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Abstract  

This study was undertaken to ascertain from workers of AirtelTigo in the Northern Region of 
Ghana the influence of employment processes on employees’ adaptability and engagement. 
The population for the study was made up of all the 72 workers of the organisation. Structural 
equation model was used to analyse the data. The study revealed that, level of education, 
salaries and incentives significantly influenced employee adaptability, accounting for more 
than 80% of current changes in staff career choices. Equally, cultural diversity significantly 
influenced employee engagement, accounting for 84% of changes in current employee 
engagement abilities whilst career development opportunities accounted for 71% of changes 
in staff’s current engagement abilities. In view of the findings, the study recommends that 
human resource managers should pay particular attention to applicants’ ability and 
willingness to learn during recruitment process. Equally, Human resource managers should 
be encouraged to create opportunities for employees to plan and manage their career paths 
and goals. Conscious efforts should be made to create culturally tolerant climate to 
accommodate diversity.  

Keywords: employment process, employees’ adaptability, employee engagement, 
recruitment, coping skills, changes, career adaptability 
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1. Introduction 

Employees are considered one of the most important assets that enable organisations gain 
competitive advantage in the marketplace. To ensure the continuous usefulness of human 
resources to the organisations, there is the need for the employees to adapt as well as exhibit 
some sense of engagement in organisations. Organisations therefore need to use strategic 
recruitment processes to hire employees who have the tendency of being adaptable and 
engaged as long as their services in the organisation remain relevant. Understanding career 
adaptability and employee engagement in relation to recruitment process of organisation is 
very important because effective human resource planning helps in determining the gaps 
present in the existing manpower of the organisation. It is the individual employee propensity 
to adjust to changing environment that is used as the distinguishing factor between 
resourceful employees and lackluster ones. Career adaptability reflects a process through 
which people build their professional lives in a dynamic manner and at the same time 
demonstrate the ability to handle changes, both psychologically, emotionally, proactively and 
effectively within a particular sociocultural and economic context within which they live 
(Kristin et al, 2014; Savickas, 2015, 2013, Savickas & Porfeli 2012 and Savickas, 1997). 
Adaptable employees are perceived as a flexible workforce which support organisations to 
meet changing performance requirements, adapt, and respond to occupational innovations.  

From human resources perspective, Sharma, Chaudhary and Singh (2019) and Briner (2013) 
observed that employee engagement continues to be an important consideration due to the 
challenging economic climate. Hence, organisations now more than ever are deciding to 
restructure and resize, which has resulted in investigating new approaches to maintain and 
increase engagement. According to Savickas and Porfeli, (2012), organisations need to create 
a balance between fostering and enhancing employee engagement levels and not compromise 
their competitive position. Similarly, Osman and Fah (2011) also argue that the ability to 
attract, engage, develop and retain talent has become increasingly important for gaining 
competitive advantage in contemporary business environment. 

Sharma and Singh (2018), Sharma, Goel, and Sengupta (2017) and Sharma and Garg (2017) 
opined that in the current competitive global business environment, business capital is 
abundant, ideas are developed quickly and cheaply and people are willing to change jobs 
often. Therefore, organisations that do not provide the opportunity for their employees to 
learn and cope with these quick changes and innovations turn to lose them (Sharma & Singh 
2018). In another vein, Sharma and Singh (2018) and Sharma and Garg (2017) further argued 
that engaged employees may be key to sustained competitive advantage. It is observed that 
engaged employees have high levels of energy, are enthusiastic about their work and are often 
fully immersed in their jobs so that time flies. Equally, Bakker (2011) explained that 
employee engagement is seen as a function of working conditions, specifically the job 
demands, job resources and the control that the employee has over his work.  

In ensuring that the human resources of the firm is committed, empowered, motivated, stable 
physically, cognitively and emotionally connected to work, employees career adaptability and 
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their engagement must be considered seriously, hence, the need to explore factors influencing 
employee adaptability and engagement in AirtelTigo Ghana limited. 

The concept employee adaptability and engagement is vastly researched and literature exists 
in advance world on how the practice of employee adaptability and engagement facilitate 
business prospects leading to efficiencies and effectiveness and eventual increase in outcome 
and profitability. In Ghana however, there exists scanty literature on employee adaptability 
and engagement. A search revealed that there is no specific study on the influence of 
employment processes on employee adaptability and engagement in the Telecommunication 
industry in Ghana. This gap motivated the initiation of this research work to fill this gap and 
also help provide little literature in this direction.  

The climate in the telecom industry in Ghana has similarly reflected Global changes 
(Coetzers & Rothmann, 2007). Since the nineteenth century, the telecom industry has seen 
immense growth and expansion, characterised by competitiveness and rivalry (Coetzer & 
Rothmann, 2007). The Telecommunication sector in Ghana experienced radical 
transformations in terms of how they conduct their day-to-day business, how the players 
compete among themselves and how they handle the growth and development of their 
employees. The radical changes as experience led some players to rethink their Human 
Resource Management (HRM) practices and how to aligned HR practices to the strategy of 
the organisation for its success. Prominent among the HRM practices used were rightsizing, 
recruitment, training, outsourcing, employee leasing and contract workers and delayering. It 
is in the light of these that the researchers saw the need to investigate how these players in the 
Telecommunication sector coped, using the recruitment processes to turn around their 
fortunes. The focus of this study was to established the influence of recruitment processes in 
facilitating employee adaptability and engagement in AirtelTigo Ghana limited. This was 
considered relevant because this company was a merger of two separate companies that 
operated as distinct entities prior to their meager. Their meager led to reduction in staff 
strength but necessitate prudent moves to turn around the fortunes of the company using HR 
practices, particularly recruitment. Though this study was limited to Ghana, it should be of 
interest to HR managers in other geographic areas outside Ghana, provided that the cultural 
differences are taken into considered when applying the results of this study.  

