucidate 

the relationship between organizational fairness and job 

satisfaction on and elaborate the pragmatic findings 

associated with each. 

Procedural justice refers to the rules that govern the 

process and procedures to support the perception of the 

participants, known as procedural justice (Rayton & 

Yalabik, 2014). Distributive justice, where satisfaction is 

offered to be the result, a hearing of justice shows that the 

act of satisfaction is one of the general principles of 

fairness of a hearing, based on justice, voice, or hearing 

and determination. Procedural issues, such as fairness of a 

process, caring for a participant and confidence in 

decision-making powers (Sattar, Ahmad, & Hassan, 2015) 

contribute to an understanding of important deliberative 

justice in wide literary support in the procedural justice 

theory of satisfaction. Generally, studies show that if 

administrative processes and procedures are deemed 

appropriate, participants are more satisfied, more willing 

to accept this approach are more likely to advance a 

positive attitude towards the organization (Lind & Tyler, 

1988). 

In addition, employees with more flexible programs have 

a broader perception of procedural justice than traditional 

benefit plans (Shah & Beh, 2016). Flexible plans included 

the allocation of employer contributions to choose the 

level of benefits and coverage so that the employees could 

control benefits, for instance, dental insurance, health 

insurance, life insurance, long-term disability and 

pensions. Employers have become flexible instead of 

offering benefits to flexible benefit plans. Thus, this can 

deliver a higher logical value of the benefits, as workers 

become more aware of their value in terms of costs and 

employer coverage. Furthermore, constant care refers to 

all employees who have the chances to make a decision in 

favour of profit and received the right information to 

determine their benefits. Companies were asked to take a 

proactive approach to understand how companies define 

the concept of procedural and distributive justice and 

prepare a profit strategy accordingly, and increase the 

perception of justice for employees, and eventually, this 

increases employee hiring ability and job satisfaction 

(Jarrar et al., 2018). 

All these above studies have shown that distributive and 

procedural justices are vital to predict the personal 

satisfaction of employees and their obligation to the 

institution they work. It was necessary for the companies 

to guarantee the transfer of relevant information to 
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employees as well (Abdallah, Obeidat, Aqqad, Al Janini, 

and Dahiyat, 2016). In addition to information justice, 

administrative justice is enhanced by information 

transmitted through a high level of management policy 

and practice. 

H2 and H3: distributive justice and procedural justice 

positively influences job satisfaction 

 

Career management and organizational engagement  

Person-job fit, and person-organization fit refers to the 

people working in environments that are adapted to their 

personality traits could have more positive attitudes 

(Perrin & Ishag, 1971). The idea is that a good fit between 

people and the firm leads to better work engagement. 

Applying these characteristics attracts certain types of 

people because people are interested in companies with 

whom they can share their feelings, emotions and values 

(Albrecht, Breidahl, & Marty, 2018). Skilled people must 

stay, and those who are not worth should leave and more 

involved in organizations. There are limited studies have 

been conducted of the effects of PE-fit on organizational 

(Albrecht et al., 2018; Guglielmi et al., 2016). Saks and 

Gruman (2011) conducted a recent study on the effect of 

business suitability on corporate business, and it provided 

support for customization effects, especially for PJ, 

suitable for corporate business. There are claims that 

people are confident that KSA is responsible for managing 

their work and more confident in its role in empowerment 

and probably participated in the work. Those who know 

their role well (PJ Fit) will more effectively manage their 

work and participate in tasks; this will increase their 

organizational involvement. PJ fit had a positive effect on 

three different results. In particular, the study showed that 

the ability of the PJ requirements corresponds to how 

employees assessed their skills in accordance with their 

working abilities, in accordance with the hypothesis that 

they were influenced by the working business. High 

requirements for PJ - Skilled workers are those who are 

equipped with KSA, necessary in accordance with their 

job descriptions. They will facilitate the management of 

their work and the effective and successful 

implementation of their tasks (through the 

implementation of KSA), which will subsequently 

improve their organizational involvement and, thus, the 

following hypotheses have been developed. 

