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Abstract
Southeast Asia has recently seen a number of developments and transformations that requires one to adjust to as the region’s skill
requirements are evolving. For some these new changes brings new opportunities, however, for some greater levels of career
adaptability is need to manage these new developments and transformations. The necessity of systematically reviewing articles on
career adaptability in Southeast Asian nations is made apparent by this particular instance. A systematic review of career adaptabil-
ity in Southeast Asia was conducted using the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA)
guidelines. About 22 eligible studies were identified. The findings indicated that the most prevalent groups in career adaptability
studies were students, followed by working adults. Antecedents such as role modeling and cultural intelligence were identified.
Four categories of predictors were identified such as personal, educational, career behavior, and environmental factor. Two cate-
gories were identified for the outcomes of career adaptability, namely, personal and career outcomes. Findings revealed that career
adaptability offers several beneficial outcomes such as improved employability skills and life satisfaction. Discussion includes condi-
tions faced in Southeast Asian countries and cultural differences. The dearth of studies within multicultural settings calls for further
research in exploring career adaptability, as this broaden cultural understanding and awareness of educational and career behaviors
pertaining to one’s career adaptability. This study offers important practical implications and recommendations for career counsel-
ing practices and policymakers in Southeast Asia that would potentially benefit students and working adults.

Plain language summary

Career adaptability across Southeast Asia: A systematic review

Trends and changes have recently emerged in Southeast Asia that necessitates individuals to adapt to these as skill
requirements are changing. Emerging trends such as globalization, technological advancement, changes in demographics,
migration, climate changes, and the recent pandemic have impacted the skills an individual needs. This systematic review
article is conducted using the PRISMA guidelines. Inclusion and exclusion criterions were chosen which were used to
carry out the search strategy. Articles went through various levels of screening before being included. There were 22
eligible studies identified and synthesized. Since career adaptability is a learning process that starts early in life,
intervention strategies to encourage career adaptability should be developed for young people as early as possible
before they step into the working world. One limitation noticed is that almost all the studies in this review, except for
one study, are quantitative studies that employed the cross-sectional approach. This paper provides an overview of
career adaptability in Southeast Asia.
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Introduction

The COVID-19 pandemic has affected many globally
(Ford & Ward, 2021). Besides the loss of lives, economic
and employment losses were also prevalent. Many
changes are forecasted as the world shifts from the pan-
demic to the endemic phase. In the early days of the
lockdown caused by the pandemic, many lost their jobs
while others struggled to cope with the changes and
adapt to the new normal, such as working from home
and attending classes online. Although this transition
was easy for some, many struggled to cope. The pan-
demic and the lockdown restrictions, the ongoing war
between Russia and Ukraine, economic decline, and
uncertainties have caused numerous struggles for indi-
viduals, particularly impacting their mental health
(Balakrishnan et al., 2023), ability to adapt to the virtual
nature of their jobs (Gao & Sai, 2020), and adjusting to
online school, college, and university classes (Bunga
et al., 2022; Gumarang Jr, 2022; Kohli et al., 2021).

Based on the career construction theory (CCT), indi-
viduals should handle any career-related activities by
being concerned for their future, having the drive to con-
trol, and being impactful in their career choices.
Individuals should seek insights regarding career pros-
pects and options, confidently plan their future careers,
and execute those plans accordingly (Savickas, 2005).
Career adaptability is a skill that reflects an individual’s
ability to navigate and respond to career tasks and chal-
lenges within their environment (Zacher, 2014). Thus,
career adaptability is a crucial and highly relevant skill in
today’s rapidly changing world. Career adaptability is
not only essential for working individuals but also cru-
cial for the younger generation, as career adaptability is
an ever-changing skill that can be developed from
childhood.

Career adaptability is known as ‘‘the readiness to cope
with the predictable tasks of preparing for and partici-
pating in the work role and with the unpredictable
adjustments prompted by changes in work and working
conditions’’ (Savickas, 1997, p. 254). Career adaptability
is a required skill as it has the capability to influence
one’s capacity to adjust to unexpected changes in work
tasks and career plans (Ebenehi et al., 2016; Rottinghaus
et al., 2012). An individual’s career adaptability is not
fixed, as it changes according to the environment and
time (Bocciardi et al., 2017; Hamtiaux et al., 2013). An
individual with career adaptability skills can accommo-
date changes that occur to easily adjust to the work envi-
ronment (Ebenehi et al., 2016). Although there are
several ways to define career adaptability, according to
CCT, career adaptability revolves around how individu-
als assign meaning to their careers and work through
their past, present, and future plans and experiences
(Savickas, 2013). Specifically, career adaptability skills

are needed for individuals to accustom themselves to the
ever-changing environment in their work, community,
and globally (Savickas & Porfeli, 2012).

