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ABSTRACT 

FACTORS ASSOCIATED WITH PROTEAN CAREER 

Fung Ying ring 

The widespread oforganizational transformation and business world uncertainty 
in recent decades had led to demise of traditional careers and the emergence of 
protean career. This study aims to identify the factors that are associated with 
protean career by conducting a survey research in one ofprivate organization in 
Kuching. A total of 70 questionnaires were returned out of 110 questionnaires 
distributed through convenience sampling and only 55 questionnaires were usable 
for real study. Data obtained were analyzed using Independent Sample t-Test and 
Pearson Correlation. The statistical analysis showed that gender had no 
significant difference in protean career. In the meantime, the subjective career 
success, organizational learning climate, and calling orientation had a significant 
relationship with protean career. Hence, subjective career success, 
organizational learning climate, and calling orientation were crucial for protean 
career. Accordingly, the organization should continue empower their employees 
to self manage their career while provide them with continuous learning 
opportunities. In between, the HR practitioners should provide career counseling 
and construct an effective environment for organizational learning in order to 
enhance the employees ' protean career management. 
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ABSTRAK 


F AKTOR-F AKTOR YANG BERKA ITAN DENGAN KERJA Y A PROTEAN 

Fung Ying Ying 

Dalam dekad ini, peningkatan transformasi dalam organisasi dan ketidakstabilan 
dunia pemiagaan telah menyebabkan keruntuhan kerjaya tradisional dan 
membawa kepada kemunculan kerjaya protean. Kajian ini bertujuan untuk 
mengenalpasti faktor-faktor yang berkaitan dengan kerjaya protean melalui kajian 
tinjauan yang telah dijalankan di salah sebuah organisasi swasta di Kuching. 
Sebanyak 70 daripada 110 borang soal selidik yang telah diedarkan melalui 
kaedah persampelan secara sukarela daripada responden, telah dikutip balik dan 
hanya 55 borang soal selidik yang boleh digunakan untuk kajiaan sebenar. Data 
yang diperolehi telah dianalisis dengan menggunakan Independent Sample t-Test 
dan Korelasi Pearson. Analisis statistik yang telah dijalankan menunjukkan 
bahawa tiada perbezaan yang signifikan bagi jantina dalam kerjaya protean. Pada 
masa yang sama, terdapat perkaitan yang signifikan antara kejayaan subjektif 
dalam kerjaya, suasana pembelajaran dalam organisasi, dan orientasi panggilan 
terhadap kerjaya protean. Sehubungan itu, organisasi haruslah memberikan 
kebebasan kepada pekerja mereka dalam menguruskan kerjaya dan memberikan 
peluang pembelajaran yang berterusan kepada mereka. Di samping itu, para 
pengamal sumber manusia haruslah memberikan kaunseling dalam kerjaya serta 
membina persekitaran pembelajaran yang berkesan dalam organisasi supaya dapat 
meningkatkan pengurusan kerjaya protean dalam kalangan pekerja. 
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CHAPTER 1 


INTRODUCTION 


1.1 Introduction 

In recent decades, dramatic and rapid changes in the contemporary business world 

had created profound effects on the world of work (Park, 2009b). Beginning the 

1980s (Park, 2009b), the volatile global markets, advances in technology, 

intensifying global competition, and evolving organjzational structures have 

unleashed the forces of corporate restructuring, delaying, downsizing (Mihail, 

2008), mergers and acquisitions, as well as privatizations (Janssens, Sels, & 

Brande, 2003). In short, organizations have been transformed for the effort to trim 

cost and increase efficiency (Park, 2009b) as to serve the survival purpose. 

Nonetheless, these organizational transformations have resulted in workplace 

turbulence marked by job insecurity, flatter organizational structures, fewer 

promotion opportunities, and limited career prospects (Mihail, 2008). Considering 
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the widespread of organizational transfonnation and business world uncertainty, 

the traditional notions of careers are no longer valid (Mihail, 2008) in view of the 

fact that the boundary of the career landscape is becoming wider (Park, 2009b). 

Demise of traditional career has been replaced by more fluid and individual career 

choices (MaHon, 1999) in which encompassed in the notions of "new career 

contract" that leads to emergence of "protean" career (Mihail, 2008). 