To facilitate the collection of relevant data through questionnaire, research questions were 
posed. The relevant questions asked to gather responses by the researchers were: is there any 
relationship between an organisation employment processes and employee adaptability and 
employee engagement? Are there factors that influence employee adaptability in AirtelTigo 
limited? And what are the factors that influences employee engagement abilities in AirtelTigo 
limited in Northern Region of Ghana? 

2. Literature Review  

Employees’ engagement as a function of personal resources (Rossier, Zecca, Stauffer, 
Maggiori & Dauwalder 2012), and Kannan (2013) argued that employee engagement is 
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predominantly focused on the organisational factors whilst individual influence factors have 
not received sufficient attention. The exact nature of the relationship between employee 
engagement and their career adaptability has been debated for a long time. However, most 
researchers (Swathi, 2013; Briner, 2013 and Sardar et al., 2011) agreed that employee 
engagement and employee career adaptability are determined by the recruitment policies of 
an organisation. An efficient recruitment and selection system takes into consideration the 
potential employee ability to learn on the job, develop further while on the job and capable of 
coping or developing coping strategies as and when radical changes are injected into the 
industry. Hence, adaptable employee should be spotted during the selection process, and this 
is supported by the efficiency of the recruitment and selection process. 

Adaptability is an individual’s ability, skill, disposition, willingness and motivation to change 
to fit different task, social, and environmental features (Ployhart & Bliese 2006). It enables 
employees to deal with changes in their work environment, such as redundancy, restructuring, 
conflicting roles, work overload, stress, demand fluctuations, outsourcing and job insecurity 
which are all characteristics of the modern business environment (Sardar et al., 2011). 
Moreover, Mendes and Stander, (2011) posits that, although career adaptability entails 
specific skills, encapsulating adaptability such as coping skills and self-regulation should 
relate to outcomes such as engagement.  

Adaptability is the capacity to make changes in self and situation for satisfaction and success. 
Employees must continuously adapt in their life cycle so that they can respond effectively to 
changing world, workplace, personal and environmental demands and opportunities in order 
to remain relevant, productive, purposeful, and gainful to themselves and their organisations 
(Brown & Lent, 2016; Santilli, et al., 2016 and Morrison & Hall, 2002). Hence, career 
adaptability is a cardinal construct for understanding vocational behaviour to help employees 
design interventions to make changes in self and situation to enable them navigate around 
work and workplaces, become employable in turbulent times and promote self-cognitions and 
appropriate behaviours and to develop attitudes necessary to achieve satisfaction and success 
at the workplace (Hirschi, Hermann, & Keller, 2015; Glavin, 2015; Rossier, 2015; de 
Guzman & Choi, 2013 and Hamtiaux, Houssemand, & Vrignaud, 2013). To this effect, all 
individuals are prepared to change, to possess differing resources to assist in coping with 
change and will change if changing is a requirement to guarantee smooth transition to the next 
organisational expected level. To this end, Savickas and Porfeli, (2012) stated that, as 
individual’s environment changes, adaption is the alternate effort that should be expended in an 
attempt to maintain person-environment fit. This is an indication that the calibre of persons 
hired by the organisation will have an impact on their ability to transition when the need arises. 
Where recruitment is thoroughly and carefully executed, persons selected will possess certain 
characteristics that would serve as buffers to enable them deal with changes in whatever form 
and shape.  

Rudolph et al., (2017), Ginevra et al., (2016) and Johnston, (2016), observed that, career 
adaptation enables individual employees to envision and construct the future, look around to 
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explore work and career opportunities, and build confidence to solve problems. Potential 
employees’ ability to exhibit these features should guide recruiters in the selection of 
prospective workforce who can adapt smoothly to changing occupational situation (Hartung 
& Cadaret 2017, Rudolph et al., 2017, Glavin, 2015 and Savickas & Porfeli, 2012). Hiring 
persons with personality traits of flexibility and their willingness to change is key and is 
viewed as a stable trait (Hartung & Cadaret 2017).  

3. Empirical Review  

In today’s diverse workforce, employee engagement has become a complex and challenging 
goal for management of organisations. Therefore, to have an engagement-friendly culture, it 
is important to consider the value of multi-generational and multi-cultural workforce 
(Agrawal & Ojha, 2016). In this regard, organisations are considered great places to work 
when management respect the needs of each employee along with motivational packages and 
incentives that encourages each employee to pursue individual goals in line with 
organisational objectives (Agrawal, 2015). Agrawal (2015) argues that the meaning of 
engagement can be understood as an act of engaging or state of being engaged. Similarly, 
many experts; Rana and Chopra (2019), Soni, (2013), and Hirschi, Hermann and Keller 
(2015) do not understand how this can be achieved at the workplace. There is no 
one-size-fit-all solution to be sure, but Lent (2013) explained that success can be achieved if 
one understands the significance of engagement and moves beyond defined rules. 