Career adaptability comprises four skills or resources,
which are concern, control, curiosity, and confidence.
The concern is focused on one’s positive perception of
their future career. Control emphasizes one’s ability to
ensure that they are in control of the situation and allow
themselves to be responsible for the situation. Curiosity
focuses on one’s capability to grow the chances they have
in their career through the exploration of opportunities
and potential. Lastly, confidence emphasizes the trust
one has in oneself and one’s capabilities to obtain what is
needed to achieve career goals (Savickas et al., 2009;
Savickas & Porfeli, 2012).

This systematic review focuses on articles from countries
located in the southeast of Asia. Asia is the largest conti-
nent in the world and rich in diversity. It can be divided
into six subcontinents: North Asia, Central Asia, South
Asia, East Asia, Southeast Asia, and Western Asia. Russia
and Siberia are countries in North Asia. Central Asian
countries include Kazakhstan, Kyrgyzstan, Tajikistan,
Turkmenistan, and Uzbekistan. Countries in South Asia
are Afghanistan, Bangladesh, Bhutan, India, Maldives,
Nepal, Pakistan, and Sri Lanka. China, Hong Kong,
Macau, Tibet, Japan, Mongolia, North Korea, South
Korea, and Taiwan are countries in East Asia. Southeast
Asian countries include Myanmar, Thailand, Laos,
Vietnam, Cambodia, Indonesia, Brunei, East Timor,
Philippines, Malaysia, and Singapore. Lastly, Armenia,
Azerbaijan, Bahrain, Cyprus, Egypt, Georgia, Iran, Iraq,
Israel, and Jordan are Western Asian countries.

When looking at the socioeconomic nature of
Southeast Asian countries, the countries are still under-
going challenges caused by the everchanging global geo-
political and economic landscape along with the
interchange among major powers (Seah et al., 2024).
According to the report by Seah et al. (2024), it was
found that the top three concerns of Southeast Asia
nations are unemployment and economic recession, cli-
mate change and economical tensions between major
powers. An example of one such impact is the economic
situation in Malaysia. The war in Ukraine had increased
inflation in Malaysia causing food prices to hike and
even though the inflation has moderated, the prices had
still not decreased as compared to during the pre-
pandemic times (Nambiar, 2024). The Southeast Asian
countries can be categorized into three income econo-
mies; (a) high income economies that includes Singapore
and Brunei; (b) upper-middle-level income economies
that includes Thailand and Malaysia; and c) lower-mid-
dle-income economies that includes Vietnam, Laos,
Cambodia, Myanmar, Indonesia, and the Philippines
(Lim et al., 2022). As for the cultural nature of Southeast
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Asia countries, it is well known that those from Asia are
collectivists while those from the Western cultures are
individualistic. For instance, when conducting business
in Indonesia, the Indonesian culture emphasizes on
group interest, secureness, unity, maintaining dignity (or
not losing face), prioritization of immaterial rewards and
things take time to process (Kunstmann, 2022).
Moreover, an increase has been seen in Southeast Asia
countries’ participation in higher education. Expansion
on the access to higher education became a necessity due
to the rise in school-age children and the middle class.
However, Cambodia, Laos, Myanmar, and Vietnam are
still falling behind despite the increase in higher educa-
tion enrollment among the Southeast Asia nations. The
privatization of higher education has resulted in chal-
lenges with quality assurance and unequal access, partic-
ularly for less wealthy students from rural and remote
areas (Lim et al., 2022).

It can be seen that these numerous trends and changes
that recently emerged in Southeast Asia has brought the
need for individuals to adapt to these as skill require-
ments are changing. Emerging trends such as globaliza-
tion, technological advancement, changes in
demographics, migration, climate changes, and the
recent pandemic have impacted the skills an individual
needs (OECD, 2021). From the European Union
Support to Higher Education in ASEAN Region
(SHARE) project, it was found that post-pandemic
Southeast Asian countries have the potential to be cru-
cial importers and exporters globally. In order to accom-
plish that, it is foreseen that upskilling becomes pertinent
for economic inclination and employability (Lim et al.,
2022). Some of these emerging trends open up new
opportunities for job seekers, nevertheless, some require
individuals to have higher career adaptability levels to
navigate these emerging trends and changes. More
research on career adaptability is needed to shed light on
the importance of career adaptability in today’s trends
and changes, however, there is limited research on the
topic of career adaptability observed across Southeast
Asian countries as it is still an emerging topic. Therefore,
these situations underscores the importance of systemati-
cally reviewing articles on career adaptability in
Southeast Asian countries. The present systematic review
aims to identify and summarize the literature on career
adaptability in Southeast Asian countries. The main
research question and objective of the current systematic
review are as follows:

Research Question: What are the antecedents, predic-
tors, outcomes and research gaps of career adaptabil-
ity across Southeast Asia?