1.2 Background of Study 

During the last half century, career was externally-oriented to the person wherein 

it emphasized on vertical progression through positions that carry increasing 

responsibility, status, and rewards that defined by the organization (McDonald, 

Brown, & Bradley, 2005; MacDennaid, Lee, Buck, & Williams, 2001). There was 

during the time where the organizations have offered systematic training and 

monitoring programs, instituting personal career development plans and providing 

steady employment (Mihail, 2008). This stable and secure corporate career has 

been portrayed by Whyte (1956) cited in Wong (2007), and Reitman and Schneer 

(2003), as traditional career path in which having the characteristics of vertical 

success (McDonald, Brown, & Bradley, 2005), uninterrupted, and upward 

climbing the corporate ladder that would provide challenge, security, and financial 

rewards (Reitman & Schneer, 2003). As part of traditional career, the employees 

are bounded by the old psychological contract where they exchanged their loyalty 

and commitment with job security and long-term career development (Mihail, 

2008). Hence, the older, demotived, disillusioned, locked-in and mediocre 

workforces are being produced under this old psychological contract (Burke, 

1998). 

2 

1 




Beginning in the late 1980s and continuing into 1990s, the environmental 

forces had impinges upon the organizations (Reitman & Schneer, 2003). The job 

security and long-term career development in which in return for loyalty and 

commitment was no longer guaranteed (Reitman & Schneer, 2003) and valid 

(Mihail, 2008). Even if people do their work well, they could lose their job 

anytime (Vigoda-Gadot & Grimland, 2008). Relatively, the traditional linear 

career progression which primarily dictated by the organization and focused on 

organizational-based rewards is becoming increasingly obsolete (Wang & Shultz, 

2010). Correspondingly, a different career path where the career are controlled by 

the workers themselves and focused on their own personal values and goals has 

been developed. This trend has been termed as protean career (Park, 2009a). 

Under protean career, variety of other rewards such as personal growth, 

skill development, flexibility, and work life balance are being provided instead of 

employment security (Reitman & Schneer, 2003). Accordingly, individuals are 

urged to seek for employability security through accepting one's own personal 

responsibility for the development and exercise of skills instead of employment 

security (Mallon, 1999). Besides, individuals' relationships with organizations 

should be based less on expectations, mutual commitment, and continuity, but 

more on transactional arrangements which is short term, monetizable, and 

demarcated exchanges (Mallon, 1999). Hence, shifting in traditional career to 

protean career to some extent has caused diversity in career development whereby 

each individual have different approach for their own career progression. 

1.3 Problem Statement 

Over the last few decades, the models used for career research and the context of 

careers have changed (Park, 2009b). In each different era of career research, there 

will be a different career research model with its own perspective on the main 

3 
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study subjects (Park, 2009b). As far as this twenty-first century is concerned, Hall 

(2002) cited in Park (2009a, 2009b), argued that the central focus in career 

research is the "self'. Hall's (2002) argument was that the responsibility for career 

development in this rapid changing society lies in individual instead of the 

organization. This trend has been named "protean career" (Park, 2009b). The 

protean career is typified by frequent change and self-direction driven by an 

individual's needs (Park, 2009a). In light of the modem career context wherein 

the individuals are requires to engage in self-direction and take responsibility for 

continuous learning to manage their own careers, the importance of protean career 

concept has increased and it has been discussed in the career literature for about 

three decades (Park, 2009a, 2009b). 

However, despite the fact that the concept of protean career has received 

widespread attention in the career literature, a rigorous and comprehensive 

empirical research to this new concept is still in its early stages and has not been 

fully developed (Park, 2009a, 2009b). Most of the previous research been done 

was mainly discussed theoretically on the effects of subjective career success, 

organizational learning climate, and calling orientation on the protean career (Park, 

2009b). Moreover, studies on the relationship between protean career with other 

variables particularly environmental and psychological variables are lacking (Park, 

2009a). Thus, this particular study is going to answer the following research 

questions: 

1.2.1 	 What is the level of protean career based on demographic characteristics 

particularly in tenn of gender, age, highest education background, and 

length of service in the organization? 

1.2.2 	 What is the difference in protean career based on gender? 

1.2.3 	 What is the relationship between subjective career success and protean 

career? 

4 
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1.2.4 	 What is the relationship between organizational learning climate and 

protean career? 

1.2.5 	 What is the relationship between calling orientation and protean career? 

1.4 	 Research Objective 

The main aim of this study is to empirically investigate factors associated with 

protean career. Specifically, the objectives of this study are to: 

1.3.1 	 Identify the level of protean career based on demographic characteristics 

particularly in tenn of gender, age, highest education background, and 

length of service in the organization. 

