
 

 

Insight to Impact: The Effect of Protean Career Attitude on 

Employability Perceptions of IT Professionals  

 
P. M. Nimmia , K. A. Zakkariyaa, Reyza Nezrina 

aSchool of Management Studies, CUSAT, India 

 

Abstract 

In the contemporary career-scape, protean career attitude is considered as an innovative 

approach of employees to channel their aspirations independently and to explore their future 

career prospects on their own. The accelerating rate of change in the nature and types of 

work necessitates the development of a protean attitude, which in turn will have an impact 

on the employability perceptions of employees. This study postulates that protean career 

attitude positively influences internal and external dimensions of employability, and this 

influence is mediated by career insight, i.e., greater goal clarity and deeper understanding of 

one's skills and interest. The proposed hypotheses were tested among software engineers 

employed in the Information Technology (IT) industry and the results indicated that protean 

attitude predicted both internal employability and external employability, and career insight 

partially mediates the associations. The study further discusses the importance of employee-

centric work culture to retain protean talents. 
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Introduction 

 Changes in the nature of work and the composition of workforce that comes 

with access to technology and innumerable global opportunities have forced 

organisations to rethink their traditional structure of and approach to employee 

management, thus affecting long term employment relationships (Lin, 2015). In 

response to this change, employees are adopting new forms of career management 

and career progression strategies to improve their chances of achieving career 

success. Among them, the protean career concept (Hall, 1996) has been 

characterised as having a career orientation driven by values as defined by an 

individual and career management approach that is directed according to those 

personal values. Several researchers have shed light on the importance of the 

protean career concept, and its role as a driver of career success (De Vos & Soens, 

2008; Gubler et al., 2014; Hall, 1996) and new insights are coming up in recent 

literature (Cortellazzo et al., 2020; Rodrigues et al., 2019; Sultana & Malik, 2019; 

Redondo et al., 2019 ). A growing interest in this area stems from the fact that a 

protean mind set is essential in shaping perceptions and building confidence of 

employees when the job market is highly dynamic and unpredictable. Every 

employee prefers to make use of the vibrant economic environment when ample 

opportunities are available in the labour market and aspire to qualify as a protean 

talent. “Protean talents usually have a strong protean mindset that allows them to 

work with numerous organisations throughout their career in transactional 

relationships, which allows them to remain employable and valuable to current and 

future employers” (Lin, 2015, p.754). A person with a protean career attitude does 

not usually follow an idealised career path that is limited by corporate mandates. 

Hence, due to the flexible and self-directed approach to career progression, such 

individuals can take risk in an uncertain career scenario (Gubler et al., 2014). 

Adopting a protean career has several positive career outcomes such as career 

success (De Vos & Soens, 2008; Gubler et al., 2014), organizational commitment 

(Khan et al., 2016); job search activity (Waters et al., 2014) and employee well-

being (Li, 2018).  

 

Individuals with a protean mind set constantly equip themselves with skills and 

knowledge required to be competitive in the job market, which leads to enhanced 

employability. A flexible and adaptable attitude on career could enhance one’s 

perception of gaining employment, remaining employable and to switch work 

places if needed. Perceived employability, which is a subjective evaluation of 

employability - is defined as “how easy (or difficult) people believe it would be for 

them to get a new employment” (Berntson, 2008, p.11). Assessing perceptions is 
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important as perceptions, rather than reality, triggers cognitions, behaviour, and 

psychological functioning (Vanhercke et al., 2014). Previous studies have identified 

some mediators linking protean attitude and perceived employability such as career 

self-management (De Vos & Soens, 2008) and learning goal orientation (Lin, 2015). 

Along with career management behaviours, development of career insight is vital in 

making suitable career choices (De Vos & Soens, 2008; Eby et al., 2003). 

 

Although perceived employability is a construct that has two dimensions, 

internal and external (Rothwell & Arnold, 2007), most of the previous studies on 

perceived employability and its relationship with various outcomes have considered 

perceived employability as a single construct. According to the Rothwell and 

Arnold (2007), internal employability is the perceived value of the occupation with 

the current employer or within the labour market whereas external employability 

reflects the perceived value of employment in the external labour market. Several 

factors differently influence internal and external employability. Training and job 

experience influenced internal employability rather than external employability 

(Groot & De Brink, 2000), while interpersonal relationship and higher educational 

qualifications impacted external rather than internal employability (Mincer, 1991). 