Research Objective: To identify the antecedents, pre-
dictors, outcomes and research gaps of career adapt-
ability across Southeast Asia.

This review will discuss the methodology used to con-
ducted the systematic review which includes the search
strategy, synthesis and quality assessments of the articles.
This would be followed by the results which addresses
the (1) study designs, populations observed, instruments
and data analysis, (2) antecedents, predictors, and out-
comes of career adaptability; and (3) conditions faced in
Southeast Asia. Lastly, the discussion of the findings are
highlighted along with the strengths and limitations of
the current review, the practical implications and recom-
mendations for future research and ends with the conclu-
sion of the review.

Methodology

This systematic review article provides guidelines and
identifies knowledge gaps on career adaptability in
Southeast Asia, serving as recommendations for future
researchers. A trustworthy systematic review relies on
priori planning and clear documentation of the con-
ducted protocol (Shamseer et al., 2015). Thus, the
Preferred Reporting Items for Systematic Reviews and
Meta-Analyses (PRISMA) were used in this systematic
review as a guideline to document the protocol con-
ducted. Table 1 below explains the inclusion and exclu-
sion criteria of the articles.

Search Strategy

An in-depth literature review was undertaken using Web
of Science, ScienceDirect, and Scopus in September 2022.
The search terms used to identify relevant articles are
tabulated in Table 2.

The selection protocol aligns with the PRISMA guide-
line displayed in Figure 1. The duplicates were removed,
and the remaining articles were screened for eligibility
following the inclusion and exclusion criteria mentioned
earlier. Finally, 22 selected articles were included in this
systematic review article.

Synthesis

The findings from the 22 articles were synthesized to pro-
vide readers with a summary of the data gathered. The
authors, article title, year of publication, country, popu-
lation, sample size, study design, data analysis methods,
instruments used, and results obtained are tabulated in
Table 3.
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Quality Assessment

A quality assessment (or assessment of the risk of bias)
of studies is imperative in a systematic review, as it
ensures that the methodology and data analysis of the
studies are adequate (Shamseer et al., 2015). The Mixed
Method Appraisal Tool (MMAT) (Hong et al., 2018)
was employed to conduct the quality assessment. The
MMAT is an appraisal tool utilized during the quality
assessment stage of a systematic review that involves
qualitative, quantitative, and mixed-method methodolo-
gies. The tool required a minimum of two independent
reviewers to conduct the appraisals (Hong et al., 2018).
Thus, the authors recruited two independent reviewers
specializing in career and career counseling to conduct
the quality assessment.

The 24 articles initially identified after the screening
and eligibility process did not include any qualitative
studies. Therefore, the quality assessment only focused
on quantitative and mixed-method methodologies. For
the descriptive quality assessment of quantitative studies,
the criteria included sampling strategy pertaining to the
research questions, sample representation of the target
population, appropriateness of measurements used, a
low risk of non-response bias, and suitability of the sta-
tistical analysis used to address the research questions
(Hong et al., 2018). The criteria for the mixed-method
study quality assessment included rationality for

conducting a mixed-method study, effective integration
of quantitative and qualitative methods used, sufficient
interpretation of the outputs from both methods used,
appropriate addressing of divergences and inconsisten-
cies between results of both analysis and quality criteria
adherence of both methods used (Hong et al., 2018).

The two independent reviewers rigorously and dili-
gently assessed the quality of the 24 identified articles
using the MMAT. The two reviewers assessed the arti-
cles using five criteria, and the responses were recorded
with ‘‘yes,’’ ‘‘no,’’ or ‘‘can’t tell.’’ The articles had to meet
at least three criteria to be included in this review. Both
independent reviewers had mutually agreed on the qual-
ity assessment of each criterion. Ten articles fulfilled all
the criteria, six articles fulfilled four criteria, another six
articles fulfilled three criteria, and two articles fulfilled
two criteria. This review did not include the two articles
that fulfilled less than three criteria (Refer to Table 4
below). Thus, 22 articles were suitable to be reviewed.