1.3.2 Identify the differences in protean career based on gender. 

1.3.3 Identify the relationship between subjective 

career. 

career success and protean 

1.3.4 Identify the relationship 

protean career. 

between organizational learning climate and 

1.3.5 Indentify the relationship between calling orientation and protean career. 
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1.5 Conceptual Framework 

Independent variables 

Gender 

Subjective career 
success 

Organizational learning 
climate 

Calling orientation 

Dependent variable 

Protean career 

Figure 1.1 Conceptual frameworks on the differences in protean career based 

on gender and the relationship between subjective career success, organizational 

learning climate, and calling orientation with protean career (Adapted from 

Reitman and Schneer (2003), and Park (2009a, 2009b)) 

Figure 1.1 above is the conceptual framework of this study. It was built on the 

basic of Reitman and Schneer (2003), and Park's (2009a, 2009b) work. 

Reitmen and Schneer (2003) had conducted a longitudinal study in 

investigating whether women are better able to achieve equality with men on 

protean paths rather than promised paths. The result obtained by Reitmen and 

Schneer (2003) showed that women were less likely to be on protean paths than 

men. Other than that, Park's (2009a) initial work that aims to investigate the 

relationship between organizational learning climate and calling orientation on 

protean career had shown that two (the embedded system and system connection) 
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out of seven learning organization dimensions and calling orientation had 

significant positive relationships with protean career. Following by that, Park 

(2009b) conducted another study to empirically investigate the effects of 

subjective career success, organizational learning climate, and the calling 

orientation on the protean career. Results obtained by Park (2009b) shown that 

subjective career success, organizational learning climate, and the calling 

orientation had a significant relationship with the protean career. 

Hence, based on the studies done by Reitmen and Schneer (2003), and 

Park (2009a, 2009b) on the protean career, the conceptual framework for this 

study was formed. The dependent variable in this study is protean career. 

Meanwhile the independent variables are gender, subjective career success, 

organizational learning climate, and calling orientation that give effect on protean 

career. 

1.6 	 Research Hypotheses 

HA 1: 	 There is a significant difference in protean career based on gender. 

This hypothesis was supported by a study done by Reitman and Schneer (2003) 

which found that women were less likely to be on protean paths than men. 

HA2: 	 There is a significant relationship between subjective career successes with 

protean career. 

This hypothesis was supported by a study done by Park (2009b) who found that 

individual's SUbjective career success had a significant relationship with the 

protean career. 
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HA3: 	 There is a significant relationship between organizational learning climates 

with protean career. 

This hypothesis was supported by study done by Park (2009a, 2009b) which 

indicated that the organizational learning climates had a significant relationship 

with the protean career. 

HA4: 	 There is a significant relationship between calling orientation with protean 

career. 

This hypothesis was supported by study done by Park (2009a, 2009b) which 

indicated that the calling orientation had a significant relationship with the protean 

career. 

1.7 	 Significance of the Study 

The significance of this study could be classified into two categories which are to 

the career development research and to the HR practitioners. 

1.7.1 	 To Career Development Research 

With respect to the contribution towards career development research, this study 

will shed light on empirical evidence on the factors that are associated with 

protean career. It will provide the researcher an empirical approach in 

investigating the linkage of gender, organizational learning climate, and calling 

orientation that had derived from previous studies suggestion on the protean 

career. 
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Accordingly, findings of this study will provide validation to the protean 

career concept. It will provide a more comprehensive understanding on the 

concept of protean career which has been discussed in the career research field for 

about three decades. 

1.7.2 To HR Practitioners 

As for the contribution to the HR practitioners, the findings of this study will 

increase the understanding of HR practitioners on the factors that are associated 

with protean career. It will provide practical suggestions for the HR practitioners 

in constructing appropriate strategies to enhance employees' self-directed career 

management through considering the influence of gender, subjective career 

success, organizationalleaming climate, and calling orientation on protean career. 

1.8 Definition of Term 

This section will define the important terms, concepts, or even terminologies 

which are significant in this study. Each of the term is going to be defined 

conceptually and operationally. 

1.8.1 Gender 

Gender refers to the respondent's gender whether male or female . 
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1.8.2 Protean Career 

Protean career is one that underlines a self-directed approach to the career 

and a career that is driven by one's own values (Briscoe, Hall, & DeMuth, 

2006). 

In this particular study, protean career refers to the self-directed 

attitude towards career management (Park, 2009a, 2009b). 

1.8.3 Subjective Career Success 

Subjective career success refers to self evaluation of one's career progress, 

accomplishments and anticipated outcomes which is related to one's goals 

and aspirations (Barnett & Bradley, 2007). 

In this particular study, subjective career success refers to the 

perceived career success (peS) in tenns of progress towards career goals 

for advancement and development (Park, 2009b; Nabi, 2003). 

1.8.4 Organizational Learning Climate 

Organizational learning climate refers to the steps that are taken by the 

organizations or supervisors to facilitate the employees' protean career 

(Park, 2009b). 
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