Hence, to have a complete understanding of employability, further studies need to 

be undertaken that focuses on analysing the impact of these two dimensions of 

employability. 

 

To the best of the researchers’ knowledge, no empirical study has been 

conducted to explore the development of protean career attitude and its impact on 

both internal and external employability along with the mediating effect of career 

insight, even though these concepts are of focal interest to the emerging IT economy 

like India.  Therefore, the present study is undertaken to understand the relationship 

between protean career attitude and internal/external employability. Additionally, 

this study seeks to explain whether career insight mediates the relationship between 

protean career attitude and perceived employability (internal and external). Last, the 

study focusses on understanding whether career insight has a specific role in 

augmenting the external employability of employees when compared to their 

internal employability perceptions.  

  

Literature Review and Hypothesis Development  

Protean Career Attitde and Perceived Employability 

Originally conceptualised by Hall (1996), protean career attitude is a positive 

psychological factor used by protean talents in their pursuit of psychological career 

https://www.tandfonline.com/doi/full/10.1080/03075079.2017.1294152?casa_token=wpMb_xlrE1gAAAAA:0-aoqAwk7wLldmu70vn92-gYvUwAh9-D1THSct4O0oJ_9GtMF9C1p6r7MvPnzkfzu4l2hC4KrZkrGg
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success. Protean career attitude is based on an individual’s attitude toward career 

management (Briscoe & Hall, 2006; Hall, 2002) and is charecterised by two 

dimensions, value-driven career orientation and self-directed career management. 

Individuals with a protean mindset tend to use their personal values to navigate 

through their career, rather than aligning to organisational values and they are self-

directed in managing their vocational behaviour (Hall, 2004). A protean talent is 

characterised by individuals who are comfortable with forming an active career-

oriented relationship across organisational boundaries  otherwise known as 

psychological mobility (Briscoe & Hall, 2006) and also prefer a career that calls for 

actual movement between jobs i.e., physical mobility (Briscoe et al., 2006). 

Empirical studies proved that protean career attitude is positively associated with 

many work-related outcomes like career growth, career success, and job 

improvement (Kiong & Yin-Fah, 2016; Volmer & Spurk, 2011; Waters et al., 

2014 ). Protean attitude can be explained as the ‘demand’ part of Job Demands – 

Resource model (Bakker & Demerouti, 2007) that has been developed to cope with  

work requirements, which in turn motivate employees to gain more resources 

through self-development or external resources. 

 

In a period of extreme vulnerability to changes in the world of work, 

individual’s perception of being employable becomes essential, as the perception of 

a situation can affect their behaviour, reactions, and thoughts positively or 

negatively. Perceived employability (PE) is an individual’s perception of his/her 

possibilities of getting new, equal or better employment (Berntson, 2008). PE is 

considered as an employee asset or resource, which enables him/her to face the 

labour market opportunities with more confidence as well as promotes a feeling of 

well-being and control of one’s career (De Cuyper et al., 2011). Perceived 

Employability is considered as an important factor in line with the Job Demands-

Resource model (JD-R) (De Cuyper et al., 2011) and Conservation of Resource 

theory (COR) (Kirves, 2014). Employability perceptions focus on an individual’s 

self-assessment of his/her competency, which is derived from their behavioural 

competencies skills, knowledge of the labour market, and adaptability (Ngo et al., 

2017. Studies indicate that enhanced perceptions of employability could lead to 

improved job outcomes like improved ability to adapt to changing work 

environment, job search behaviours, subjective well-being, and health (Berntson, 

2008; Chen & Lim, 2012). The components of perceived employability in a work 

setting, i.e., internal and external employability denote two different aspects. 

External employability denotes the ability and willingness to move to a similar or 

another job in another firm, while internal employability refers to a worker’s 
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willingness to remain employed with the current employer (Juhdi et al., 2010). The 

professional attachment of an employee depends on the extent to which his/her 

profession is valued in an internal job setting or external labour market. Research 

showed that protean attitude influences protean talents to move across 

organisational boundaries to follow their self-driven career (Hall, 1996; Hall & 

Moss, 1998; Lin, 2015) and specifically protean talents with a higher degree of 

protean attitude have greater external employability than internal employability 

(Lin, 2015). 

