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Abstract— Descriptive research design was used for this 

study. Convenience sampling technique is adopted and the 

sample size is100. Data are collected from the employees 

through questionnaire. The collected data are analyzed and 

the findings are interpreted. To test the collected data the 

statistical tools like simple percentage, Likert’s scale and 

Chi-square tests are used. Based on the analysis of the 

collected data findings were given and based on the findings, 

the suggestions were evolved and it is concluded. 
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I. INTRODUCTION 

Career Management are made in the heaven. But the 

younger generation is apparently not satisfied with this 

reasoning. They feel that management is an institution, and 

it is one’s own responsibility to ensure is success. 

Compatibility is important for sustenance of the 

marital relationship. Compatibility or incompatibility of a 

relationship depends on the level of three interpersonal 

needs - inclusion, control and affection (Scultz). While 

establishing a compatible relationship, an individual tries to 

satisfy these interpersonal needs, in terms of either 

expression towards the partner, or desired or wanted from 

the partner. Compatibility can be judged depending on the 

matching of ‘wanted and expressed.’ The higher the 

compatibility, better and longer is the relationship. Success 

of management depends to a larger extends on the 

compatibility of the partners. 

Recruitment or acquisition of human resources is 

just like a management that takes place between the 

employee and the organization (a ceremonial function of 

career management in visible criteria are set, usually with a 

set of hidden criteria. The process of eliminating prospective 

candidates has begun considering the compatibility of 

visible criteria leaving aside the hidden criteria. Hidden 

criteria are basically internal, unexpressed but wanted by the 

organization. 

Like an individual, the organization also has three 

predominant needs - inclusion, control and affection, which 

are shaped and nurtured by leaders with in the organization. 

Inclusion refers to employees expecting whole hearted 

immersion with the organization. Control is associated with 

the written and unwritten norms of the organization. Each 

organization as a set of written and unwritten norms for its 

smooth functioning. The organization feels that the 

employees should adhere to and perform with in the defined 

normative boundaries. The third component is affection. 

Affection implies belongingness, loyalty and love for the 

organization. 

Another important aspect in career management is 

personality matching. As individuals differ on different 

physical and mental parameters, organizations also differ in 

shape, size and personality. Recruitment basically is the 

negotiation stage of career management. In this phase, the 

prospective employee should concentrate more on 

identifying and assessing the dominance of psychological 

needs as well as organizational personality traits. If the 

matching between the individual traits and organizational 

personality traits is high, then the continuity of the 

management is assured. This is purely a physical and mental 

management not a biological one. 

II. OBJECTIVES OF THE STUDY 

 To find out the most influence and exciting factors of 

compatibility in career management. 

 To know whether the organization concerned about 

employee career and development. 

 To know the matching between the individual traits 

and organizational traits. 

 To understand the success of career management. 

III. LIMITATIONS OF THE STUDY 

 As the study has been confined itself to limited period, 

naturally researchers could not at all the aspects with 

regards to the distribution effectiveness. 

 As the study has been confined itself to limited period, 

naturally researchers could not at all the aspects with 

regards to the distribution effectiveness. 

 As the findings are based on small sample size it 

cannot be generalized. 

 Time constraint was another limitation of this study. 

 The findings are based on the opinion of the 

respondent. 

 There is a chance for bias, because the data were 

collected through questionnaire. 

IV. REVIEW OF LITERATURE 

The extensive environmental and organisational 

developments that are taking place have led to a shift in 

meaning and content of the career concept. New definitions 

need to capture both what the organisation is requesting and 

the fact that individuals should be more in charge of their 

own career and career management (Adamson et al., 1998). 

Changes on the macro level with implications for careers 

include, amongst other things, more technology intensive 

workplaces and unpredictable economical and political 

markets. These advancements have in turn resulted in both 

organisational and individual responses, e.g., competency-

based outsourcing and a decrease in loyalty to organisations 

(Thite, 2001). 

Baruch (2002) argues that the traditional 

bureaucratic framework, with its emphasis on long-term 

career planning, no longer is as feasible in the contemporary 

organisation as it was in the traditional. Focus has shifted 

from strictly organisational control toward more individual 
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choices, and a question regarding the degree of 

organisational responsibility for career management has 

arisen. 

Guttridge (1986) distinguishes between the 

concepts of career management and career development. 

The author argues that there are two interrelated functions in 

a career development system, namely career planning which 

refers to an individual process of making informed choices 

regarding occupation, job opportunities and self-

development, and career management which is the 

institutional process in career development. 

