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ABSTRACT

In this current study, our main goal is to explore the connections between wealth career management, job competency, 
and satisfaction with career success. Moreover, it seeks to explore the intermediary mechanisms through which wealth 
career management affects employees’ level of contentment with their professional trajectories. Employing the 
analytical tool of structural equation modelling (SEM), the study has yielded noteworthy insights. SEM analysis findings 
underscore the pivotal role of job competency as a mediator. In essence, job competency serves as an explanatory 
link, shedding light on how different facets of wealth career management - namely, career development, superior work 
performance, intention to stay and performance management- influence an individual’s career success satisfaction. This 
suggests that the way in which employees perceive their own competence within their careers significantly influences 
how the different aspects of wealth career management affect their satisfaction with career success.

Keywords: Wealth Management; Competency; Job Competency; Career Success Satisfaction; Superior Work Performance; 
Intention to Stay; Performance Management.

RESUMEN

En el presente estudio, nuestro principal objetivo es explorar las conexiones entre la gestión de la carrera patrimonial, la 
competencia laboral y la satisfacción con el éxito profesional. Además, pretende explorar los mecanismos intermediarios 
a través de los cuales la gestión patrimonial de la carrera influye en el nivel de satisfacción de los empleados con sus 
trayectorias profesionales. Utilizando la herramienta analítica de la modelización de ecuaciones estructurales (SEM), 
el estudio ha arrojado resultados dignos de mención. Los resultados del análisis SEM subrayan el papel fundamental de 
la competencia laboral como mediador. Esencialmente, la competencia laboral sirve de vínculo explicativo, arrojando 
luz sobre cómo influyen las distintas facetas de la gestión de la carrera profesional en función de la riqueza -a saber, el 
desarrollo profesional, el rendimiento laboral superior, la intención de permanecer y la gestión del rendimiento- en la 
satisfacción del éxito profesional de un individuo. Esto sugiere que la forma en que los empleados perciben su propia 
competencia dentro de sus carreras influye de manera significativa en cómo los diferentes aspectos de la gestión de la 
carrera patrimonial afectan a su satisfacción con el éxito profesional.

Palabras clave: Gestión de Patrimonios; Competencia; Competencia Laboral; Satisfacción con el Éxito Profesional; 
Rendimiento Laboral Superior; Intención de Permanencia; Gestión del Rendimiento.
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INTRODUCTION 
In a post-industrial economy, the shifts taking place in the core features of work and the work environment 

are resulting in fresh mindsets, necessary skills, expertise, and understanding for attaining effectiveness in both 
employment and job performance. This viewpoint is supported by studies conducted,(47) as well as.(85) In the 
research,(76) it is suggested that these transformations, driven by factors such as technological advancements, 
innovative management approaches, and the competitive dynamics of the global marketplace, are prompting 
policymakers to consider the competencies that will be vital for achieving success in the evolving professional 
landscape.

Securing fresh talent stands as a pivotal necessity for enterprises on a global scale.(63,37) The challenges 
posed by tight labour markets in developed nations underscore the need for organizations to effectively allure, 
inspire, and retain their employees.(18) This becomes especially crucial in contexts where labour markets are 
fiercely competitive, necessitating global firms to attract and keep skilled employees who contribute value, 
according to research.(54)

Given that career advancement is an effective approach to retain employees, it holds significance for 
wealth management firms to implement efficient career administration practices. The career progression aims 
for incremental advancement by aligning with initiatives to elevate employees’ expertise within their chosen 
professions. 

Skilful navigation of one’s career can have a crucial influence on improving employees’ job proficiency, 
ultimately resulting in heightened contentment with their career accomplishments. Gaining valuable insights 
can be achieved by delving into the potential impact of job competence on the relationship between successful 
management of wealth career and the satisfaction derived from professional achievements.

Literature review
The Perception of Wealth Career Management and Job Competency 

The competence of a person in their job is closely linked to various inherent factors within their work sphere. 
These factors include knowledge, skills, attitudes, traits, motivations, and beliefs. Research conducted,(21,73) 
as well as,(29) highlights how this combination of factors collectively contributes to effective job performance. 
According to,(60) knowledge pertains to the reservoir of relevant information necessary for accomplishing a 
job. Zaim’s(91) defines skill as the mechanism through which individuals are empowered to excel in a particular 
job and meet their professional obligations. George(38) emphasize that attitudes are crucial in moulding and 
encapsulating an individual’s emotional and cognitive stance towards their job and the organizations they are 
affiliated with. These attitudes go on to exert influence over their future interactions and experiences. As per,(90) 
competencies encompass behavioral dimensions that are directly linked to exceptional job performance.(9)

Enterprises have a crucial role in career management frameworks in today’s business world.(84,44,48) They 
act as facilitators and developers of their workforce’s potential as highlighted. According,(66,64) organizational 
career management (OCM) comprises a range of measures, processes, and assistance that companies offer to 
improve their employees’ professional achievements.(4,5) The influence of OCM on employees’ career paths is 
highly significant within the wealth management industry. Therefore, this study aimed to investigate career 
management specifically within the field of wealth management. The focus was on understanding how employees 
view strategies related to advancing their careers in this context that is centred around wealth. Numerous 
research studies have explored the field of OCM activities. Numerous researchers, including,(22,41,16,19) have made 
significant contributions to the field of exploration. Baruch(16) as well as(19) have conducted detailed analyses 
on OCM practices. A comprehensive compilation of career management practices has been presented(41) which 
is considered to be one of the most extensive compilations in this area. The ownership of careers within 
organizations is still retained, and its administration falls under the purview of human resource management 
(HRM). This point has been emphasized by Campbell along with(25) and also.(41) In the field of human resource 
management, organizations employ a variety of career strategies methods, activities, programs, and approaches. 
According to,(17) these diverse practices can effectively guide individuals in their career paths.