 

In line with COR theory and JD-R model, individuals with a higher protean 

career attitude tend to be self-motivated to develop resources that enhance their job 

market opportunities, which in turn positively influence their employability 

perceptions. Protean career attitude and its consequences could be explained from 

the perspective of JD-R model (Bakker & Demerouti, 2007). According to the JD-R 

model, any work setting consists of job demands and job resources. Protean 

orientation acts as a job demand in work setting that requires employees to make 

efforts to accomplish those resources (Li, 2018). These resources are gained in line 

with the internal compass of the individuals (i.e. their career goal). Driven by the 

protean demand, appropriate career planning is devised, which helps in the 

development of many resources (Li, 2018). This vigilant career planning develops 

their social, human and psychological resources (Li, 2018) and creates a ‘resource 

caravan’ (Kirves, 2014), thereby enhancing a major resource - the ‘perception’ of 

their employability. Perceived employability is regarded as a personal resource, 

according to the COR theory (Kirves, 2014). The employability perceptions could 

be internal or external, depending on the career goal and market opportunities as 

perceived by the employee. In a highly dynamic industry like the Indian IT industry 

it really arouses the curiosity of authors to see whether employees with protean 

career attitude predict external employability or internal employability. Based on 

the literature review, we put forward the following hypotheses:  

 

H1: Protean attitude positively impacts internal employability.  

H2: Protean attitude positively impacts external employability. 

 

The Mediating Role of Career Insight 

Career self-management (CSM) behaviour exerts predominant influence on 

employee’s career development. Of the two types of career management 

behaviours, reflective and behavioural, career insight constitutes the reflective 
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component. Major career outcomes such as perceived employability and career 

satisfaction are predicted by the reflective component of CSM (Paradnike et al., 

2016). Career self-management acts like an internal compass guiding individuals’ 

career orientation (protean career) and employability perceptions that enable them 

to be capable of adapting to new opportunities and unexpected developments.  

 

Career insight (CI) can be projected as an employee’s realistic perception of 

themselves in the work enviornment (London, 1993) i.e. realism and clarity with 

which individual pursue his/her goal. From a motivation viewpoint, career insight 

could be explained as the factor that provides direction for motivation, i.e. the 

energising or arousal component that encourages his/ her involvement in career 

planning and decisions (Noe et al., 1990). Career insight strengthens the 

employability orientations of individual because it enhances knowledge of one’s 

strength and weaknesses and establishes a clear and realistic career goal, by which 

they can assess their employability and future plans (Clarke, 2008). Career insight, 

which stems from career motivation theory (London, 1993) is the clear and realistic 

knowledge about career goals and it could influence the employment preference of 

workers within the organisation or outside the organisation. Individuals high on 

career insight usually align their goals in line with the opportunities available in the 

market (Eby et al., 2003). As protean attitudes reflect a value driven and self-

directed career orientation justified by internal motivation, they are bound to have a 

stronger sense of career insight characterised by individual career self-management 

that guides them to make meaningful career decisions (De Vos & Soens, 2008) and 

ultimately achieve career success. Another reason why the relationship between 

protean career attitude and perceived employability should be visible through career 

insight is because career identity resources (individual’s realistic understanding of 

self) will augment the self-directed and value-driven career orientation to enhance 

his/her employability perceptions in the labour market. 

 

The impact of career insight on employability perceptions has been theoretically 

and empirically discussed and supported (Eby et al., 2003; De Vos & Soens, 2008). 

However, empirical findings on the role of career insight as a mediator in the 

relationship between protean career and employability have not been explored so 

far. Only two studies have been conducted on the probable interaction effect of 

career insight and protean attitude. Eby et al. (2003) investigated possible 

interaction effect of protean career attitude and career insight on career success 

among 458 alumni from South Eastern University. The study does not single out the 

effect of career insight as the construct was studied in combination with other 
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variables like proactive personality and openness to experience. Yet another work 

that discusses the constructs under study is an empirical analysis by De Vos and 

Soens (2008). In their paper, the authors studied the mediating effect of career 

insight in the relationship between protean attitude and career success and found 

that career insight fully mediated the relationship. Thus so far, no studies have 

analysed the differentiating effect of career insight on internal and external 

employability separately. 