In general terms, Hirschi, Hermann and Keller (2015) observed that people understand 
employee engagement as a state of mind, where one feels satisfied, empowered, and 
committed at work. In contrast to this, Sharma and Garg. (2017) argues that employee 
engagement is characterised by behaviours such as persistence and initiation or an innate 
personal characteristic like the right attitude, level of energy or point of view or a 
combination of all of these factors. Employee engagement according to Rana and Chopra, 
(2019) is a desirable condition that rest on organisational purpose, and connotes involvement, 
commitment, passion, enthusiasm, focused effort, and energy, so it has both attitudinal and 
behavioural components.  

Yang, Feng, Meng and Qiu, (2019), Ren and Chadee, (2017) and Guest, (2017) postulate that 
employee engagement involves harnessing organisation members personalities to support 
their work roles. In engagement, people employ and express themselves physically, 
cognitively and emotionally during role performances. In a research design to establish 
approach to the concept of engagement, Sharma and Singh, (2018) and Maslach and Leiter 
(2008) conceptualised engagement as opposite or the positive antithesis to three dimensions: 
exhaustion, cynicism, and sense of inefficacy. Brown and Lent, (2016) and Lent (2013) 
provided an alternative approach for employee engagement by asserting that job engagement 
is an independent state of mind and inversely related to each other. It can be understood that, 
employee engagement is a positive, fulfilling and work-related state of mind that is 
characterised by vigor, dedication, and absorption. 
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Some research scholars opined that engaged employees not only contribute more but also are 
more loyal and therefore less likely to voluntarily leave the organisation (Shukla, Adhikari & 
Singh, (2015); Van Wingerden, Bakker & Derks (2017); and Soni, 2013). Whatever the 
understanding is or the confusion over definition, Soni (2013) argued that an engaged 
workforce leads to higher retention and productivity, lower stress, better customer satisfaction, 
and ultimate results. Therefore, cost of not addressing engagement is tremendous. In this 
regard, Rossier et. al. (2012) asserts that an organisation can have the best reward system, 
training and development, and human resource (HR) policies, but if employees do not feel 
good about themselves, they can neither induce behavioural change or be trained effectively. 

Achieving employee’s commitment and loyalty is not an easy task. Yang et al, (2019), 
Sharma, and Garg (2017) and Swarnalatha and Sureshkrishna (2013) argued that commitment 
and loyalty is not about giving to get, because employees know when the conditions are true 
and when it is right to give their best to the organisation. In support of this, Swathi. (2013) 
explained that the amount of discretionary effort exhibited by employees in their job depicts 
their level of commitment and loyalty.  

4. Methodology  

This research work was carried out in the Northern Region using AirtelTigo Ghana Ltd as the 
case study organisation. AirtelTigo develops and operates cellular telephone services to 
individuals, small and medium-sized enterprises, and corporate customers in Latin America, 
Africa, and the international community. It offers mobile connectivity, dedicated voice, mass 
messaging, dedicated Internet, co-location, wide area network/virtual private network 
(WAN/VPN), managed and hosted, and fixed telephony solutions. AirtelTigo was formerly 
known as Millicom Ghana Limited and changed its name to AirtelTigo in October 2017. The 
company operates in all the ten regions of the country, but this research was focused on only 
the northern regional branch.  

Population and sampling 

The target population included all the branch offices and staff of the Northern Territories of 
AirtelTigo. The population for the study was Seventy-two (72) workers, comprising both full 
time and contract staff of the company. Due to the small size of the population, all 72 staff 
participated in the study, however, 61 valid responses were processed at the end of data 
collection giving about 85% response rate. The composition of the sample was: Main Stream 
Employees: Twelve (12), Eight (8) Males and Four (4) Females and Temporal Employees: 
Freelancers (Agents) - Sixty (60), 34 Males, 26 Females.  

Data collection and method of analysis 

For optimum efficiency in volume of data, the researchers structured the distribution of 
questionnaire to coincide with the working hours of the company. It is believed that it is at 
this point that all the staff are most likely to be available. Due to the vast nature of the 
Northern Regional operations of AirtelTigo, complete retrieval of all the questionnaire from 
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the respondents took a month. The respondents were allowed to take the questionnaire home 
where they had ample time to complete it. Questionnaire was used as the instrument for data 
collection as it gives the benefit of structuring verbal interview into specific scenarios or 
instances for the respondents to indicate the extent to which they either agree or disagree, 
using the five-point Likert Scale where 1 is strongly agree, 2 is agree, 3 is neutral, 4 is 
disagree and 5 is strongly disagree. The use of questionnaire provides a relatively cheap, 
quick and efficient way of obtaining large amounts of information from a large sample size 
(Maggiori, et al. 2017; Cooper & Schindler, 2014 and Savickas & Porfeli, 2012). Upon 
retrieval of the questionnaires, the pattern of responses were thoroughly analysed and 
numerical codes were assigned to each response and coded into SPSS version 21. Simple 
descriptive analysis was used to examine the validity and consistency of the data to ensure 
that all the data entered were correct and tallied with the total number of responses on the 
questionnaire. Reliability test was performed to determine how reliable the response fit the 
objective. This was based on a Cronbach’s Alpha of 0.7 or more. SmartPLS3 was used to 
perform Partial Least Square Regression based on the structural model designed. This 
revealed the nature of relationship between, recruitment process, career adaptability and 
employee engagement as well as the level of effect and nature of influence. 