Hall (1986) suggests a way to unite individual and 

organisational career management activities which requires 

that both the organisation and the individual employee 

proceed through a number of basic steps. Individuals cannot 

progress into new positions, no matter how many ICM 

activities she or he are performing, unless the organisation 

contributes with 

V. RESEARCH METHODOLOGY 

The researcher has adopted the descriptive research design 

for the study.  Data are collected through survey method 

with the help of questionnaire. Random sampling methods 

are adopted, people of the study was those who are all 

working in paper industry. The secondary were collected 

from books, Journals and websites. In this study, chi-sqrare, 

and simple percentage tools are used. 

A. Interpretation 

S. 

No 
Factor Option 

No. of 

Respodents 
Percentage 

1 Age 
Up to 25 4 4 

26 – 30 19 19 

31 – 35 12 12 

36 – 40 19 19 

Above 40 46 46 

2 Salary 

up to 

10000 
5 5 

10001 – 

20000 
27 27 

20001 – 

30000 
33 33 

30001 – 

40000 
23 23 

Above 

40000 
12 12 

3 Experience 

0 - 5 

years 
19 19 

6 - 10 

years 
10 10 

11 - 15 

years 
21 21 

16 - 20 

years 
13 13 

More 

than 20 

years 

37 37 

Table 1: Interpretation 

From the above table it is found that 4% of the respondents 

are Up to 25 Years of age, 19% of the respondents are 

between 26 - 30 Years of age, 12% of the respondents are 

between 31 - 35 Years of age, 19% of the respondents are 

between 36 - 40 Years of age and 46% of the respondents 

are Above 40 Years of age. 

B. Career management 

S. 

NO 
Factor Highly satisfied Satisfied Neutral Dissatisfied Highly dissatisfied 

1 Effort & performance 17 66 7 3 7 

2 Team performance 17 54 14 8 7 

3 Satisfaction level 7 46 21 18 8 

4 Individual expectations 9 39 37 10 5 

Table 2: Career management 

C. Interpretation 

From the above table it is found that 20% of the respondents 

are highly satisfied towards utilization of respondents 

potential within the organization, 59% of the respondents 

are satisfied, 9% of the respondents are neutral, 3% of the 

respondents are dissatisfied, 9% of the respondents are 

highly dissatisfied. 

D. Cross Tabulation between Income Level and Benefits 

Offered By The Organisation 

Income Level 

Benefits Offered By The 

Organisation Total 

SA A N DA SDA 

Up to 10000 1 1 1 1 1 5 

10001 -20000 1 17 7 1 1 27 

20001 – 

30000 
2 26 2 1 2 33 

30001 – 

40000 
1 8 8 5 1 23 

Above 40000 2 4 2 2 2 12 

Total 7 56 20 10 7 100 

Table 2: Cross Tabulation between Income Level and 

Benefits Offered by the Organisation 

Source: Survey data 

 (H0): There is no significant relationship between 

income level and benefits offered by the organization 

 (H1): There is significant relationship between income 

level and benefits offered by the organization 

E. Chisquare Test  

Calculated c2 Value = 27.538 

Degree of freedom = 26.296 

Significant level = Significant at 5% level 

It is observed from the above table that the 

calculated value of chi-square is greater than the table value. 

Hence the null hypothesis is rejected and it is concluded that 

there is significant relationship between income level and 

benefits offered by the organization. 
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F. Findings 

 66% of the respondents are satisfied towards the effect 

effort and performance. 

 54% of respondents are satisfied with   their team 

performance. 

 53% of respondents are satisfied with the management 

relationship 

 56% of the respondents agree with the benefit offer by 

the organization. 

 38% of respondents agree with recognition for doing 

job better. 

 39% of respondents satisfied with organization and 

individual expectations. 

G. Suggestions 

 Employee development is important to the success of 

the individual as well as to the company. Through our 

performance-feedback process, employees are able to 

create an Individual Development Plan to help them 

focus their efforts on areas that need the most 

development so they can improve and enhance their 

performance. Newly hired employees should 

participate in a Development Program. 

 The program should be designed to assist 

representatives at the start of their careers. It should 

include on the job-training components together self-

directed training and formalized classroom training. In 

addition to gaining technical knowledge, employees 

can establish their own network throughout the 

organization. 

 The organizations need to exercise different change 

programs that fit the organization’s situation and 

needs, and manage them well. 

VI. CONCLUSION 

Employee career marriage depends on relationship between 

the employee and organization. If performance matches 

expectations the employee is satisfied. If performance 

exceeds expectations the employee is highly satisfied. From 

the overall study, it is conclude. 

The employees are satisfied with the existing 

company level. For maintaining and improving this level, 

company can improve the expectations of the employees. 
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