Results

A total of 22 articles were included in this systematic
review. The articles were from Philippines (n=6),
Indonesia (n=2), Thailand (n=2), Vietnam (n=1),
Singapore (n=1), and Malaysia (n=10). No articles
from Brunei, Cambodia, Laos, Myanmar, and East
Timor were included.

Study Design, Population Observed, Instruments, and
Data Analysis

The most common research methodology in the selected
articles is quantitative studies using the survey approach,
with one study employing the ex post facto approach
(Mahfud et al., 2022). Only one study from the selected
articles employed a mixed-method study design (Ocampo
et al., 2022). For Study 1, the survey approach was

Table 1. Inclusion and Exclusion Criteria.

Inclusion criteria of articles Exclusion criteria of articles

From Southeast Asia Not from Southeast Asia
Contains empirical data (quantitative,

qualitative, or mixed-methods)
i. Did not contain empirical data
ii. Review articles and dataset articles (as it does not contain empirical data or

explain the methodological procedure used)
Written in the English language (as researchers

of this article understand it)
Published in other languages besides English

Published in peer-reviewed journals Non-peer-reviewed (such as conference papers, books, book chapters, editorials,
abstracts, theses, and dissertations)

Focused on career adaptability i. Address mental illnesses and special needs
ii. Does not focus on career adaptability

Published until September 2022 Not accessible and were not received by the researchers before October 2022
after requesting from the original authors

Table 2. Search Terms Used.

Category Search terms

Career adaptability Career adaptability OR Career adaptation
Country AND Brunei OR Cambodia OR Indonesia

OR Laos OR Myanmar OR Philippines
OR Malaysia OR Singapore OR Thailand
OR East Timor OR Vietnam
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employed, while Study 2 utilized focus groups. The sam-
ple size of the selected studies ranged from 150 to 750
participants from various populations.

The student population was regularly examined,
namely, high school students (Datu & Buenconsejo,
2021; Indianti & Aninditha, 2019; Ochoco & Ty, 2021),
university students (Abdul Rahim et al., 2021; Al-Jubari
et al., 2021; Hamzah et al., 2021; Presbitero & Quita,
2017; Tolentino et al., 2013, 2019; Uy et al., 2015), poly-
technic students (Mahfud et al., 2022), and skills certifi-
cation students (Ashari et al., 2019). The working adult
population was also observed, specifically public organi-
zation employees or civil servants (Mohd Kamil et al.,
2022; Van Nguyen et al., 2021), information and com-
munications technology (ICT) professionals (Omar,
2018; Omar & Tajudeen, 2020), overseas and migrant
workers (Ocampo et al., 2022), subordinate and supervi-
sors (Sibunruang et al., 2016), fresh graduates (Anas &
Hamzah, 2022; Mohammad et al., 2018), and employed
postgraduate students (Ng et al., 2022). Garcia et al.

(2019) observed the grandparent-parent-child triad in
their study.

Sixteen studies utilized the Career Adapt-Abilities
Scale (CAAS) (Savickas & Porfeli, 2012) to measure
career adaptability. Two studies used the Career Adapt-
Abilities Scale Short Form (CAAS-SF) (Maggiori et al.,
2017). Ocampo et al. (2022) employed the CAAS in
Study 1 and CAAS-SF in Study 2. In Mohd Kamil
et al.’s (2022) study, seven items from Savickas’s (1997)
career adaptability were extracted and utilized. In con-
trast, 11 items from the CAAS were extracted and uti-
lized in Van Nguyen et al.’s (2021) study. Nevertheless,
the instrument used to measure career adaptability in
Mohammad et al.’s (2018) study was not stated.

Several data analysis methods were applied to analyze
the results obtained from the quantitative studies,
namely Pearson correlation (Abdul Rahim et al., 2021;
Hamzah et al., 2021; Mohammad et al., 2018; Mohd
Kamil et al., 2022), regression analysis (Indianti &
Aninditha, 2019; Mohammad et al., 2018), multiple

Articles identified from Web
of Science
(n = 44)

Articles identified from
ScienceDirect
(n = 8)

Articles identified from
Scopus
(n = 23)

Total articles considered for
screening
(n = 75)

15 duplicates removed

Total articles screened based
on the title and abstract

(n = 50)

19 articles excluded due to
non-compliance with the
inclusion and exclusion

criteria

31 full text articles analyzed
for eligibility

7 articles omitted with cause

Studies on personal
adaptability compared to
career adaptability: n = 2
Inaccessible articles: n = 2
Sample did not include
participants from Southeast
Asia: n = 3
Removed after quality
assessment: n = 2