5. Results and Discussions 

Demographic information 

The evidence in table 1 shows that majority (57.4%) of the staff are males, bachelor’s degree 
is the most common qualification among the staff (36%) although there were many staff with 
diploma certificates. The results further shows that majority (62.3%) of the staff are single 
and very few of them (1.6%) were divorced. Again, it was revealed that, about 21.3% of the 
staff are the breadwinners of their family and when asked to indicate the extent to which they 
are happy with their job, majority (77%) said they were moderately happy. Also, about 6.6% 
said they were very happy with their jobs. 

Table 1. Demographic Information (n = 61) 

 Information Frequency Percent (%) 

Sex of Respondents   

Male 35 57.4 

Female 26 42.6 

Educational Level of Respondents   

S.H.S 14 23 
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D.B.S. 7 11.5 

Diploma 18 29.5 

Degree 22 36 

Marital Status of Respondents   

Married 22 36.1 

Single 38 62.3 

Divorce 1 1.6 

Are you the Breadwinner? 

Yes 

 

13 

 

21.3 

No 20 32.8 

Not fully 28 45.9 

Level of Happiness    

Very unhappy 10 16.4 

Moderately happy 47 77.0 

Very happy 4 6.6 

Source; Field Survey data 

From table 2, the skewness value of 0.846 indicates that the distribution of ages of staff does 
not approach normality. Therefore, the median age is 28 years and semi-interquartile age is 
2.75 (mean age is 28.03 years, standard deviation is 5.164). The maximum age is 45 years 
and the minimum age is 18 years. It thus suffices to conclude that majority of the staff are 
below the average age of 28 years 

On the other hand, the results further shows that the distribution of earnings of the staff does 
not approach normality (skewness = 1.407). Thus, the median salary is GH₵600.00, 
semi-interquartile salary is GH₵ 225.00 (mean salary is 730.4918, standard deviation is 
462.43351). The maximum salary is GH₵2200.00 and the minimum salary is GH₵200.00. 
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This means that majority of the staff earn below GH₵600.00. 

Table 2. Age and Pay Distribution of Staff 

 Age How much do you earn at the 
end of the month? 

N 
Valid 61 61 

Missing 0 0 

Mean 28.03 730.4918 

Median 28.00 600.0000 

Std. Deviation 5.164 462.43351 

Skewness 0.846 1.407 

Std. Error of Skewness 0.306 0.306 

Minimum 18 200.00 

Maximum 45 2200.00 

Percentiles 

25 24.50 450.0000 

50 28.00 600.0000 

75 30.00 900.0000 

Source: Field Survey Data. 

The relationship between Employment Processes, Employee Career Adaptability and 
Engagement.  

The data from the study in figure 1 reveals that an organisation employment process is 
influenced by two main organisational factors. In an attempt to employ staff, there exist a direct 
and high level of influence from the budget level and the organisation recruitment policy. From 
the findings of this study, 90.2% of employment process is influenced by the budget level 
available for the purpose. On the other hand, 80.1% of the recruitment process of AirtelTigo is 
influenced by the operational Recruitment Policy. It is key that for any organisation to 
prosecute its recruitment activities fairly, there should be a recruitment policy to guide its 
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actions and inactions regarding the procurement or firing of its employees. Recruitment policy 
guide and direct recruitment processes and the activities are said to have influence on 
recruitment process.  

In testing the relationship of influence between recruitment process and employee career 
adaptability and employee engagement, as shown in figure 1 revealed that the recruitment 
process as practiced in AirtelTigo Ltd influenced employee career adaptability by 48.8%. This 
is an indication that recruiters in the organisation are critical about candidates who appear for 
interview ability to learn on the job, their willingness to respond to and withstand changing 
work environment and conditions and how proactive they can be in adjusting to changes 
brought about by growth or declining business situations. Interactions with employees in the 
study organisation revealed that today’s world of work is turbulent and uncertain, more 
especially in organisational situations where employees with adaptability are particularly 
sensitive. It is agreed that adaptable employees are ready to react in accordance with an 
adaptive change, can positively affect their attitudes in the workplace, which includes their 
work engagement abilities. This is in line with Urbini et al (2021) and Ahmed, Kura, Umrani 
and Pahi (2020) findings that employee career adaptability could be seen as a driver that 
enhances employee work engagement abilities and, subsequently, push employees to perform 
at consistently high levels, driving innovation and moving their organisations forward.  

Regarding the relationship between the influence of recruitment process and employee 
engagement abilities, the study revealed in figure 1 that, 41.1% of employee engagement 
abilities is influenced by the organisation recruitment process. This result corresponds with 
Ahmed, Kura, Umrani and Pahi, (2020), Bakker and Albrecht, (2018), and Rich, LePine, and 
Crawford, (2010), findings that, the perception of HRM practices is relevant to work 
engagement and highlights that, specific types of HRM practices have a positive connection 
with a work-related and positive work attitude such as work engagement. 