Wealth management firms have a strong advantage in effectively carrying out career management tasks 
for their employees, such as training, mentorship, performance assessment, and developmental initiatives. 
These initiatives have a positive influence on the enhancement of job competency. For instance, according to 
the study conducted,(17) performance appraisal provides insights into career planning and enhances employees’ 
understanding of their performance. Similarly, research(10) emphasizes that mentoring plays a pivotal role in 
guiding decisions related to career development.

H1. The perceived wealth management careers can potentially yield a positive impact on job competency.

Job Competency and Career Success Satisfaction
In(40) conducted a study that revealed that the satisfaction of career success involves the emotions of 
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individuals that come from different aspects of their careers, including both internal and external factors. 
These factors comprise elements such as compensation, prospects for progression, and avenues for personal 
and professional growth. The satisfaction employees perceive in their career success reflects their sentiments 
regarding their roles, accomplishments, and success within their careers.(39) According to the works of,(77,13,62) 
career success satisfaction incorporates both external and internal results, making use of both factual and 
personal measures Objective career success refers to visible indicators that reflect an individual’s position in 
their career, according to(8) Various research studies, including(82) and the analysis,(50) have shown that specific 
elements such as salary, promotion opportunities, family circumstances,(68) and job level (as highlighted(49) 
act as indicators of objective career success. In contrast, subjective achievement in one’s career refers to 
how fulfilled and satisfied an individual feels with their chosen occupation as researched.(49) This aspect is 
primarily evaluated through the level of fulfillment individuals experience in their careers. Judge(50,64) align with 
this perspective on subjective career success. It revolves around an individual’s personal assessment of their 
accomplishments and overall happiness with the direction of their chosen career path.

Differing from objective career success, which relies on external viewpoints and doesn’t encompass an 
individual’s self-assessment, The importance of personal success in one’s career has been increasing, as 
highlighted in the study.(8) This research study places its focus on employees’ satisfaction with their career 
success satisfaction. 

This study has incorporated four distinct aspects of wealth career management: career development, 
superior work performance, intention to stay, and performance management. 

Career development, as defined,(88) pertains to progression within the employee’s current organization. 
According,(87) there are four main aspects of advancing one’s career. These include achieving career goals, 
enhancing professional abilities, finding opportunities for growth, and receiving appropriate compensation. As 
per,(59) critical elements of career growth involve an employee’s environment, interactions, and ability to adapt 
to change.(46) 

The assessment of superior performance can be accomplished through a competency-based Performance 
Management System (PMS), as outlined.(57,1) Aligning employee competencies with job prerequisites is asserted 
to enhance both employee and organizational performance, while also resulting in heightened satisfaction.(75) 
A competency model precisely outlines the skills, knowledge, and traits essential for effectively carrying out 
a particular role, thus offering a framework for supervisors to engage in feedback discussions focused on key 
areas.(71)

The concept of “intent to stay” refers to how likely an employee perceives themselves to continue working 
in their current position, as explained.(58) The role of “intent to stay” in predicting employee retention has 
been emphasized in numerous studies. Price(67) have both explored this concept. In Ellenbecker’s research 
conducted,(33) it was found that the most important factor in predicting both “intent to stay” and employee 
retention is their level of satisfaction with their job.(2) These findings support the conclusions reached by 
other researchers.(81,4,70) They collectively found a clear connection between satisfaction at work, the desire to 
remain in the job, and employee retention.(86)

Performance management covers a broad spectrum of tasks, policies, processes, and interventions designed 
to support employees in improving their performance, as articulated.(31) Conversely, performance measurement 
involves the process of assessing the level of achievement attained by individuals or organizations in meeting 
their goals and strategies, as elucidated.(34,51) 

H2. Job competency can positively influence career success satisfaction

Perceived wealth career management and career success satisfaction
Implementing successful strategies for managing careers can greatly improve employee satisfaction in 

wealth management companies. Notably, specific elements of career management, like initiatives focused on 
job rotation, show a positive correlation with fulfilment in career achievements, as indicated.(26) Furthermore, 
according to studies conducted,(40,64) the satisfaction derived from professional achievements can also be 
enhanced by implementing additional strategies like career sponsorship, career development initiatives and 
training programs. 

