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ABSTRACT

This study was conducted to explore whether there are any positive or negative
correlations between organizational learning culture (OLC) and employee engagement
and turnover intentions. The mediating position of job satisfaction in these relationships
is also explored while also assessing whether this mediation is moderated by a protean
career orientation (PCO). Survey data of 159 active bankers from 14 scheduled banks of
the country was analyzed to explore the association between variables using correlation,
regression, and bootstrapped regression models for moderation, mediation, and
moderated mediation. In terms of findings, significant correlations were established
among all variables, the mediation of job satisfaction in the model was also supported,
while the moderating effect of a protean career orientation was established only with
regards to employee engagement, with not moderated mediation effects. The study is
hindered by the size of the sample and the lack of a longitudinal design and control
variables. The practical implications of this research focus on establishing an
organizational learning culture to harness positive job-related outcomes, a counter-
intuitive finding that persons with a protean outlook are not prone to turnover, and the
contextualization of these variables in the Pakistani context. To the best of one's
knowledge, this is among the first studies to look into the association between a protean
orientation and employee engagement, while also contributing to the scarce literature on

an organizational learning culture’s relationship with employee engagement.