H4: career management significantly influences 

organizational engagement. 

 

Distributive and procedural justice and organizational 

engagement  

The dimension and conservation levels defined by Kahn 

(1990) include consistent and predictable social 

conditions. It is specifically vital for companies to get used 

to the methods used to allocate and distribute awards. 

Although the distributive justice is related to the notion of 

the fairness of the judgment, procedural justice reflects the 

alleged rationale for the tools and procedures used to 

quantify and distribute resources (Karatepe & Olugbade, 

2016). Various study of justice research in the 

organization have shown that fairness perceptions are 

linked to firm outcomes for instance satisfaction in the 

workplace, organizational citizenship behaviour, 

detachment, organizational commitment, and 

performance (Nabi, Syduzzaman, & Munir, 2016). 

Nevertheless, earlier studies have not explored the 

relationship between justice perceptions and 

organizational engagement in the context of the 

pharmaceutical industry in Thailand. Therefore, this 

research conducted in the field of the pharmaceutical 

industry in Thailand to fill the void. 

The effect of perceptions of justice on different results can 

be part of staff engagement. Similarly, when employees 

have a higher sense of fairness, they feel justified in 

fulfilling their job role in the organization through 

increased engagement. On the other hand, a lack of a 

sense of justice would deprive employees of their actions. 

Justice and fairness are important working conditions of 

Maslach, Schaufeli, and Leiter (2001) model as well. 

Impartiality can increase blindness and increase the 

positiveness of business equity Maslach et al. (2001). 

Therefore, the following hypotheses are designed to study. 

H5: distributive justice positively impacts the 

organizational engagement  

H6: procedural justice positively impacts organizational 

engagement
 

 

The impact of organizational engagement and job 

satisfaction  

Staffs are less likely to move from their work place if they 

have a high level of engagement in the organization (Ollo-

López, Bayo-Moriones, & Larraza-Kintana, 2016). Based 

on an investigation conducted by four different 

organizations in the Netherland, Ollo-López et al. (2016) 

discovered that the turnover intention was negatively 

defined, meaning that negative relationship to motivate 

staff turnover. After observing over a long period of time, 

their study of serious employee and leavers in Belgium is 

short-term self-employed workers, and low-level jobs 

predict actual migration to another organization. This 

indicates that employees with higher engagement are less 

likely to move from the organization. According to 

Siengthai and Pila-Ngarm (2016), company staffs are 

those who put a lot of effort and energy into their work, 

are highly engaged in the organization. The resources that 

the highly engaged employee used in the firm, they are less 

likely to resign, but the results of the Siengthai and Pila-

Ngarm (2016) study did not support strongly on their 

interpretations. The outcome suggests that other variables 

(such as satisfaction, commitment, and sub-

representation) did not significantly contribute to the 

interpretation of changes in the intention to reverse the 

agreement during accounting.  

This conclusion is not consistent with others that support 

the temporary effect of transactions on the purpose of the 

cycle. Although most researchers agree that business 

influences the intention of turnover, this study will suggest 

a similar approach . 

To explain organizational engagement and job 

satisfaction, the theory of social exchange recommends 

that strong relationships between employee and his 

organization aspire and in support of their peers to their 

organization (Al-dalahmeh, Khalaf, & Obeidat, 2018). On 

the contrary, a strong emotional connection with the 

organization can strengthen the desire to function better 

and get itself involved with the work. Work of an 

improved and skilled employee can be either emotional or 
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physical, reflecting attitudes and behavioural elements of 

retention. According to Patwary and Rashid (2016), 

engagement is defined -

motivational state of work-related well-being that is 

characterized by vigour, dedi .  

In the same way, Kahn (1990) 

people employ and express themselves physically, 

cognitively and emotionally during . 