Factors Influencing Employee Adaptability at AirtelTigo 

Evidence from fig 1 shows that current level of education and pay, benefits and incentives are 
the main factors influencing career adaptability of staff of AirtelTigo. The results further 
shows that each of the two factors can account for more than 80% of current changes in staff 
career choices. In practice, organisations rewards and benefits as provided to their workers 
has the capability of motivating their efforts, encouraging loyalty and retention (Lynette, 
2019 and Bietenbeck & Wiederhold, 2017). There is sufficient evidence that monetary 
compensation positively reinforces most new workers to adapt to the work environment and 
associated changes (Lynette, 2019 and Karanja, 2015). 

The findings of this study are in line with Lynette, (2019), Northouse, (2018), Bhate, (2013) 
and Rossier et al., (2012) that level of education expected to be gained by employees is a key 
factor influencing adaptability of employees. Employees must be open to new ideas and 
changes to enable them work independently or in teams, or carry out tasks that remain not 
intended for one person only especially in a changing environment and this can be possible 
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only when employees are exposed to education to learn new ways of doing current work. 
New level of education which is identified as factor influencing employee adaptability help 
support their increase of shifting from one environment and to rotate from roles and fit in 
flexible job descriptions. Education is also said to be tied to career growth, and worker who 
experienced growth becomes more equipped, ready and willing to accept any job schedule. 
An adaptable person is someone who can carry out multiple tasks, manage multiple 
assignments, make changes to work attitude and immerse themselves with new organisational 
culture. People improve their skills set and educational level by acquiring the capacity to 
adjust to situations and make meaningful decision. 

Regarding salary as a factor that influence employee adaptability, better pay, salary and 
benefits comes with acquiring higher qualification that entitles employees to move to higher 
job positions. Furthermore, most turnovers can be attributed to employees feeling that they 
are inadequately paid, delay or frustrated promotions and the lack of incentives (Coetzee et 
al., 2012). On the other hand, organisations and employers in general use better pay, 
incentives and benefits to attract and or retain skilled staff (Savickas & Porfeli 2012 and 
Savickas, 2005). 

 

Figure 1: Effect of Recruitment Processes on Staff Engagement Abilities and Career 
Adaptability 

Source: Field Survey Data 

Factors Influencing Staff’s Engagement Ability at AirtelTigo 

Furthermore, fig 1 shows that career development opportunities and cultural diversity are the 
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prominent factors influencing staff’s engagement abilities at AirtelTigo. It can be observed 
that of the two factors, cultural diversity has the biggest impact as it can account for more 
than 80% of changes in current employee engagement abilities. Career development 
opportunities on the other hand, accounts for about 71% of changes in staff’s current 
employee engagement abilities. Fig 1 also shows that the two factors have significant effect 
on employee engagement abilities. This finding is in line with Shimazu, Schaufeli, 
Kamiyama, and Kawakami. (2015) and Van Wingerden et al., (2017), which revealed that 
employee engagement which is referred to as the positive, fulfilling and work-related state of 
mind characterised by dedication, absorption and vigour is influenced by cultural diversity 
and career development opportunities. This study results also support Yang, Feng, Meng and 
Qiu, (2019), Ren and Chadee, (2017) and Guest, (2017) findings that, employee engagement 
is fueled by education especially if the organisation provided career planning and 
development opportunities which leads to positive and affective-motivational state of mind of 
the worker. From the results, employee engagement shows a strong match with high levels of 
employee creativity, acceptable level of task performance, enhanced financial results and 
organisational citizenship behaviour leading to stakeholders’ satisfaction and this is in tandem 
with the findings of Bakker and Albrecht, (2018) and Merino-Tejedor et al., (2016). Also, 
Swarnalatha and Sureshkrishna, (2013) observation that people are more cautious in their 
action towards others due to diversity of cultural believes and practices, and Ramos, and 
Lopez (2018) and Santilli et al (2016), findings that some people engage with others to 
acquire leverages that will enable them further their career all support the results of this study. 
These leverages can be in the form of influence. Van Allen (2021) and Kahn (1990) also posit 
that employee engagement has become the top issue on the minds of business leaders, 
directing us to an entirely new model of management with much emphasis on career 
opportunities for employees. 

6. Conclusion  

Organisations are confronted with the wave of change necessitated by the environment, the 
nature of markets, changes in consumer demand, work system, technology and unexpected 
natural calamities such as pandemics. In such situations, organisation that intend to stay 
afloat in their chosen markets must adapt to these changes. The level of adaptability of an 
organisation is determined by the level of adaptability of its employees individually and 
collectively. Employee adaptability and engagement are separate concepts but work together 
to guarantee the success of many organisations. For the success of any organisation, its 
employees must be capable of responding to changing situations and stay committed to their 
assigned duties with a mind focus on achieving stated objectives in the midst of challenges 
brought about by changes. Employees must be motivated to learn new things that are 
products of change in the work environment. Employee adaptability as practiced enable 
employees to acquire certain resources that enable them to acquire knowledge on 
state-of-the-art technology, equipment and processes. These skills and knowledge acquired 
facilitate employee ability to respond to organisations’ changing needs. Engagement makes it 
possible for employees to stay committed to assigned jobs, bring out their best and persevere 
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in the midst of difficulties. Adaptable employees are capable of responding to changes and 
transitioned very well. In the studied organisation, the employees have proven to be adaptable 
and engaged which are partly enabled by recruitment and selection processes. Through the 
findings, it was revealed that there are two main factors – level of education and salary and 
incentives influenced employee adaptability in AirtelTigo. It was also revealed that career 
development opportunities and cultural diversity were two factors that influence employee 
engagement in the organisation. If organisations do due diligence in their recruitment and 
selection process, they are capable of employing employees who are capable of learning to 
acquire adaptability resources and willing to be engaged. 