Studies suggest that companies strive to improve employee contentment with their professional 
accomplishments by establishing robust support mechanisms, including training, performance evaluation, and 
engaging tasks.(23,24) These proactive measures create a sense of organizational endorsement among employees, 
thereby leading to heightened satisfaction with career success and a more pronounced intent to remain with 
the organization.(20) Drawing from the research conducted,(15,5) the hypothesis can be formulated as follows:

H3. Career satisfaction can be enhanced by the way wealth-related professions are perceived and managed.
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Job Competency’s Role as a Mediator 
Job competency not only has a direct effect on one’s satisfaction with their career success but it can 

also serve as a mediator between effective career management and being content with one’s professional 
achievements. According to,(14,52) a mediator serves as the pathway through which an independent variable 
influences the dependent variable of interest. Two distinct mediation processes are: complete mediation and 
partial mediation. In the context of statistical analysis, complete mediation occurs when the relationship 
between the independent and dependent variables loses its significance upon inclusion of a mediator variable. 
Conversely, partial mediation occurs when there is a reduction in the strength of the direct effect, but it 
remains statistically significant even after incorporating the mediator variable.

This study explores how organizational support for career development contributes to increased job 
satisfaction with a specific emphasis on the mediating effect of job competency. Extensive evidence, including 
studies conducted,(40,26,2,64) support this examination. Proposed conceptual framework shown in figure 1.

Figure 1. Proposed conceptual framework

METHOD
To investigate the formulated hypotheses, a questionnaire survey was conducted as part of the data 

collection process for this study. The assessment of perceived wealth career management utilized a series of 27 
items developed.(28) To evaluate job competency, items were selected from the research carried out.(72)

The objects were evaluated using a scale that followed the Likert format with five points. This scale 
ranged from 1, which represented strong disagreement, to 7, which indicated strong agreement. The data was 
procured through a survey conducted among wealth managers located in Kerala. The identification of wealth 
management firms in the city of Kochi, Kerala was carried out. Conclusively, a combined total of 404 surveys 
were gathered, leading to an achieved response rate of 70 %. After meticulous data screening and refinement, 
282 valid surveys were retained for examination, meeting the prerequisites for Structural Equation Modeling 
(SEM) analysis.(74)

The participants demonstrated a broad spectrum of characteristics, including variations in age, educational 
background, job title, the field of work, and work experience. Roughly 46 % of the participants were classified 
as male, whereas 54 % were categorized as female. The prevailing majority of respondents fell within the 21-
30 age range and disclosed having less than 5 years of work experience. A notable 64 % possessed a college-
level education, with an additional 19 % having pursued post-graduate studies, thereby indicating a highly 
educated cohort. The largest portion of respondents (44 %) held executive positions within the realm of wealth 
management.

Building on the research conducted,(49) this study included control variables to maintain its integrity. The 
variables covered various aspects, such as sex, age, level of education, tenure at the job, and income.

In order to develop accurate measurement models, the study employed both Exploratory Factor Analysis 
(EFA) as well as Confirmatory Factor Analysis (CFA). The use of EFA was applied to identify sets of variables 
that could potentially signify a fundamental aspect, while CFA sought to establish the connections between 
observed measurements and their assumed underlying factors. To ensure easy comprehension and in line with 
suggestions from Field in 2005 along with researchers Tabachnick and Fidell in 2007, adjustments were made. 
In order to make it easier to understand the factors that were identified and determine the main elements 
in the dataset, we chose to begin with EFA using varimax rotation. To ensure that data structure is applicable 
across populations, cross-validation was carried out. Consistent with Hair et al.’s approach outlined in 2009, 
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both EFA and CFA were performed on a complete dataset for enhanced reliability. In order to carry out a 
comprehensive examination with accuracy and statistical validity, this investigation utilized structural equation 
modeling (SEM). This approach allowed for the examination of various relationships among different constructs. 
By following these outlined methodologies, the research ensures a comprehensive evaluation while upholding 
strict standards of accuracy.

RESULTS
Individual Measurement Model
EFA and CFA of Perceived Wealth Career Management

The analysis included an examination of 27 components related to managing one’s career and wealth. This 
investigation resulted in the identification of four distinct aspects: the advancement of one’s career, achieving 
exceptional job performance, having a desire to remain with the organization, and effective performance 
management. The findings, as shown in table 1, indicate that these four factors combined account for 67,04 % 
of the total variability observed. After conducting the Bartlett’s test of sphericity, it was found to be statistically 
significant. Additionally, the Kaiser-Meyer-Olkin measure revealed a sampling adequacy value of 0,957, indicating 
that the correlation patterns were cohesive and produced reliable factors. These findings align with those 
reported.(35) The values for the four factors’ Cronbach’s alpha ranged between 0,80 and 0,93, exceeding the 
suggested minimum reliability threshold of 0,70. Consequently, it can be inferred that the elements within these 
dimensions demonstrated internal coherence and durability, ultimately establishing a dependable measure.

Table 1. Findings from the Exploratory Factor Analysis (EFA) related to perceived wealth career management are 
summarized below

Item Factor Eigen-value Variance 
explained (%)

Reliability 
alpha (˛)

Factor 1: Advancement of Career 14,27 52,88 0,92
CD3: In my job, I possess a thorough comprehension of my abilities. 0,81
CD2: I possess a clear understanding of the specific aspects that 
interest me in my profession.