 

Accordingly, we hypothesise, 

 

H3: Career insight mediates the relationship between protean attitude and 

 perceived external employability. 

H4: Career insight mediates the relationship between protean attitude and 

 perceived internal employability. 

 

Based on the above hypotheses, the conceptual model in Figure 1 is framed, 

with constructs perceived internal employability (IE), external employability (EE), 

career insight (CI) and protean career attitude (PCA), which is tested in the 

succeeding sections. 

 

 

Figure 1: Conceptual Model 
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Measures 

The variables presented in Figure 1 were operationalised in the study in the 

following manner. 

 

Protean career attitude. This was measured with a 14-item scale developed by 

Briscoe et al. (2006). The scale contained two dimensions: self-directed career 

orientation with eight items and values-driven career management with six items. A 

sample item in the dimension of self-directed career management was “when 

development opportunities have not been offered by my company, I have sought 

them out on my own.” A sample item in the dimension of values-driven career 

attitude management was “I navigate my own career, based on my personal 

priorities, as opposed to my employer’s priorities.” All items were rated on a five-

point Likert scale (1=strongly disagree, 5=strongly agree). The reliability of the 

scale has been checked using Cronbach’s α in the sample collected and found to be 

reliable as the value was 0.77. 

 

Career insight. Career insight was measured with seven items that were adapted 

from the Career Insight Scale developed by London (1993). Using a 5-point Likert 

scale, respondents indicated the degree to which they had a better insight into their 

own career aspirations, skills and personality (e.g. ‘‘I have obtained a better insight 

into what I find important in my career”). The reliability of the instrument has been 

checked using Cronbach’s α in the sample collected, and the value found to be 0.81 

which indicates the instrument was reliable. 

 

Perceived employability (perceived internal employability and perceived external 

employability). This study used the Rothwell and Arnold (2007) self-perceived 

employability scale to assess employability. The first dimension was the perceived 

value of occupation in the current organisation (internal employability) with four 

items. A sample item was “even if there was downsizing in this organisation, I am 

confident that I would be retained.” The other dimension was the perceived value of 

occupation outside the current organisation (external employability) with six items. 

A sample item was “I could easily get a similar job to mine in almost any 

organisation.” This scale employed a five-point Likert scale (1=strongly disagree, 

5=strongly agree). The reliability of the instrument has been checked using 

Cronbach’s α in the sample collected, and the value found to be 0.76 for external 

employability and 0.70 for internal employability, which shows, the instrument was 

reliable. 
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Methods 

The Research Site: Characterising Protean Careers in The Indian IT Industry 

Context 

  Careers among the IT work force are more diverse than it is in other sectors. 

Employees working in such a work environment are required to develop an 

individual identity which will aid them to move through the job market when and 

where necessary. In this context, developing a protean attitude will help employees 

who are working in a dynamic industry like the IT industry, to make career choices 

that lead to subjective career success (De Vos & Soens, 2008). Studies in the IT 

sector from the skills transferability perspective has revealed that IT professionals 

have accumulated enough human capital in their profession to enable them to 

transfer skills to other organisations within the profession (Mithas & Krishnan, 

2008). The IT industry has the peculiarity that the organisations provide an 

opportunity for employees to explore multiple occupations within an organisation as 

part of job structure (Ortega, 2001). The Indian IT sector experiences rapid changes 

and innovations which provides scope for a protean employee to explore the 

innumerable opportunities available to them on their own (Gulyani & Bhatnagar, 

2017). Joseph et al. (2012) have found that organisational mobility is the highest for 

the IT industry. The study also reveals that career mobility of IT professions has 

helped employees to leverage their general human capital to augment themselves to 

‘key managerial positions’. In spite of the vast changes occurring in the field, very 

few studies have come up looking into changing career attitude of employees 

(Gulyani & Bhatnagar, 2017; Soumyaja et al., 2018) and its impact on life and 

career outcomes. 