7. Recommendations 

This study examined the factors that influence employee adaptability and engagement in an 
organisation using AirtelTigo, a telecommunication company in Ghana. Employees 
adaptability if well managed, will help them learn to acquire adaptability resources which 
will enable them cope with whatever changes that are introduced into the organisation, be it 
planned or unplanned. In view of the finding, it is recommended that human resource 
managers of organisations should pay particular attention to applicants’ ability and 
willingness to learn during recruitment process. Identifying employee’s potential to learn 
during the interview process is a skill that all human resource managers must not 
underestimate. Human resource managers must also create opportunities for employees to 
plan and manage their career paths and goal. The atmosphere in the organisation must also be 
culturally tolerant to accommodate diversity. This will drive employee engagement which 
will eventually facilitate the organisation ability to cope in the midst of global turbulence. 

References  

Agrawal, S. (2015). Predictors of employee engagement: A public sector unit/ 
https://doi.org/10.1108/SHR-07-2014-0044 

Agrawal, S., & Ojha, R. P. (2016). Employee engagement in new business horizon. 

Ahmed, U., Kura, K. M., Umrani, W. A., & Pahi, M. H. (2020). Modelling the Link between 
Developmental Human Resource Practices and Work Engagement: The Moderation Role of 
Service Climate. Glob. Bus. Rev., 21, 31-53. https://doi.org/10.1177/0972150919837813 

Bakker, A. B., & Albrecht, S. (2018). Work engagement: Current trends. Career Development 
International, 23, 4-11. https://doi.org/10.1108/CDI-11-2017-0207 

Bakker, A. B. (2011). An evidence-based model of work engagement. Current Directions 
inPsychological Science, 20(4), 265-269. https://doi.org/10.1177/0963721411414534 

Bietenbeck, J., & Wiederhold, S. (2017). Africa’s Skill Tragedy: Does Teachers’ Lack of 
Knowledge Lead to Low Student Performance? Human Resource Journal, 10(36), 553-576. 
https://doi.org/10.3368/jhr.53.3.0616-8002R1 

Briner, R. (2013). Sustaining Employee Wellbeing for the 21st Century, ESRC Series. 



Business Management and Strategy 
ISSN 2157-6068 

2023, Vol. 14, No. 1 

 
76

http://www.business-school.ed.ac.uk/waf/mdb_event/get_file.php?event_file_id=83 

Brown, S. D., & Lent, R. W. (2016). Vocational psychology: Agency, equity, and well-being. 
Annual Review of Psychology, 67, 541-565. 
https://doi.org/10.1146/annurev-psych-122414-033237 

Coetzer, W. J., & Rothmann, S. (2007). A psychometric evaluation of measures of affective 
well-being in an insurance company. South African Journal of Industrial Psychology, 33(2), 
7-15. https://doi.org/10.4102/sajip.v33i2.372 

Cooper, D., & Schindler, P. (2014). Business Research Methods. NY: McGraw-Hill Irwin. 

de Guzman, A. B., & Choi, K. O. (2013). The relations of employability skills to career 
adaptability among technical school students. Journal of Vocational Behavior, 82, 199-207. 
https://doi.org/10.1016/j.jvb.2013.01.009 

Ginevra, M. C., Pallini, S., Vecchio, G. M., Nota, L., & Soresi, S. (2016). Future orientation 
and attitudes mediate career adaptability and decidedness. Journal of Vocational Behavior, 95, 
102-110. https://doi.org/10.1016/j.jvb.2016.08.003 

Glavin, K. (2015). Measuring and assessing career maturity and adaptability. In P. J. Hartung, 
M. L. Savickas, & W. B. Walsh (Eds.), APA handbook of career intervention (Vol. 2, pp. 
183-192). Applications Washington, DC: APA Books. https://doi.org/10.1037/14439-014 

Guest, D. E. (2017). Human resource management and employee well-being: towards a new 
analytic framework. Human Resource Management Journal, 27, 22-38. 
https://doi.org/10.1111/1748-8583.12139 

Hamtiaux, A., Houssemand, C., & Vrignaud, P. (2013). Individual and career adaptability: 
Comparing models and measures. Journal of Vocational Behavior, 83, 130-141. 
https://doi.org/10.1016/j.jvb.2013.03.006 

Hartung, P. J., & Cadaret, M. C. (2017). Career Adaptability: Changing Self 3 and Situation 
for Satisfaction and Success. Springer International Publishing AG. USA. 
https://doi.org/10.1007/978-3-319-66954-0_2 

Hirschi, A., Hermann, A., & Keller, A. C. (2015). Career adaptivity, adaptability, and 
adapting: A conceptual and empirical investigation. Journal of Vocational Behavior, 87, 1-10. 
https://doi.org/10.1016/j.jvb.2014.11.008 

Johnston, C. S. (2016). A systematic review of the career adaptability literature and future 
outlook. Journal of Career Assessment, Published online before print November 25, 2016, 
https://doi.org/1069072716679921 

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at 
work. Academy of Management Journal, 33, 692-724. https://doi.org/10.2307/256287 

Kannan, P. (2013). SME development in Malaysia – Challenges and solutions. Retrieved 25 



Business Management and Strategy 
ISSN 2157-6068 

2023, Vol. 14, No. 1 

 
77

September 2013. 