0,76

CD6: My ability to effectively convey my strengths to others in my 
job is well-developed.

0,72

CD1: I have a clear understanding of what is important to me in 
my career.

0,69

CD7: I have a strong ability to discover and pursue progress in my 
professional domain.

0,65

CD4: I possess a solid comprehension of the aspects where I can 
enhance my performance in my profession.

0,63

CD5: I have the ability to reach out to the right people for career 
advice.

0,58

CD8: I possess the ability to identify potential avenues for 
continued learning and personal development.

0,56

Factor 2: superior work performance 1,76 6,51 0,93
ITS1: I am confident that my abilities and knowledge are well-
suited for the requirements of managing wealth.

0,65

SWP12: I believe in the purpose of my company’s mission. 0,64
SWP9: Appraising job performance is of utmost importance, and 
I believe that competency-based performance evaluation plays a 
vital role in this process.

0,63

SWP10: I am of the opinion that utilizing competency-based 
assessment will help me determine whether I meet the specified 
performance criteria.

0,64

SWP11I have a positive perspective on the responsibilities involved 
in wealth management.

0,62

SWP2: I possess a comprehensive comprehension of the anticipated 
conduct and actions that are required of me.

0,60

CD9: Within the span of one year, I possess a distinct and defined 
objective for what I aspire to achieve in my professional journey.

0,58

SWP13I: feel a strong connection between my objectives and 
principles, and those of the company I work for.

0,58

CD10I have the capacity to set professional objectives for myself 
that I work hard to accomplish.

0,55
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Factor 3: intention to stay 1,05 3,9 0,90
ITS5: In my company, there are opportunities for employees to 
progress and move up in their careers.

0,76

ITS4: I am satisfied with the working conditions in which I carry 
out my tasks.

0,72

ITS6: In my present position, I am assisted by my supervisors. 0,71
ITS7: The lack of stress characterizes my relationship with my 
managers.

0,66

ITS3I find great satisfaction and fulfilment in my work, which 
brings me a sense of achievement and happiness.

0,58

SWP 8: I am confident that the workers in this organization are 
ready and skilled in handling the obstacles they encounter on a 
daily basis.

0,52

Factor 4: performance management 1,01 3,76 0,80
SWP4: I undergo coaching with the goal of improving my 
performance at work.

0,71

SWP7: I have noticed that the employees in my department are 
quick to accept and adjust to the frequent changes occurring.

0,70

ITS2I am satisfied with the salary I receive as it fulfills my financial 
requirements.

0,68

SWP5: I am of the opinion that the overall performance and 
productivity of every employee within the company are 
exceptional.

0,60

Afterwards, a test known as Confirmatory Factor Analysis (CFA) was conducted to evaluate the concept of 
perceived wealth career management. This notion encompasses four essential elements: career advancement, 
exceptional job performance, desire to stay with the company, and performance evaluation. The model’s 
appropriateness was evaluated through an examination of various indices of model fit (χ² = 789,093, df = 315, 
CFI = 0,91, SRMR = 0,05, RMSEA = 0,07). Based on these indicators, it appears that the model and data are in 
agreement to a satisfactory extent. When evaluating the accuracy of the measurement model, it is crucial to 
not only take into account measures of goodness-of-fit but also to identify concrete proof of construct validity.(42)

In order to assess the reliability of wealth career management, our focus was on determining the strength and 
significance of factor loadings.(79) The results, which can be found in table 2, provide a concise overview of the 
connections between variables are established through calculations, factor weights that have been standardized, 
notable ratios (CR), and squared multiple correlations (SMC). According to all the estimated loadings were found 
to be above 0,5 and statistically significant, with CR values exceeding 1,96. This indicates that the perceived 
wealth career management concept has satisfactory convergent validity. The results align with the study carried 
out,(3) as well as the research conducted.(42)

Table 2. CFA results of perceived wealth career management
Item Estimate C.R Std. factor 

loading
SMC

Factor 1: career development
CD3: I have a thorough comprehension of my abilities in my current position. 1 0,79 0,62
CD2: I possess a clear comprehension of the aspects I am passionate about in 
my role.

0,91 13,89 0,76 0,58

CD6: I can successfully showcase my abilities to colleagues in my profession. 0,92 15,46 0,83 0,68
CD1: I understand the importance of certain aspects in my professional life. 0,90 12,65 0,70 0,50
CD7: I possess expertise in discovering progressions within my professional 
domain.

0,94 15,26 0,81 0,67

CD4: I am familiar with the aspects I need to work on in my current role. 0,82 12,46 0,70 0,49
CD5: I have the ability to contact the right people to help me with my 
professional journey.

0,89 13,61 0,75 0,56

CD8: I have the ability to identify and seize opportunities for continuing 
education and personal development.

0,86 14,45 0,76 0,62

Factor 2: superior work performance
ITS1: I have complete confidence that my abilities and expertise are well-
suited for the challenges presented in wealth management assignments.

1,00 0,81 0,66

SWP12: I believe in the purpose of my organization. 1,03 15,07 0,80 0,66
SWP9: In my view, assessing job performance through competency-based 
evaluations is vital.