 

The IT industry of India is a particularly good context to study this 

phenomenon. The sector has been a significant contributor to the economic growth 

in India, and has emerged as the largest private- sector employer (Upadhyay et al., 

2016).  Global competition, high reliance on IT-enabled services and the availability 

of a large pool of human resources have increased the sheen of IT industry in India. 

Software and services industry’s revenue reached USD 150 Billion by 2018, by 

making IT Industry the largest export sector for the country (24% of total exports). 

Around 100,000 new jobs are created every year, wherein the platform players and 

IT industry in total creates three to four times direct impact on employment. The 

industry is set to grow by 7-9% from exports revenue and 10-12% from domestic 

revenue. The trend for the coming years is proposed as ‘cautiously positive’. The 

other side of this story is that the industry is spiked with high annual employee 

turnover rates, thereby talent management and employee retentions have become a 
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major challenge for the industry (Naim & Lenka, 2017) resulting in high talent 

mobility burdening the HR with the serious challenge of curtailing the high turnover 

rate. One of the major reasons for this high turnover is better career opportunities 

and benefits elsewhere (Klynveld Peat Marwick Goerdeler [KPMG], 2017). The 

average voluntary attrition for IT (14.5%) and ITES (IT Enabled Services) (15.4%) 

is higher than the overall national average (13.4%) (KPMG, 2017). 

 

Participants and Procedure 

The conceptual model is empirically tested on a sample of software engineers 

employed in the Indian IT industry in Kochi, India. The relationship between above 

mentioned variables could be best captured when the population is homogenous 

with respect to industry, profession and educational background because different 

industries may have different job demands and requirements making assessments of 

protean career attitudes and employability perception difficult to interpret. Software 

employees within the private IT sector forms a more homogenous group in terms of 

educational background and job specifications and the opportunities available are 

similar across various levels of employment. 

   

Software engineers, with minimum one year of experience were considered for 

the study. The survey research design has been used to explore the constructs under 

study. Data collection was done on both online and offline modes during the period 

of February-April 2018. From the completed questionnaires, only 201 were usable. 

The age group of respondents ranged from 22 to 48 years; the average age being 28 

years. Most of the employees have 1-5 years of experience (75%). 50.7% of 

respondents were single and he 63% of the respondents were graduates while 34% 

were postgraduates. More than half of the respondents were males (52.7%). 

 

Data Analysis  

The initial screening was done using IBM SPSS 23. Further analysis was 

conducted with WARP PLS v.6.0 statistical software.  Mediation analysis was done 

using Baron and Kenny approach (1986). The three-step model for mediation was 

found to be highly reliable in the management literature (Suliman, 2002) and this 

model is used in the study to examine the mediation hypothesis. 

 

Initial screening of the data was done using the mean, standard deviation and 

the correlations table. From the descriptive statistics Table 1 it is evident that the 

variables under study are moderately correlated. Most of statistical analyses are 
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done on the presumption of normality of data. Normality of data is assessed by 

analysing the kurtosis and skewness of the variables which is presented in Table 1. 

 

Table 1: Descriptive Statistics 

Variable IE EE CI PCA Mean S.D Kurtosis Skewness 

IE 1    3.59 1.07 1.88 0.98 

EE 0.50* 1   3.56 0.69 0.26 -0.63 

CI 0.50* 0.72* 1  3.78 0.75 -0.67 -0.45 

PCA 0.43* 0.58* 0.61* 1 3.54 0.78 1.15 0.76 

Notes:  1. * denotes p < .01 (2-tailed) 

 2. IE: Internal employability; EE: External employability; CI: Career insight; PCA: Protean  

  career attitude 

 

The fit of the proposed model depicted in Figure 1 with the data was tested 

using variance based structural equation modelling (Partial Least Squares analysis) 

with WARP PLS v.6.0 statistical software (Kock, 2012). Constructs in each model 

were represented by latent factors, which are indicated by its constituent scale items, 

with estimated structural relations specified among constructs consistent with the 

proposed models. 