Although both attitudinally and behaviorally has been 

described by work engagement, but there are still some 

reason to disagree that it will be considered as an behavior 

or attitude for the recent study purposes (García-Chas, 

Neira-Fontela, & Varela-Neira, 2016), and to be 

compatible with research and literature. Therefore, it is 

hoped that a higher attachment with the firm will 

correspond to its goals (that is, specific tasks and roles of 

his or her organization (or lack thereof) can increase or 

decrease his or her chances of participating in his or her 

work. People who are well known in the organization are 

more likely to be enthusiastically engaged in goals and 

activities; as a result, they are motivated to do more, it is 

difficult to accomplish these objectives. Thus, there is 

hope that people who have a solid psychological 

connection with the organization can learn the goals and 

objectives of their organization and, therefore, will be 

more actively engaged in achieving these outcomes by 

participating in their actions. The greater engagement 

with the organization will determine the person's attitude 

to work and especially his engagement in work based on 

job satisfaction. This is how the following hypotheses were 

developed; 

H7: organizational engagement positively influences 

employee job satisfaction  

 

Mediating role of organizational engagement between 

HRM practices (career management, distributive 

justice, procedural justice) and job satisfaction.  

Jose and Mampilly (2012) discovered in their investigation 

that organizational engagement mediated the relationship 

between job resources and employee turnover intentions. 

The job resources are designed to provide appropriate 

response on productivity, appropriate training and 

support for employees. This indicates that some HR 

practices can influence employee turnover through 

employee engagement. In this study, the personnel 

management function extends to other components of the 

personnel role, such as career management, organizational 

justice, which ultimately affect the organizational 

engagement of employees. Instead, staffs are more likely 

to be satisfied with the organization. Alternatively, 

employees engage in the company for the time being, 

which slowly increases job satisfaction. Thus, in what this 

study offers, organizational engagement mediates the 

relationship between HRM practices and employee job 

satisfaction. 

H8, H9, and H10: organizational engagement mediates 

the relationship between career management, procedural 

justice, distributive justice and job satisfaction  

 

 
Figure 2: Research Framework 

 

RESEARCH METHODOLOGY 

Data Collection Procedures 

Participants are the employees in the pharmaceutical 

industry in Thailand. Data collected from full-time 

employees working in the Thailand pharmaceutical 

industry. Following the snowball method, data collected 

from the respondents by the researchers make a group 

with the employees who works in the pharmaceutical 

industry. Then the group members added their friends 

working in the industry. Later on, the questionnaire sent 

to respondents with google.doc documents to fill up 

online. This method chosen as the respondents will rate 

their justice perception about the company. Respondents 

have their own say without any fair about losing a job. A 

total of 400 participants were told that their answers 

would remain unidentified and confidential, and the 

participation was voluntary. Out of 400, a total of 386 

participants give back their envelopes after filling up the 

questionnaires. Participants were requested to fill out a 

survey form, taking into account the experience and 

attitude of employees. After the screening of 

questionnaires, 377 data proceeded for further analysis. 

 

Measurement 

A 10 items scale for career management adopted from 

Sturges et al. (2000). Job satisfaction was measured 

through eight items from Hartline and Ferrell (1996). 

organizational engagement contains 6 items were adopted 

from Saks (2006); procedural justice (7 items ), and 

distribute justice (4 items) were taken from Colquitt 

(2001). 
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DATA ANALYSIS AND FINDINGS 
Table 2 represents the demographic distribution of the 

participants for gender, marital status, age, income, 

education level and working experience in the industry. 