Karanja, A. W. (2015). Organizational Change and Employee Performance. European 
Journal of Business and Management, 4(13), 41-64. 

Kristin L. C., Bryan D. E., Wm. C. C., & Kevin, R. G. (2014). Employees’ Adaptability and 
Perceptions of Change-Related Uncertainty: Implications for Perceived Organizational 
Support, Job Satisfaction, and Performance. Journal of Business and Psychology, 29(2), 
269-280. https://doi.org/10.1007/s10869-013-9312-y 

Lent, R. W. (2013). Career-life preparedness: Revisiting career planning and adjustment in 
the new workplace. The Career Development Quarterly, 61(1), 2-14. 
https://doi.org/10.1002/j.2161-0045.2013.00031.x 

Lynette, M. M. (2019). Factors Influencing Employee Adaptation to the New Work 
Environment: A Case Of Google Kenya.  

Maggiori, C., Rossier, J., & Savickas, M. L. (2017). Career adapt-abilities scale– short form 
(CAAS-SF) construction and validation. J. Career Assess., 25, 312-325. 
https://doi.org/10.1177/1069072714565856 

Maslach, C., & Leiter, M. P. (2008). Early predictors of job burnout and engagement. The 
Journal of Applied Psychology, 93(3), 498-512. PMID:18457483. 
https://doi.org/10.1037/0021-9010.93.3.498 

Mendes, F., & Stander, M. W. (2011). Positive organisation: The role of leader behaviour in 
work engagement and retention. South African Journal of Industrial Psychology, 17(1), 1-13. 
https://doi.org/10.4102/sajip.v37i1.900 

Merino-Tejedor, E., Hontangas, P. M., & Boada-Grau, J. (2016). Career adaptability and its 
relation to self-regulation, career construction, and academic engagement among Spanish 
university students. J. Vocat. Behav., 93, 92-102. https://doi.org/10.1016/j.jvb.2016.01.005 

Morrison, R. F., & Hall, D. T. (2002). Career adaptability. In D. T. Hall (Ed.), Careers in and 
out of organizations (pp. 205–233). Thousand Oaks, CA: Sage. 
https://doi.org/10.4135/9781452231174.n7 

Northouse. (2018). Leadership: Theory and Practice. Sage publications. Illinois: SAGE. 

Osman, S., & Fah, B. (2011). Simulation of Sales Promotions towards Buying Behavior 
among University Students. International Journal of Marketing Studies, 3(3), 78-88. 
https://doi.org/10.5539/ijms.v3n3p78 

Ployhart, R. E., & Bliese, P. D. (2006). Individual ADAPTability (IADAPT) theory: 
Conceptualizing the antecedents, consequences, and measurement of individual differences in 
adaptability. In S. Burke, L. Pierce, & E. Salas (Eds.), Understanding adaptability: A 
prerequisite for effective performance within complex environments (pp. 3-39). St. Louis, 
MO: Elsevier Science. https://doi.org/10.1016/S1479-3601(05)06001-7 



Business Management and Strategy 
ISSN 2157-6068 

2023, Vol. 14, No. 1 

 
78

Ramos, K., & Lopez, F. G. (2018). Attachment security and career adaptability as predictors 
of subjective well-being among career transitioners. J. Vocat. Behav., 104, 72-85. 
https://doi.org/10.1016/j.jvb.2017.10.004 

Rana, S., & Chopra, P. (2019). Developing and sustaining employee Engagement: The 
Strategic Perspective in Telecom Company. Advances in Human Resource Management in 
Organisational Development. IGI Global, USA. ISSN: 2327-3372, 142-163.  
https://doi.org/10.4018/978-1-5225-7799-7.ch009 

Ren, S., & Chadee, D. (2017). Is guanxi always good for employee self-development in 
China? Examining non-linear and moderated relationships. J. Vocat. Behav. 98, 108-117. 
https://doi.org/10.1016/j.jvb.2016.10.005 

Rich, B. L., LePine, J. A. & Crawford, E. R. (2010). Job Engagement: Antecedents and 
Effects on Job Performance. Academic Management Journal, 53, 617-635.  
https://doi.org/10.5465/amj.2010.51468988 

Rossier, J. (2015). Career adaptability and life designing. In L. Nota & J. Rossier (Eds.), 
Handbook of life design: From practice to theory and from theory to practice (pp. 153-167). 
Boston, MA: Hogrefe Publishing. 