0,98 13,69 0,73 0,53
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SWP10: I am of the opinion that utilizing competency-based assessment will aid 
me in determining whether I meet the established criteria for performance.

0,98 13,25 0,71 0,51

SWP11: I have a positive perspective on the responsibilities related to 
managing wealth.

1,02 15,71 0,81 0,65

SWP2: I possess a thorough comprehension of the anticipated conduct and 
actions required on my part.

0,92 14,31 0,75 0,57

CD9: Within a year, I have a distinct vision of the goals I want to achieve in 
my professional journey.

0,98 14,52 0,76 0,58

SWP13: The alignment between my personal goals and values and those of my 
organization is evident to me.

1,03 15,62 0,80 0,64

CD10:I have the capacity to set professional objectives for myself that I work 
hard to accomplish.

0,91 14,30 0,75 0,57

Factor 3: intention to stay
ITS5: Opportunities for employee advancement are available within my 
company.

1,00 0,77 0,59

ITS4: I am satisfied with the work atmosphere in my current job. 1,06 14,74 0,83 0,68
ITS6: I receive support from my supervisors in my current role 1,10 15,39 0,87 0,73
ITS7: I experience a stress-free connection with my supervisors. 0,95 12,79 0,73 0,58
ITS3: I derive a sense of achievement and satisfaction from my work. 0,96 14,45 0,81 0,66
SWP 8: I am of the opinion that the workforce in this particular establishment 
is adequately equipped to handle and oversee the everyday obstacles that 
arise.

0,92 12,86 0,73 0,54

Factor 4: performance management
SWP4: I am provided with coaching to improve my performance at work. 1,00 0,73 0,54
Based on my observations, it appears that the employees in my department 
readily accept and adjust to the frequent changes occurring.

0,92 10,92 0,69 0,48

ITS2: I am content with the salary I receive, as it adequately meets my 
financial requirements.

0,86 9,38 0,60 0,36

SWP5: I hold the opinion that the organization’s employees demonstrate 
commendable performance and efficiency.

1,01 12,04 0,77 0,60

Additionally, there is compelling proof of convergent validity since all Average Variance Extracted (AVE) 
measurements for job competency, superior work performance, intention to remain with the company, and 
performance management are higher than 0,50. Furthermore, the AVE for each aspect surpasses the squared 
correlation coefficients for related inter-constructs. This affirms that there is adequate discriminant validity as 
per.(36)

EFA and CFA of Job Competency
In order to begin the process, an initial Exploratory Factor Analysis (EFA) was conducted using varimax rotation. 

After conducting the analysis, four factors were found to account for a combined 61,81 % of the total variance. 
After conducting Bartlett’s test of sphericity, it was determined that the results were statistically significant. 
Following Field’s research recommendations from 2005, a Kaiser-Meyer-Olkin (KMO) measure was computed to 
assess the adequacy of the sampling, resulting in a value of 0,94. In order to evaluate the dependability scores 
for each variable, Cronbach’s alpha was employed, and it varied from 0,75 to 0,95, indicating a satisfactory level 
of internal consistency has been accomplished.

Following the completion of an initial stage, an analysis known as EFA was carried out, which was then 
followed by a Confirmatory Factor Analysis (CFA). The findings revealed a strong alignment between the career 
competency model and the collected data. This was supported by various model fit indices: χ² = 1149,47, df 
= 514, CFI = 0,90, SRMR = 0,07, and RMSEA = 0,06. Table 3 provides statistical evidence that all standardized 
estimates of job competency were highly significant (p 0,05). The regression weights for each measure were 
substantial, with values of 0,75, 0,69, 0,73, and 0,64 respectively.

Table 3. CFA results for job competency
Estimate C.R Std factor 

loading
SMC

Factor 1: Skills & Attitude 0,99 13,5 0,75 0,57
Factor 2: Knowledge 1,04 14,30 0,69 0,54
Factor 3: Personality 1,15 10,86 0,73 0,55
Factor 4: Behaviour 0,87 7,98 0,64 0,59
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Following the completion of a preliminary survey, the EFA analysis was undertaken. Following that, 
Confirmatory Factor Analysis (CFA) was performed to verify the results. A suitable range for the values of Average 
Variance Extracted (AVE) is typically between 0,5 and 0,6. Additionally, each construct’s AVE value exceeded the 
squared correlation coefficients with other constructs, confirming reliable discriminant validity. These results 
are consistent with Fornell and Larcker’s (1981) established guidelines for assessment.

EFA and CFA of Career Success Satisfaction
With Exploratory Factor Analysis (EFA), researchers were able to uncover a framework that governs the 

connections within the concept of career contentment. To determine if there was a correlation between 
variables, an examination of sphericity was conducted using Bartlett’s method, which yielded a significant 
result. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy also attained a score of 0,88, indicating 
that there is sufficient data to continue with further analysis.

The scales utilized in this study achieved a Cronbach’s alpha coefficient of 0,90, surpassing the minimum 
reliability standard of 0,70. This suggests that the items used to assess satisfaction with career success are 
internally coherent and can be considered reliable indicators for this construct.