 

 

TABLE 2. Demographic Profile of the Respondents (n= 377) 

Characteristics  Frequency  Percentage  

Gender    

      Male 217 57.6 

      Female  160 42.4 

Marital Status    

      Single  119 31.6 

      Married  258 68.4 

Age (Years)   

      25 years and below 92 24.4 

      26-35 years  159 42.2 

      36-45 years  59 15.6 

      46-55 years  37 9.8 

      56 years and above 30 8.0 

Income    

      Below 10000 Bhat 36 9.5 

      10000 - 30000 Bhat 86 22.8 

      30001- 50000 Bhat 165 43.8 

      Above 50000 Bhat 90 23.9 

Education    

      Diploma 15 4.0 

      Degree/Bachelor 162 43.0 

      Masters 160 42.4 

      PhD/Doctoral 40 10.6 

Experience    

      1-3 years 239 63.4 

      4-6 years 118 31.3 

      7-9 years  17 4.5 

      More than 9 years 3 .8 

 

For gender, 57.6% of the respondents are male, and 42.4% 

are female. Majority of the respondents are married, 

which is 68.4% and single are 31.6%. In terms of age 

42.2 24.4%, 

15.6 9.8%, and 56 

years and above is 8.0%. Majority of the respondents have 

the income of 30001 to 50000 Bhat which is 43.8% 

followed by above 50000 Bhat (23.9%), 10000 to 30000 

Bhat (22.8%) and below 10000 Bhat (9.5%). For education 

, 

which are 43.0% and 42.4% respectively, and PhD/ 

Doctoral degree holder (10.6%) and diploma holder is 

4.0%. While looking into the job experience of the 

respondents, most of them have experiences of 1 to 3 years 

(63.4%), followed by 4 to 6 years is 31.3%, 7-9 years is 

4.5% and more than 9 years is .8%.  

 

Measurement Model of the Study  

Convergent validity 

In analysing the measurement model, the Table 3 shows 

the Cronbach alpha, composite reliability, and average 

variance extracted. All the variables used in this study 

exceeded the recommendation Cronbach alpha value of 

0.70, and the lowest composite reliability is 0.891 which is 

more than recommended value, and the average variance 

extracted more than the suggested value of 0.50. 

 

TABLE 3. Construct Validity & Reliability 

  Cronbach's Alpha Composite Reliability Average Variance Extracted (AVE) 

 Career Management 0.898 0.916 0.526 

 Distributive Justice 0.837 0.891 0.671 
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Job Satisfaction 0.881 0.905 0.544 

 Organizational Engagement 0.891 0.917 0.648 

 Procedural Justice 0.892 0.915 0.608 

  

 
Figure 3. Measurement Model of the Study 

 

Another important fact in measuring the measurement 

model is discriminant validity. Heterotrait-Monotrait 

Ratio is one way of testing the measurement model. Table 

4 represent the correlation between the constructs is no 

more than 0.736, which is less than the suggested value of 

0.85. Therefore, the measurement model passed all criteria 

for convergent validity and discriminant validity. 

Furthermore, SRMR for the measurement model is 0.63, 

which indicates a good model fit.  

 

TABLE 4. Discriminant Validity -Heterotrait-Monotrait Ratio (HTMT) 

 

Career 

Management 

Distributive 

Justice 

Job 

Satisfaction 

Organizational 

Engagement 

Procedural 

Justice 

Career Management 
     

Distributive Justice 0.736 
    

Job Satisfaction 0.724 0.585 
   

Organizational 

Engagement 
0.405 0.413 0.517 

  

Procedural Justice 0.295 0.532 0.349 0.308 
  

 
      Structural Model of the Study 

The structural model indicates the causal relationship 

between the construct in path model analysis. The result 

of the structural model explains the 49.8 per cent variance 

explained. Table 5 shows the direct effects of career 

management, procedural justice, distributive justice, 

organizational engagement on job satisfaction.  