22 articles included in this
systematic review

0 articles found from
reference search
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Figure 1. PRISMA model of the literature review process.
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linear regression (Anas & Hamzah, 2022; Hamzah et al.,
2021; Mohd Kamil et al., 2022), mediation analysis
(Garcia et al., 2019; Hamzah et al., 2021; Ocampo et al.,
2022; Tolentino et al., 2019), moderated mediation anal-
ysis (Ocampo et al., 2022; Sibunruang et al., 2016;
Tolentino et al., 2019), hierarchical regression (Datu &
Buenconsejo, 2021), hierarchical multiple regression
(Abdul Rahim et al., 2021), moderated multiple regres-
sion (Presbitero & Quita, 2017), serial mediation model
(Garcia et al., 2019), confirmatory factor analysis (CFA)
(Tolentino et al., 2013), path analysis (Ochoco & Ty,
2021), partial least squares (PLS) analysis (Ashari et al.,
2019; Ng et al., 2022), covariance structural equation
modeling (Al-Jubari et al., 2021), and structural equation
modeling (SEM) (Uy et al., 2015; Mahfud et al., 2022;
Omar, 2018; Omar & Tajudeen, 2020; Van Nguyen
et al., 2021). The consensual approach and thematic
analysis were employed for the qualitative data analysis
in the mixed-method study design (Ocampo et al., 2022).

Antecedents, Predictors, and Outcomes of Career
Adaptability

The antecedents, predictors, and outcomes of career
adaptability in Southeast Asian countries were identified
from the selected articles. Interestingly, only one study
focused on the antecedent of career adaptability. Role
modeling from a grandfather-parent-child triad was
found to be an antecedent of career adaptability in the
Philippines (Garcia et al., 2019). Additionally, cultural
intelligence was observed as a moderation of career
adaptability among high-skilled overseas Filipino work-
ers in Ocampo et al.’s (2022) study. It can also be
deduced that cultural intelligence is an antecedent of
career adaptability, as it enhances one’s adaptive skills
when working away from home.

The predictors of career adaptability in the studies
can be categorized into personal, educational, career
behavior, and environmental factors. Predictors of per-
sonal factors of career adaptability were conscientious-
ness (Anas & Hamzah, 2022), emotional intelligence
(Hamzah et al., 2021), spiritual intelligence (Anas &
Hamzah, 2022), self-esteem (Anas & Hamzah, 2022;
Hamzah et al., 2021), and proactive personality and
entrepreneurial alertness (Uy et al., 2015). The educa-
tional predictors of career adaptability include academic
achievement and academic engagement (Datu &
Buenconsejo, 2021). Although academic achievement
and academic engagement were found to be predictors of
career adaptability, academic achievement and academic
self-concept did not predict career adaptability in the
study by Indianti and Aninditha (2019). Subsequently,
predictors of career behavior factors in career adaptabil-
ity are career goal selection (Abdul Rahim et al., 2021),T
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career planning (Abdul Rahim et al., 2021), career self-
efficacy (Mahfud et al., 2022), and career decision self-
efficacy (Hamzah et al., 2021). Lastly, the predictors of
environmental factors in career adaptability are social
support (Anas & Hamzah, 2022) and training and devel-
opment (Mohammad et al., 2018). Nevertheless, in
Mahfud et al.’s (2022) study, teaching support and social
support did not predict career adaptability.

Numerous studies examined career adaptability out-
comes, which can be categorized as personal and career
outcomes. The personal outcomes of career adaptability
are life satisfaction (Ng et al., 2022; Ocampo et al., 2022),
tenacious goal pursuit, and flexible goal adjustment
(Tolentino et al., 2013). In a study by Ochoco and Ty
(2021), hope was observed as adaptive readiness, career
adaptability as an adaptability resource, career engage-
ment as an adapting response, and life satisfaction as the
adaptation result. It can be understood that hope moti-
vates individuals to be career-adaptable, enabling them
to engage in their careers and ultimately leading to life
satisfaction. Career adaptability offers several career out-
comes. The career outcomes observed for students are
career choice (Ashari et al., 2019), job search self-efficacy
(Al-Jubari et al., 2021; Tolentino et al., 2019), and career
outlook (Al-Jubari et al., 2021). The career outcomes
observed among working adults are expatriate career

intentions (Presbitero & Quita, 2017), career satisfaction
(Tolentino et al., 2013), promotability (Sibunruang et al.,
2016; Tolentino et al., 2013), ingratiation (Sibunruang
et al., 2016), entrepreneurial behavior (Mohd Kamil
et al., 2022), intention to leave (Omar, 2018; Omar &
Tajudeen, 2020), career satisfaction, work volition (Van
Nguyen et al., 2021), job performance, and retention
(Ocampo et al., 2022).