By employing EFA and conducting various statistical tests, researchers have gained valuable insights into 
the framework governing career contentment and have established reliable measures for assessing satisfaction 
with career success.

After conducting an evaluation, the assessment was expanded by implementing Confirmatory Factor Analysis 
(CFA). The results of this analysis revealed a favorable association between the model and the collected data. 
Specifically, indicators of compatibility such as χ² = 57, df = 12, CFI = 0,95, SRMR = 0,04, RMSEA = 0,06 were 
obtained to indicate this correlation.

To evaluate the convergent validity of career success satisfaction, we analyzed the factor loadings and their 
associated levels of statistical significance. The results, found in table 4, show that all standardized loading 
estimates were above 0,50 and their corresponding absolute t-values exceeded 1,96. These findings indicate a 
significant level of convergent validity, consistent with previous studies conducted.(3,42) This indicates that our 
measurement accurately evaluates satisfaction with career success based on these established benchmarks.

Table 4. CFA results for career success satisfaction
Estimate C.R Std factor 

loading
SMC

Career success satisfaction (CSS3) 1,00 0,79 0,42
Career success satisfaction (CSS7) 1,11 14,11 0,80 0,44
Career success satisfaction (CSS2) 0,98 13,58 0,77 0,57
Career success satisfaction (CSS4) 0,99 16,21 0,73 0,54
Career success satisfaction (CSS6) 1,11 13,21 0,75 0,60
Career success satisfaction (CSS8) 0,83 11,33 0,66 0,64
Career success satisfaction (CSS9) 0,89 11,03 0,65 0,63

The satisfaction average (AVE) for one’s career, which measured at 0,55, surpassed the 0,50 threshold and 
went beyond the squared correlation estimate between these measures. These results validate that the concept 
of career satisfaction possesses both convergent and discriminant validity in an appropriate manner. 

Structural Model
The final structural model was tested using the AMOS software package. The model’s fit indices were 

evaluated and yielded the following results: χ² = 4975,97, df = 2185, CFI = 0,81, SRMR = 0,06, and RMSEA = 0,06. 
Based on the calculated CFI and GFI values, it can be concluded that the data fits the model adequately. As per 
study, the confidence interval of the proposed model’s RMSEA value is between ,058 and ,067 at a confidence 
level of 90 %. This suggests that with a precision level of 90 %, we can confidently say that the true population 
RMSEA value falls within this range. Taking into consideration these CFI, GFI, and RMSEA values collectively, it 
is reasonable to conclude that this structural model demonstrates a reasonably favourable fit when applied to 
our sample data provided here.

After analysing the information provided below, it can be inferred that the path coefficient values, and their 
associated levels of significance demonstrate positive relationships and statistical importance. This confirms 
the presence of all established direct positive associations. According to the model, career competency serves 
as a mediator, connecting perceived wealth career management with career satisfaction.

Different strategies can be utilized to examine mediation hypotheses, although there are informal indicators 
that can only serve as standards for mediating effects. Baron and Kenny in 1986 introduced a procedure known 
as the Sobel test, which was originally developed.(72) This test has been expanded upon by researchers over 
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time, leading to the development of various statistical techniques based on it. Some notable works include.
(55,56) The found that the Sobel test showed better performance, especially when dealing with sample sizes 
larger than 50. Considering these factors, it was concluded that the Sobel test would be appropriate for 
implementation in this study.

Figure 2. Results obtained from the final model structure with a specified path

To analyse the mediation hypotheses in this research, various methodologies were employed. One of these 
methodologies was the Sobel test, which was first introduced by Sobel in 1982 and then expanded upon.(14) The 
Sobel test framework has been utilized to develop several statistical methods, including those proposed.(55)

The indirect impact was determined by utilizing the formulas specified.(56) In order to determine the indirect 
impact, we computed the product of ‘a’, which is the path coefficient indicating the relationship between 
the exogenous variable and mediator, and ‘b’, which signifies the link between mediator and outcome. The 
statistical significance of this calculation was assessed using the Sobel test. In table 4 and figure 2, you can find 
our analysis results on how career development influences satisfaction with career success through mediating 
effects. During our analysis, we discovered that there was a coefficient of 0,19 for the indirect effect, with a 
t-value of 3,17 and a p-value of 0,00. Furthermore, we also observed significant findings in relation to superior 
work performance and satisfaction with career success when considering job competency as a mediator. In this 
particular case, we identified an indirect effect coefficient of 0,36, along with a t-value of 4,15 and a p-value 
of 0,00.

In summary, our analysis highlights how certain variables can have an indirect impact on outcomes by 
utilizing mediators such as job competency or career development pathways to enhance levels of satisfaction 
with career success.

The confirmation of the mediating role of job competency in the connection between intention to remain 
and satisfaction with career success is supported by the indirect effect coefficient (0,17) and t-value (3,21). 
Similarly, the connection between performance management and career success satisfaction is mediated by 
job competency, as supported by the coefficient for the indirect effect is 0,15, with a t-value of 2,85. In both 
cases, the calculated indirect effect coefficients indicate a positive trend with statistical significance (p0,05). 
These findings offer empirical evidence for the mediating role of job competency in these specific situations.