 

Measurement Model Analysis 

Table 2 summarises the results of the measurement model. Composite 

Reliability (CR), and the variance extracted were used to assess convergent validity 

(Fornell & Larcker, 1981). In this study, the CR ranging from 0.764 to 0.905 

exceeded the recommended level of 0.7 (Gefen et al., 2000). The Average Variance 

Extracted (AVE) were in the range of 0.498 to 0.827, meeting the recommended 

level of 0.5 (Hair et al., 2010). Next, the discriminant validity was examined by 

comparing the correlation between constructs and the square root of the variance 

extracted for a construct (Fornell & Larcker, 1981) and results of discriminant 

validity for this study shows that it is achieved because the square root of AVE for 

each latent variable exceeded the inter-construct correlation. Furthermore, results of 

the Variance Inflation Factor (VIF) (see Table 2) were in the range of 1.585 to 

2.547, below the recommended level of 5 (Hair et al., 2010). The findings of the 

measurement model indicate that the variables used in this paper are reliable. 

 

In addition, potential multicollinearity was checked using the Full Collinearity 

Variance Inflation Factor (AFVIF), and values lower than 3.30 indicates no issues 

with multicollinearity (Kock, 2012).  
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Table 2: Measurement Model Statistics 

Construct Type 

No. of 

items CR  AVE VIF 

Internal 

employability Reflective 4 0.76 0.49 2.31 

External 

employability Reflective 6 0.83 0.51 2.54 

Protean career 

attitude Reflective 14 0.90 0.82 1.58 

Career Insight Reflective 7 0.87 0.50 2.11 

 

 

 Considering potential interaction due to common method bias as the data is 

collected from a single source, Harman’s single-factor test (Podsakoff et al., 2003) 

was conducted to inspect whether a general factor emerged and accounted for the 

majority of covariance among the measures. Results revealed only 30.19 % of 

variance for a single factor and thus confirm the absence of common method bias 

reporting. Adequacy of the hypothesised model was established using an overall 

Goodness‐of‐Fit (GoF) index given by the square root of the product of the AVE 

and average R2 for the model, with values of 0.100, 0.250, and 0.360 corresponding 

to small, medium, and large effect sizes, respectively (Tenenhaus et al., 2005). The 

fit indices are discussed in detail in Table 3. All the fit indices are below the 

threshold limit. 

 

Table 3: Fit Indices 

Fit Index Value Threshold limit 

Average path coefficient 

(APC) 
0.43 (p < 0.001) p <0 .001 

Average R-squared (ARS) 0.45 (p < 0.001) p < 0.001 

Average adjusted R-

squared (AARS) 
0.45 (p < 0.001) p < 0.001 

Average block VIF (AVIF) 1.52 acceptable if ≤ 5, ideally ≤ 3.3 

Average full collinearity 

VIF (AFVIF) 2.14 acceptable if ≤ 5, ideally ≤ 3.3 

Tenenhaus GoF (GoF) 0.49 0.1 ≤ small ≤ 0.25 ≤ medium ≤ 0.36 ≤ large 

Sympson's paradox ratio 

(SPR) 1 acceptable if  ≥ 0.7, ideally = 1 
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Fit Index Value Threshold limit 

R-squared contribution 

ratio (RSCR) 

1 acceptable if  ≥ 0.9, ideally = 1 

Nonlinear bivariate 

causality direction ratio 

(NLBCDR) 

1 acceptable if  ≥ 0.7 

Statistical suppression ratio 

(SSR) 1 acceptable if  ≥ 0.7 

 

 

Structural Model Analysis 

 The structural model represents the relationship between latent variables that 

were hypothesised in the research model. The coefficient of determination (R2), 

predictive relevance (Q2), effect size (ƒ2) and path coefficient (β) are four criteria 

used to assess structural model in this study. The results of this study found that 

predictor variables seem to have a moderate influence on the endogenous 

constructs. Chin and Newsted (1999) recommended R2 values for endogenous latent 

variables based on: 0.67 (substantial), 0.33 (moderate), 0.19 (weak). Acceptable 

predictive validity in connection with an endogenous latent variable is analysed by 

looking into the Q-squared coefficient greater than zero. Table 4 presents the results 

for R2 and Q2 coefficients. 