Conditions Faced in Southeast Asia

The need to investigate career adaptability in Southeast
Asia arises from changes in family structure, the educa-
tional system, and the economic situation. Changes in
family structure are observed in terms of family connect-
edness. Grandparents are commonly guardians of their
grandchildren as parents are dual-income earners nowa-
days (Garcia et al., 2019). This scenario implies that
grandparents, rather than parents, play a part in role
modeling for their grandchildren, possibly fostering the
child’s perception of career.

Changes in the educational system are also present in
Southeast Asian countries. In the Philippines, 2 years
have been added to K-12 (Datu & Buenconsejo, 2021).
Similarly, in Indonesia, the change in the educational
system requires students to select schools and majors

Table 4. Summary of Quality Assessment of Articles.

Article Design of study QA 1 QA 2 QA 3 QA 4 QA 5 Criteria fulfilled
Decision to be

included in study

Presbitero and Quita (2017) Quantitative O C C O O 3/5 O
Datu and Buenconsejo (2021) Quantitative O O C X O 3/5 O
Garcia et al. (2019) Quantitative C C O O O 3/5 O
Tolentino et al. (2013) Quantitative O O O O O 5/5 O
Ochoco and Ty (2021) Quantitative O O O O O 5/5 O
Ocampo et al. (2022) Mixed-methods O O O O O 5/5 O
Indianti and Aninditha (2019) Quantitative O O C X O 3/5 O
Mahfud et al. (2022) Quantitative O X O O O 4/5 O
Sibunruang et al. (2016) Quantitative O O O O O 5/5 O
Tolentino et al. (2019) Quantitative O O O O O 5/5 O
Van Nguyen et al. (2021) Quantitative O C O O O 4/5 O
Uy et al. (2015) Quantitative C O O O C 3/5 O
Salahudin et al. (2021) Quantitative O O X X X 2/5 X
Al-Jubari et al. (2021) Quantitative O O O C O 4/5 O
Ng et al. (2022) Quantitative O O O O O 5/5 O
Anas and Hamzah (2022) Quantitative O C O O O 4/5 O
Omar (2018) Quantitative O O O O O 5/5 O
Omar and Tajudeen (2020) Quantitative O O O O O 5/5 O
Hamzah et al. (2021) Quantitative O C O O O 4/5 O
Mohd Kamil et al. (2022) Quantitative O O C O O 4/5 O
Ashari et al. (2019) Quantitative O O O O O 5/5 O
Omar and Noordin (2016) Quantitative O O X X X 2/5 X
Abdul Rahim et al. (2021) Quantitative O O O O O 5/5 O
Mohammad et al. (2018) Quantitative O C C O O 3/5 O

Note. QA = quality assessment; O= yes; X = no; C = can’t tell.
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before they enroll in high school (Indianti & Aninditha,
2019). Students must be knowledgeable in selecting their
career pathways as they must begin choosing a major
before entering high school. Evidently, the change in
educational structures impacts students as it requires stu-
dents to be well-prepared for the transition to tertiary
education or the workplace after completing high school.

Due to the economic downturn, individuals opt for
expatriate overseas careers in the Philippines (Presbitero
& Quita, 2017). In contrast, the political climate in
Thailand has impacted the economy and educational sys-
tem, making the transition from school to work highly
challenging (Tolentino et al., 2019). In Malaysia, the slow
economy and labor market have increased the unemploy-
ment rate (Al-Jubari et al., 2021; Anas & Hamzah, 2022;
Hamzah et al., 2021; Mohammad et al., 2018), and peo-
ple may take on jobs they are overqualified for, leading
to a skills mismatch (Anas & Hamzah, 2022; Hamzah
et al., 2021). Lastly, the recent pandemic has undoubt-
edly affected the economy and led to changes in the
employment structure (Mahfud et al., 2022).