DISCUSSION 
The primary objective of this research was to present a fresh and innovative theoretical framework. The 

aim was to elucidate the role of job competency as a mediator between perceived wealth career management 
and satisfaction with career success. The research findings shed light on two crucial aspects: firstly, the direct 
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influence of wealth career management on employees’ contentment with their professional accomplishments; 
and secondly, its supplementary role in enhancing satisfaction through the improvement of job competency.

To improve the efficiency of their employees’ work performance, companies have the choice to employ 
different approaches for career management. One possible approach is to integrate training and development 
initiatives, as suggested,(78) as well as fostering collaborative learning initiatives among colleagues, as proposed.
(43) Additionally, exposure to developmental assignments(45), as highlighted,(69) along with the use of online 
training and engagement in career assessments,(17) can further contribute to this endeavour(53). These collective 
efforts work together to elevate employees’ marketability and ensure their alignment with the evolving trends 
in their respective industries. This increased marketability, coupled with updated knowledge, establishes a 
positive correlation with the perception of career success satisfaction.

According to the research conducted,(30) it was emphasized that the adoption of effective career management 
practices serves a twofold purpose. It not only boosts employees’ competitive job competency and their 
contentment with career success, but also adds to the overall competence of both the organization and the 
wider industry. In order to ensure employee satisfaction and success, it is crucial for wealth management firms 
to offer support and guidance in skill development. Assistance should be provided to help employees enhance 
their abilities and achieve higher levels of job performance.

The findings of this research offer solid confirmation for the suggested framework and its anticipated 
connections. In brief, the perception of affluence in career management has a favourable and straightforward 
impact on job proficiency. Subsequently, job competency directly contributes to enhancing career success 
satisfaction. Furthermore, the dimensions of career development, superior work performance, intention to 
stay, and performance management each independently contribute to career success satisfaction. Additionally, 
job competency plays a mediating role between the four facets of perceived wealth career management 
(career development, superior work performance, intention to stay, and performance management) and career 
success satisfaction.

Among these four dimensions of perceived wealth career management, superior work performance emerges 
as the most influential contributor to job competency, followed by intention to stay, career development, 
and performance management. In order to promote job competency, it is essential to seamlessly incorporate 
career training with other career development programs. This integration will help fulfil the long-term career 
aspirations of employees. Additionally, there is a clear connection between career evaluation and satisfaction 
with career success.

The study conducted emphasizes the importance of considering strategic planning and enhanced promotion. 
Furthermore, a study conducted(27,89) have indicated that providing managerial career counselling and mentoring 
can be beneficial for enhancing the skills of employees. These activities are essential for evaluating the potential 
of both current and future managers.

It is worth noting the significance of career development initiatives in relation to enhancing career 
competence. This highlights the importance of implementing practices such as job rotation, as mentioned in.(11) 
Moreover, it underscores the importance of employing a variety of tactics in advancing one’s career, such as 
advertising available positions, offering rotational roles, preparing for future leadership transitions, providing 
alternative career paths, and granting financial assistance.

Overall, this body of research underscores the value of strategic planning and promotion in organizations 
while emphasizing the benefits of managerial counselling and mentoring programs for skill enhancement among 
employees. It also highlights various strategies for effective career development that contribute to assessing 
both current talents and future potential within an organization’s workforce.

In contrast to the other dimensions, career development has a relatively smaller impact on career competence. 
Yet, it remains a powerful motivator for employees, suggesting a structured development system could help 
wealth man) assessment companies attract and retain skilled staff. According to(17,1) career assessment plays 
a significant role in achieving satisfaction and success in one’s career. Career development and training also 
contribute to this satisfaction. According to research conducted(83,61) mentorship is a valuable tool for personal 
development. It offers individuals the opportunity to receive constructive feedback that can shape their future 
endeavours in a meaningful way, fostering growth and providing valuable perspectives. This ultimately leads 
to increased contentment with career success. It is evident from the research that utilizing career assessment 
tools alongside mentorship can greatly enhance one’s chances of achieving a fulfilling professional journey.

Drawing upon the findings of this study, the significance of evaluating one’s professional path in enhancing 
career success satisfaction is affirmed, thus highlighting the crucial role of both formal and informal mentoring. 
These forms of mentoring encompass advice, discussions, transparent feedback, induction, and 360-degree 
appraisals. The positive connections identified emphasize how effective career support can raise employee 
contentment. It is interesting to note that satisfaction is least affected by career training. This outcome urges 
managers to approach this aspect with careful consideration. In order to meet employees’ strong interest 
in education and training, it is essential to provide a range of different training opportunities according to 
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research conducted.(52) These should include both pre-employment and on-the-job training programs.
Job competence plays a critical role in determining the satisfaction one derives from achieving career 

success. It acts as a mediator between various aspects of effective career management, including career 
development, intention to stay with an organization, and performance management. This study sheds light 
on the important role played by job competence in achieving career contentment, representing a significant 
advancement in empirical research. The results are consistent with the hypothesis put forward,(6,7) highlighting 
the essential importance of job competence. The results suggest that managers have the potential to enhance 
their employees’ satisfaction by promoting career competence through strategies like mentoring, job rotation, 
and performance evaluation. Both individuals and wealth management firms are advised to actively invest in 
improving their skill sets through activities such as career navigation, networking, and continuous learning 
opportunities. By doing so, they can increase their level of competency and ultimately experience greater 
fulfilment from their careers.