Rossier, J., Zecca, G., Stauffer, S. D., Maggiori, C., & Dauwalder, J. P. (2012). Career 
adapt-abilities scale in a French-speaking Swiss sample: Psychometric properties and 
relationships to personality and work engagement. Journal of Vocational Behaviour, 80, 
734-743. https://doi.org/10.1016/j.jvb.2012.01.004 

Rudolph, C. W., Lavigne, K. N., & Zacher, H. (2017). Career adaptability: A meta-analysis of 
relationships with measures of adaptivity, adapting responses, and adaptation results. Journal 
of Vocational Behavior, 98, 17-34. https://doi.org/10.1016/j.jvb.2016.09.002 

Santilli, S., Marcionetti, J., Rochat, S., Rossier, J., & Nota, L. (2016). Career adaptability, 
hope, optimism, and life satisfaction in Italian and Swiss adolescents. Journal of Career 
Development, 44, 62-76. https://doi.org/10.1177/0894845316633793 

Santilli, S., Marcionetti, J., Rochat, S., Rossier, J., & Nota, L. (2016). Career adaptability, 
hope, optimism, and life satisfaction in Italian and Swiss adolescents. Journal of Career 
Development, 44, 62-76. https://doi.org/10.1177/0894845316633793 

Sardar, S., Abdul Rehman, Ch., Yousaf, U., & Aijaz, A. (2011). Impact of HR practices on 
employee engagement in banking sector of Pakistan. Interdisciplinary Journal of 
Contemporary Research in Business. 

Savickas, M. L. (1997). Career adaptability: An integrative construct for life-span, life-space 
theory. The Career Development Quarterly, 45, 247-259.  
https://doi.org/10.1002/j.2161-0045.1997.tb00469.x 

Savickas, M. L. (2015). Career counseling paradigms: Guiding, developing, and designing. In 



Business Management and Strategy 
ISSN 2157-6068 

2023, Vol. 14, No. 1 

 
79

P. J. Hartung, M. L. Savickas, & W. B. Walsh (Eds.), Handbook of career intervention (Vol. 1, 
pp. 129-145). Foundations Washington, DC: APA Books. https://doi.org/10.1037/14438-008 

Savickas, M. L., & Porfeli, E. J. (2012). Career adapt-abilities scale: Construction, reliability, 
and measurement equivalence across 13 countries. Journal of Vocational Behavior, 80, 
661-673. https://doi.org/10.1016/j.jvb.2012.01.011 

Sharma, A., Goel, A., & Sengupta, S. (2017). How does work engagement vary with 
employee demography? Revelations from the Indian IT industry. Procedia Computer Science, 
122, 146-153. https://doi.org/10.1016/j.procs.2017.11.353 

Sharma, N., & Garg, P. (2017). Psychological Contract and Psychological Empowerment as 
Employee Engagement Drivers in India IT Sector. International Journal of Applied Business 
and Economic Research, 15(1), 279-287. 

Sharma, N., & Singh, V. K. (2018). Psychological Empowerment and Employee Engagement: 
Testing the Mediating Effects of Constructive Deviance in Indian IT Sector. International 
Journal of Human Capital and Information Technology Professionals, 9(4), 44-55. 
https://doi.org/10.4018/IJHCITP.2018100103 

Sharma, N., Chaudhary, N., & Singh, V. K. (2019). Management Techniques for Employee 
Engagement in Contemporary Organizations. Advances in Human Resources Management 
and Organizational Development (AHRMOD) Book Series, USA, IGI GLOBAL. 
https://doi.org/10.4018/978-1-5225-7799-7 

Shimazu, A., Schaufeli, W. B., Kamiyama, K., & Kawakami, N. (2015). Workaholism versus 
work engagement: the two different predictors of future well-being and performance. Int. J. 
Behav. Med., 22, 18-23. https://doi.org/10.1007/s12529-014-9410-x 

Shukla, A., Adhikari, B. & Singh, V. (2015). Employee Engagement – Role of Demographic 
variables and Personality Factors, Amity Global HRM Review, 5, 65-73. 

Soni, B. S. (2013). Employee engagement - A key to organizational success in 21st century. 
Voice of Research, 1(4), 51-55. 

Swarnalatha, C., & Sureshkrishna, G. (2013). Role of employee engagement in building job 
satisfaction among employees of automotive industries in India. International Journal of 
Human Resource Management and Research, 3(1), 1-6. 

Swathi. S. (2013). Effecting employee engagement factors. International Journal of Scientific 
and Research Publications.  



Business Management and Strategy 
ISSN 2157-6068 

2023, Vol. 14, No. 1 

 
80

Urbini, F., Chirumbolo, A., Giorgi, G., Caracuzzo, E., & Callea, A. (2021). HRM Practices 
and Work Engagement Relationship: Differences Concerning Individual Adaptability. 
Sustainability, 13, 10666. https://doi.org/10.3390/ su131910666 

Van Allen, S. (2021). Engagement at Work: Its Effects on Performance Continues in Tough 
Economic Times. Available online:  

Van Wingerden, J., Bakker, A. B., & Derks, D. (2017). Fostering employee well-being via a 
job crafting intervention. Journal of Vocational Behaviour. 100, 164-174. 
https://doi.org/10.1016/j.jvb.2017.03.008 

Yang, X., Feng, Y., Meng, Y. & Qiu, Y. (2019). Career Adaptability, Work Engagement, and 
Employee Well-Being Among Chinese Employees: The Role of Guanxi. Frontiers of 
Psychology. https://doi.org/10.3389/fpsyg.2019.01029 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Copyright 

Copyright for this article is retained by the author(s), with first publication rights granted to 
the journal. 

This is an open-access article distributed under the terms and conditions of the Creative 
Commons Attribution license (http://creativecommons.org/licenses/by/4.0/). 