Discussion

This paper aims to identify and examine existing studies
while providing an overview of career adaptability in
Southeast Asia. Most studies applied the quantitative
research methodology by employing the survey method.
This method gathered substantial findings in understand-
ing career adaptability across diverse populations in a
short amount of time. Moreover, a handful of studies
examined career adaptability among the student popula-
tion, which indicates that career adaptability begins
before an individual enters the workforce. Hence, foster-
ing career adaptability during schooling years will benefit
students once they transition to work after completing
their studies. The CAAS tool is the instrument commonly
used to measure career adaptability. The scale demon-
strates good reliability and validity (Abdul Rahim et al.,
2021; Ochoco & Ty, 2021; Presbitero & Quita, 2017),
even after translation (Ashari et al., 2019; Sibunruang
et al., 2016) into local languages in Southeast Asian
countries. Additionally, SEM has been used vastly in the
studies. This data analysis method is often used to under-
stand the effects of the interacting variables, explore the
relationship between the variables, and explain the var-
iance for the present model (Kline, 2016).

Moreover, only one study focused on the antecedent
of career adaptability, namely role modeling (Garcia
et al., 2019). The role modeling antecedent indicates a
common trend observed in Southeast Asian households,
as many families comprise dual-earner parents working
to support their families. In this situation, grandparents
step up to take care of their grandchildren, which helps

maintain the connectedness in the family. Although cul-
tural intelligence (Ocampo et al., 2022) was not directly
mentioned as an antecedent of career adaptability, its
presence is vital when an individual relocates from their
home country for work. It is not uncommon for individu-
als from Southeast Asia to migrate overseas for job
opportunities and career growth in recent times. This
migration for work requires for the individuals to assimi-
late themselves to the work culture of that particular
country they have migrated to. For example, they would
need to understand the cross-cultural communication
and multicultural ways of thinking in a variety of cultural
contexts to competently accomplish their work tasks.
This is when their career adaptability comes into play as
career adaptability complements cultural intelligence
(Ocampo et al., 2022). This is so as the individuals need
to ascertain the direction and impact on their careers tak-
ing into consideration the opportunities and cultural lim-
itations they face (Savickas, 2013).

The predictor of personal factors of career adaptabil-
ity that was primarily examined was self-esteem. Self-
respect and confidence in one’s capabilities influence
one’s levels of career adaptability. Nevertheless, for the
predictor of educational factors of career adaptability,
only academic achievement were studied. Findings from
both studies (Datu & Buenconsejo, 2021; Indianti &
Aninditha, 2019) that explored this educational factor
differed. Datu and Buenconsejo (2021) found academic
achievement to predict career adaptability, meanwhile,
Indianti and Aninditha (2019) found that academic
achievement did not predict career adaptability. There
are two probable reasonings to the contradicting findings
from these studies which are the unique educational sys-
tem in the Philippines and Indonesia and the type of
school the high school students are enrolled in. To fur-
ther elaborate, the educational system in the Philippines
has added 2 years to their basic education, while in
Indonesia, the high school students are required to select
their majors before enrolling in high school. It is possible
that the high school students in the Philippines would
have more time to prepare themselves for their academic
and career transition. Furthermore, the high school stu-
dent population investigated in Datu and Buenconsejo
(2021) study were from private high schools, whereas, in
Indianti and Aninditha’s (2019) study, the high school
student population are from public high schools where it
was mentioned that these public schools did not have
any career programs or career guidance teachers. Hence,
the educational system of a nation and the type of high
school the students are enrolled in produce potentially
different results on how they achieve academically and
influence their career adaptability. When examining pre-
dictors of career behavior factors in career adaptability,
various factors were explored, including career self-
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efficacy, career decision self-efficacy, career planning,
and career goal setting. Planning, setting goals, making
decisions, and believing that they are able to attain their
goals fosters or improves their career adaptability skills.

Besides, life satisfaction is one of the personal out-
comes of career adaptability. A person with career
adaptability skills can accommodate themselves to
changes where they regulate or transition smoothly at
the workplace when change happens (Ebenehi et al.,
2016). Life satisfaction was measured using Diener
et al.’s (1985) Satisfaction With Life Scale (SWLS) in Ng
et al. (2022) and Ocampo et al.’s (2022) study. Life satis-
faction emerged as a long-term outcome of career adapt-
ability (Ng et al., 2022) by highlighting that individuals
are more gratified and fulfilled in life as they prepare
themselves for upcoming career ambiguities. Those who
were working away from their countries were seen to
have improved life satisfaction and work-related out-
comes when they had higher levels of career adaptability
(Ocampo et al., 2022). Hence, unsurprisingly, being more
career-adaptable improves life satisfaction as a career is
indeed a major aspect of life. Additionally, the career
outcome of career adaptability among students is job
search self-efficacy (Al-Jubari et al., 2021; Tolentino
et al., 2019). In Tolentino et al.’s (2019) study, job search
self-efficacy was measured using the scale developed by
Ellis and Taylor (1983), meanwhile, in Al-Jubari et al.’s
(2021) study, the Work Self-Efficacy Scale (WSES) was
used. Although the instruments to measure job search
self-efficacy varied, it was clear from both these studies
that career adaptability had a positive impact on job
search self-efficacy. When students have high levels of
career adaptability, it increases their likelihood of being
more confident when searching for jobs. Nevertheless,
the career outcome of career adaptability among work-
ing adults is promotability. Employees with high levels
of career adaptability have an increased possibility of
getting a promotion (Sibunruang et al., 2016). Therefore,
career outcomes of career adaptability are not only lim-
ited to working adults but also extends to students.