 

Table 4: R2 and Q2 Coefficients 

Endogenous 

construct 

Career 

Insight 

(CI) 

Internal 

employability 

(IE) 

External 

employability 

(EE) 

Q-squared 0.33 0.47 0.54 

R-squared 0.34 0.48 0.54 

 

 

Mediation Analysis 

The results reported in Tables 5 and 6 indicate that Hypotheses 1 and 2 are 

supported. Baron and Kenny (1986) approach is used for testing the mediation 

effect of career insight in the relationships between protean career attitude and 

perceived internal and external employability. Baron and Kenny (1986) and Judd 

and Kenny (1981) discussed four steps in establishing mediation relationship: In 

general, variable M is considered a mediator when several criteria are met. X 

(independent variable) significantly predicts Y (dependent variable), X significantly 
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predicts M (Mediator), M significantly predicts Y controlling for X, and the effect 

of X on Y originally observed decreases substantially when M is considered 

simultaneously. Tables 5 and 6 show the path coefficients for the mediation analysis 

which are obtained by running two separate models, one with mediator and one 

without mediator. 

 

Table 5: Mediation Analysis- PCA-CI-EE 

Path Path Coefficient R2 p 

PCA →  EE 0.53 0.28 p < 0.01 

PCA → CI 0.58 0.34 p < 0.01 

CI → EE 0.62 0.52 p < 0.01 

PCA → EE  

(CI controlled) 
0.17 0.54 p < 0.01 

 

Table 6: Mediation Analysis- PCA-CI-IE 

Path Path Coefficient R2 p 

PCA→ IE 0.59 0.35 p < 0.01 

PCA→CI 0.58 0.34 p < 0.01 

CI→ IE 0.44 0.41 p < 0.01 

PCA→IE 

(CI controlled) 
0.33 0.48 p < 0.01 

 

As hypothesised (Hypotheses 1 and 2), the protean attitude was positively 

related to internal and external employability. Hypotheses 3 and 4 proposes the 

mediating role of career insight. Warp PLS was used to test the significance of a 

mediating effect of a variable M, which is hypothesised to mediate the relationship 

between two other variables X and Y, by using Baron and Kenny’s (1986) criteria. 

In order to do the mediation analysis, two models were built. The first model was 

drawn with two variables X (Protean career attitude) pointing at Y (Perceived 

external employability), and another model with Perceived internal employability as 

dependent variable (Y), without mediation variable (M) being included in the 

model. The second model was drawn with the mediating variable, Career Insight 

(Figure 2).The results of the mediation analysis is presented in Tables 5 and 6. From 

the results it is evident that both the relationship between protean career attitude and 

internal employability and that with external employability are partially mediated by 

career insight.  
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Figure 2: Integrated Model 

 

 

 

 

Discussion 

The protean career attitude is characterised as being flexible and adaptable, and 

this is what motivates people in their career and career objectives in today’s 

working environment, where careers have become highly individual specific. In 

analysing the impact of protean career attitude on employability the most important 

finding from the current study revealed that protean career attitude was a significant 

predictor of perceived internal and external employability. It is empirically proven 

that protean career attitude influences both internal and external employability. 

Evidence from the results show that the influence is stronger for internal 

employability (β = 0.33, p < 0.01) rather than external employability (β = 0.18, p < 

0.01). This result is consistent with prior empirical investigations (Lin, 2015; 

Cortellazzo et al., 2020). 

 

The other notable result from the current study revealed that career insight 

partially mediated the link between protean career attitude and perceived internal 

employability; protean attitude and perceived external employability. The mediation 

analysis helps us understand the role of career insight in the relationship between 

protean career attitude and employability. It has become more common these days 

for individuals to pursue personally satisfying and fulfilling careers (protean 

attitude). Hence, they approach career success from a perspective of psychological 
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satisfaction. Such individuals with a protean career attitude perceive a greater sense 

of employability because they have a better understanding of their strengths, skills, 

and interest (career insight), thereby becoming effective in their career management 

strategies. 