CONCLUSIONS
The study enriches career knowledge, highlighting job competence’s mediating role. While prior research 

identified job competence as a career success predictor,(32) its mediating function lacked empirical support. This 
study establishes job competence as both a direct and mediating factor between wealth career management 
and success satisfaction. The four dimensions of wealth career management’s effects on job competence 
and success satisfaction provide valuable insights. Given limited research on wealth career management, this 
study’s findings significantly contribute and lay a foundation for future exploration.

Practically, the findings urge companies to retain and enhance staff competence. Effective career management 
sustains and retains talented.(80) To achieve this, wealth management companies must align career management 
with objectives. Clear career paths for wealth managers across departments and multinational groups would 
enhance their competence, benefiting wealth management companies’ competitive edge. Individuals too can 
elevate competence and satisfaction by participating in activities related to managing one’s career, resulting 
in greater career goals, skill development, and networking.(65) Wealth management companies and employees 
must therefore prioritize career competence development.

A significant drawback of this research pertains to the utilization of a fragmented consolidation framework, 
which combines unique characteristics from individual components within a specific framework. Bagozzi(12) 
have pointed out that this approach tends to obscure the distinct attributes present in each element. Given 
the complex nature of the job competency concept, which encompasses various variables, the decision was 
made to employ partial aggregation in order to simplify the model. Although this approach assists in handling 
intricate situations and attaining research goals, it does involve the drawback of examining a comprehensive 
framework that encompasses secondary elements. To overcome this limitation, future studies should 
concentrate on examining the intermediate effect of each specific aspect of job proficiency individually. It is 
important to consider another limitation, which pertains to the potential influence of individuals on employees’ 
competence growth. Since individuals also play a role in job competency and satisfaction with career success, 
it would be interesting for future research to explore how individual-related factors affect job competency. The 
results obtained from these types of studies may provide valuable information especially in the field of wealth 
management. The impact of salary on career success was examined in a study conducted.(82) It was found that 
one’s income has a significant influence on their professional achievements. 

The chance for advancement is an important factor in achieving success in one’s career, as emphasized 
by a study.(49) Additionally,(68) investigated the impact of family dynamics on a person’s professional path. 
Furthermore, the level of job held, as discussed in the study,(49) serves as another predictor of success in one’s 
profession. These findings emphasize the need for further investigation into how effective wealth management 
relates to other aspects of achieving a successful career path.

To enhance this research, future investigations can delve deeper into the various factors that influence job 
competency and its results. Apart from organizational and individual aspects, it is crucial to thoroughly examine 
how factors like work-life balance, government interventions, and cultural elements affect job competencies. 
Moreover, there is potential for additional investigation into the correlation between job proficiency and both 
mental and physical flexibility, as outlined in the research conducted.(80) Conducting these supplementary 
analyses will contribute to a more holistic comprehension of the topic. Moreover, examining outcomes 
connected to organizational competencies offers valuable insights. As pointed out,(7) there’s a suggestion 
that individual career competencies complement an organization’s core competencies, although this concept 
requires empirical validation.

Additionally, it would be fascinating to explore the cause-and-effect relationships between one’s perception 
of wealth and their management of their career, as well as how this relates to the secondary aspects of 
job competence. Given the employment of partial aggregation, identifying the distinctiveness of individual 
components becomes intricate. In forthcoming research, there’s a need to investigate how perceived wealth 
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career management exerts its influence on each specific category of job competency. Investigating whether 
the impact of perceived wealth on career management varies among various job competency categories is a 
potential avenue for research. One alternative is to investigate the different degrees of significance that these 
aspects hold in regards to achieving success and contentment in one’s career.

Considering the specific concentration of this research on financial institutions located in Kochi, a pertinent 
question arises regarding the generalizability of the findings to wealth management firms operating in diverse 
cultural contexts. This consideration prompts future research to investigate career management and competency 
across wealth management companies encompassing various ownership structures and locations. Comparative 
outcomes could yield valuable insights for cross-cultural career management strategies.

Exploring the potential links between perceived wealth, career management, and job competency is a 
promising area for future research. The investigation involves examining the connections between these factors 
and their effects. Researchers must explore how perceived wealth career management affects various job 
competency categories, considering the limitation of partial aggregation. This line of research could delve into 
whether these factors are uniformly influenced or discern their varying impacts on career success satisfaction.

Moreover, the exploration of potential gender disparities in job competency within Kerala, as well as other 
cultural settings, presents an intriguing opportunity for inquiry.

Additionally, it is advised that researchers delve into the correlation between the demographic traits of 
financial advisors and their abilities in their profession, dedication to their careers, and views on wealth 
management. Prior studies have underscored the influence of factors such as age and job tenure on managerial 
attributes and competencies. These insights offer a foundation for investigating how demographic factors 
impact job competencies, career commitment, and practices related to wealth career management.
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