Finally, a similar condition faced by Southeast Asian
countries in this review is the economy. Due to the
unstable economy, job opportunities decreased, and
work structures changed, leading many to either migrate
overseas for better job opportunities (Presbitero & Quita,
2017) or agree to work in jobs where they are overquali-
fied (Anas & Hamzah, 2022; Hamzah et al., 2021). Many
struggle to secure a permanent job after graduating, and
individuals could possibly feel unsatisfied with their lives
and jobs or perform poorly at their jobs. This scenario
emphasizes the importance of developing career adapt-
ability skills while individuals are still in school, as it will
benefit their job search after graduation.

Strengths and Limitations

The finding from the studies in this review provides an
extensive cultural perspective of career adaptability in
Southeast Asia. The current review includes current con-
ditions that address issues that affect career adaptability
while also emphasizing the need for career adaptability
skills in Southeast Asia. This study is possibly the first
systematic review of career adaptability in Southeast
Asia. It aimed to identify the antecedents, predictors,
and outcomes of career adaptability. The primary limita-
tion in career adaptability research in the Southeast
Asian context is the paucity of qualitative studies con-
ducted. Almost all the studies in this review, except for
one study, are quantitative studies that employed the
cross-sectional approach. Quantitative studies with a
longitudinal approach or qualitative studies allow for
deeper career adaptability exploration. Lastly, career
adaptability research in Southeast Asia scarcely explored
gender differences. Six studies mentioned gender as a
control variable (Datu & Buenconsejo, 2021; Ng et al.,
2022; Ocampo et al., 2022; Presbitero & Quita, 2017;
Sibunruang et al., 2016; Tolentino et al., 2019). Only one
study examined gender differences in career adaptability
(Abdul Rahim et al., 2021). Globally, there are mixed
results regarding gender differences found in career
adaptability. As it is clearly evident that cultural differ-
ences are present in Southeast Asia, further research
should be conducted on gender differences in career
adaptability.

Practical Implications and Recommendations

As career adaptability is a learning process that begins
early in life, intervention strategies to stimulate career
adaptability should be developed for young people as
early as possible before they venture into the working
world. This review can be a potential stepping stone in
the implementation of intervention strategies for the stu-
dents and working adults who are facing economic chal-
lenges from Southeast Asia. Policymakers from these
nations can look into these studies and work on develop-
ing strategies to include career adaptability skills as a
part of the educational curriculum to prepare students
for their school-to-work transition. Schools, colleges,
and universities should develop strategies to nurture and
improve students’ career adaptability skills. This can be
done by including the predictors mentioned in this review
such as self-esteem and academic achievement. In addi-
tion, workplaces should implement preventive interven-
tions that focus on employees by effectively managing
challenging tasks at work through career adaptability
skills. School counselors, student counselors, career
counselors, and organizational psychologists should
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organize peer groups and mentorship programs for stu-
dents to form a supportive environment that helps culti-
vate career adaptability skills. Lastly, using a cultural
lens in intervention strategies will help further under-
stand career challenges faced by students or employees,
which in turn develops feelings of empathy and suppor-
tiveness among superiors of students or employees such
as teachers and supervisors.

Conclusion

This paper provides an overview of career adaptability in
Southeast Asia. Career adaptability is nurtured during
schooling and remains vital throughout one’s working
years. Appropriate interventions in educational and
work settings are essential to foster and improve individ-
uals’ career adaptability. The lack of studies on career
adaptability in a multicultural context highlights the need
for further research in Southeast Asia. Such research can
inform better career counseling, mental health practices,
and policymaking. More studies should examine inter-
group differences such as males and females, first-
generation students and non-first-generation, public and
private schools, and workplaces while assessing cultural
factors related to career adaptability.
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