 

TABLE 5. The Direct effects of independent variables on dependent variable 

 Hypotheses  
Original 

Sample (O) 

Standard Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Career Management -> Job Satisfaction 0.524 0.057 9.242 0 

Career Management -> Organizational 

Engagement 
0.254 0.065 3.885 0 

Distributive Justice -> Job Satisfaction 0.04 0.069 0.581 0.561 

Distributive Justice -> Organizational 

Engagement 
0.126 0.071 1.768 0.078 

Organizational Engagement -> Job 

Satisfaction 
0.227 0.048 4.69 0 

Procedural Justice -> Job Satisfaction 0.087 0.049 1.769 0.078 

Procedural Justice -> Organizational 

Engagement 
0.149 0.048 3.14 0.002 
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Table 5 presents the results of regression analysis 

regarding the effects of career management, procedural 

justice, distributive justice on organizational engagement 

and job satisfaction, and the effect of organizational 

engagement on job satisfaction. Out of 7 hypotheses, four 

hypotheses accepted, and the remaining four hypotheses 

were rejected. Both distributive justice and procedural do 

not have influential effects on job satisfaction. Similarly, 

distributive justice does not have influential impacts on 

organizational engage. Thus, three direct hypotheses were 

rejected.  

 

TABLE 6. The mediating effects of organizational engagement between the independent variables and dependent variable 

  

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

Career Management -> Organizational 

Engagement -> Job Satisfaction 
0.058 0.059 0.018 3.126 0.002 

Distributive Justice -> Organizational 

Engagement -> Job Satisfaction 
0.029 0.028 0.018 1.581 0.114 

Procedural Justice -> Organizational 

Engagement -> Job Satisfaction 
0.034 0.034 0.013 2.509 0.012 

 

For the mediation effects of organizational engagement 

between independent variables and dependent variables, 

bootstrapping was performed using the Smart-PLS 

version 3.0. Table-6 shows the result that organizational 

engagement does not mediate the link between 

distributive justice and job satisfaction while 

organizational engagement mediates the link between 

career management, procedural justice and job 

satisfaction.   

 

 
Figure 4: Structural Model of the Study 

 

DISCUSSION AND CONCLUSIONS 
Study provides enough support for the proposed 

theoretical model (Figure 2). The link between career 

management and employee job satisfaction, and career 

management and organizational engagement is positive. 

Organizations need to go beyond the specified contractual 

relationships and provide individuals with career 

management facilities for their job satisfaction. By doing 

this, organization get the more engaged employees for 

their goals and objectives. Positive career management 

facilitates the employee to go beyond their contractual 

agreement, and therefore, they engage at work and 

become happy. This might help the organization keep 

their talented, skilled employees for competitive 

advantages in the competitive market. Similarly, the 

employee perceived better career management facilities. A 

related finding was discovered in a study by Hough, 

Green, and Plumlee (2015) on the relationship between 

career management and employee outcome.  In the 

contrary, the effect of distributive justice on 

organizational engagement and job satisfaction are not 

significant. Thus, these two hypotheses were rejected. In 

such, situation organization may require practising a 

better distribution policy in order to gain more engaged 

employees and satisfied employees. 

 

Policy Implications  

Furthermore, the effects of procedural justice on 

organizational engagement is significantly positive, while 

the effects of procedural justice on job satisfaction is not 

significant. This finding is in line with the previous study 

by Saks (2006). It could be reasons employees are more 

likely to engage at work once they perceive better 

procedural justice. But they are not satisfied with the facts 
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that organizations may not sufficiently practice procedural 

justice. Thus, people are more engaged while they perceive 

better procedural system, but they are not satisfied with 

the system as it did not meet their expectation. In regard 

to the mediation process, this study finds that 

organizational engagement is an underlying fact to 

mediate the relationship between career management, 

procedural justice and job satisfaction.   

 

Limitations and Areas for Future Research 

Although this study provides supporting analysis with the 

theoretical basis, it is not out of limitation. Such as the 

study deals with cross-sectional data following the 

quantitative method. Further, although no common 

method bias found employee self-report was considered 

during data collection. Thus, mixed-method and 

management report about employees could provide 

meaningful result.  Further, a moderator in the model may 

provide insightful findings by the future researchers. 
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