                            

Conclusion  

 In conclusion, the current study examined the association between protean 

career orientation and positive career outcome of employability and the intervening 

role of career insight in a sample of IT employees. The study findings support the 

prominence of new career orientation – protean career orientation – among 

knowledge workers and its predictive power on their internal and external 

employability. Theoretically, the study strengthens the significance of Job Demands 

– Resources theory in explaining the current career patterns and its implications on 

job outcomes. This paper adds empirical evidence for the presumed relevance of the 

protean career concept when the job market is very vibrant with opportunities. The 

study strengthens the notion that protean career attitude and employability 

perceptions (internal and external) are related (Lin, 2015). This research supports 

the importance of having a protean career attitude to define career fulfilment and 

ultimately, success. When individuals stay true to their core values and pursue 

careers in line with those values, they are bound to achieve greater psychological 

satisfaction and fulfilment enhancing their perception of employability. 

 

Mediation analysis emphasizes the prominence of career insight in managing 

individual’s career (De Vos & Soens, 2008; Sultana & Malik, 2019). The results of 

the mediation analysis revealed that career insight partially mediated the 

relationship between protean attitude and external and internal employability. These 

results seem to propose that career insight serves as the main buffer to influence the 

perceived internal employability of external employability. 

 

Another notable outcome from the empirical analysis is that protean talents 

have a stronger internal employability than external employability. The results are 

in contrary to the general belief that protean talents have greater external 

employability than internal employability (Lin, 2015; Hall, 1996). This contrasting 

result might imply that study participants were receiving developmental support 

from their organisation. The employee engagement programmes, human resource 

development programmes provided by organisations or the employability culture 

prevalent in organisations could have enhanced employees’ internal employability 

(Eby et al., 2003; Polanska, 2016). An organisation with strong employability 
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culture has a huge influence on the employability orientations of employees by 

encouraging their personal growth (Nauta, et al., 2009) and employability (Van 

Dam, 2004). According to Lips-Wiersma and Hall's (2007), in modern careers, 

organisational and individual career management act mutually and the responsibility 

for career advancement is shared between the employer and the employee. Career 

self-management needs guidance and encouragement of the management. 

Contemporary knowledge workers who are encouraged to develop an active career 

seem to align their employability perception in line with the current organisations. 

These findings provide greater insight for today’s organisations, to develop a sound 

employability culture and work infrastructure needed to enhance existing skills of 

employees as well as provide for marketable skills that could nurture the 

employability perceptions of employees. 

 

Considering individual (employee) level outcome of developing protean 

attitude, it is an innovative way of enhancing one’s employability perceptions in a 

highly complex job market.  Individuals with high protean career attitude feel they 

are responsible for their career opportunities and are self-directed. These protean 

talents perform without any regular supervision and are adaptive to the changing 

work environment (Gulyani & Bhatnagar, 2017).  Thus, by using an appropriate 

strategy, the firms can influence a protean talent’s perceived internal employability, 

which may retain them in the current organization. Employees with high protean 

attitude need to be given more flexibility and autonomy in their work which makes 

them more productive (Sullivan & Baruch, 2009). Once protean talents try to move 

out in search of opportunities in line with their expectations, it will become a loss 

for the organisation.  Organisations can facilitate career self-management behaviour 

by adopting a comprehensive bundle of human resource development practices 

(Polanska, 2016) like employee engagement programmes, human resource 

development programmes, and nurturing an employability culture within the 

organisation. 

 

Limitations and Scope for Further Research 

Our study addressed the concept of protean career attitude in a very specific 

sample of IT industry; the result supported the fact that such an attitude is beneficial 

for individuals in current career landscape that they could make use of opportunities 

available in the job market (Vos & Soens, 2008). The study has some limitations in 

its approach, and most can be converted into further scope for research. The data 

used were cross-sectional. The data was collected during the time period of 

February 2018, and the labour market conditions prevalent during the period would 
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have affected the results. Further research could enrich this area by carrying out 

similar study during a period of recession or when the job market is not that 

promising. There is also scope for conducting a longitudinal study in the same 

industry or across different industries to further cement the observations and unravel 

the relationship between the variables under study. An interesting venue for future 

research is to include objective career outcomes of this protean attitude; i.e., to see 

whether this perception on external employability leads to employer switching. Yet 

another scope is to look into probable interaction effect of career management 

practices along with career management behaviours on protean attitude and whether 

that could lead to enhanced internal or external employability. 
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