 Introduction
Today, most employees investigate and acquire the necessary skills and personal development they need for their career plans. Also, the outsourcing movement was the motivator for the development of new forms of modern careers that require gaining another level of skills and competencies (Baker, 2016).
The current volatile business environment allowed the emergence of a more dynamic form of career; it's the protean career, in which the individual has a sense of self-identity and values that drive their career (Cortellazzo et al., 2020).
(Dalton, 1989) mentioned that there is a risk of depending on the pre-built knowledge and a previous achievement to secure the current job; technology and needs are changing so fast, and the ability to learn and adapt makes us ready for the future.
(Clark, 2013) States that the organizational careers has been replaced by another form of career characterized by more flexibility and adaptivity. Also employment relationships are defined in many cases by less loyalty, greater mobility, and less certainty.

The essence of “career” has changed because of “globalization and the advances in technology that have produced a turbulent environmental context (Quigley and Tymon, 2006).

In an increasingly chaotic organizational environment, workers will experience a great range and frequency of transitions during their working lives, and will need to take responsibility for charting and navigating their careers. Since globalization, technological advancement and modern society are suggested to be changing the nature of the occupations and career guidance related to the field in concern, as well as the increased fluctuation of the organizational environment, individuals has been derived to have multiple job transitions along their working live, and taking the responsibility for enhancing their career experience to cope with the changes (Savickas, 2001).
It also needs to be able to explain how employees manage their careers strategically, how they can be adaptive and flexible throughout the career, and how they can most effectively negotiate the boundaries between work and nonwork (King, 2004).

Definition of key terms
Protean career
Protean career has been defined by (Hall, 2002)  as a process in which the person, not the organization, manages the career. It is also defined by (Baker, 2016) as where the employee takes most of the responsibility for his vocational choices and opportunities.
Career meta-competencies
Career meta-competencies is defined by (Hall, 1996) as a set of skills required to prepare an individual for learning how to learn. Also (Weinert, 1999) defines it as the ability to judge the availability, application, and learnability of other personal competencies.
Self-efficacy
(Armstrong, 2014) defines self-efficacy as the belief in self ability to accomplish goals. Also defined by (Lent et al., 1994) as the perceived level of confidence in one’s ability to perform various activities related to career planning and development.
Identity awareness
Self-awareness is defined by (Hall & Moss, 1998) as the ability to imagine an accurate perception of one's self, the characteristics, interests, and basic values that individual follows in his decisions and actions. It allows for choices of the career in relevance to plain values and objectives.
Adaptability
Adaptability refers to a set of psychosocial resources that enable the individuals to cope and prepare for career transitions and manage job related issues. They may rely upon it in times of uncertainty and career changes to proactively plan their career, develop needed skills, engage in career exploration behaviors, or mobilize social capital when needed (Parmentier et al., 2019)
Proactive career behaviors
Proactive career is defined by (Fay & Frese, 2001) as the development's made by individual to achieve his goals and keep on finding new ways for solving problems.
Perceived employability
(De Cuyper et al., 2012) Perceived employability is defined as the individual's perceptions about the possibility of acquiring new employment. It also refers to the ability to fulfill a variety of functions in the job market and all factors that influence the future positioning of the individual in a given segment of the labor market (Forrier & Sels, 2003).

Problem statement and research question
The research problem is the initial statement about the concerns determined in the literature that require investigation of the theoretical or practical aspects. R
The research problem has been addressed over the theoretical and contextual aspects as follows:
· 
Research Objectives 
The current research aims to:
1- Assess the relationship between career meta-competencies (self-efficacy, identity awareness, adaptability) with protean career orientation.
2- Analyze the effect of protean career orientation on proactive career behaviors.
3- Examine the effect of protean career orientation on perceived employability.
Research Significance
This study provides various contributions over the academic and 
practical aspects as follows:
Academic Significance
Contribute in clarifying the protean career concept as a modern career development pattern characterized by mobility and independence from the organizational driven careers. Also, this study exploring the literature in the relationship between career meta-competencies and proactive behaviors required to gain better employability. 
Few empirical studies had been presented in the protean career and it's relation with other factors, so this study provides examination to employability as a related career outcome associated with protean career. As some authors points to the benefits of protean career on self-directed young workforce (Grady, 2010; Newman, 2011; Johnson, 2016), the study tries to clarifies the factors participating in achieving career success through perceived employability for people pursuing protean career attitude. In  study by (De Vos & Soens, 2008) presented important recommendation for further research that treats proactive career self-management as a key behavioral aspect of protean careers.
The current study addresses calls for future research by examining the antecedents and outcomes of protean career orientation, with particular attention to its mediating role. By extending research on personality traits, this study contributes to understanding the mechanisms underlying protean career orientation. (Wiernik & Kostal, 2019).

[bookmark: OLE_LINK121][bookmark: OLE_LINK122][bookmark: OLE_LINK125]Practical Significance
The research provides a framework for the characteristics of people who pursue the protean approach. This may provide a potential benefit of career management along the organizational and individual level. The study investigates the required meta-competencies skills critical to qualify the individual to be protean and in turn increase his employability.
Moreover, the research inform the career guidance practitioners and career counselors to identify which career meta-competencies may strongly predict protean orientation and employability which can help developing career initiatives to effectively target talents (Hall et al., 2019).
For human resource specialists, the findings of this study may support the awareness to a change is happening to the career management practices. Also, employing individuals who can proactively self-direct their careers positively has two potential results on the organizations. First, it may reduce the resources dedicated for career development by organizations. Second, organizations will have to offer opportunities for development in order to retain high skilled employees with protean mindset. So current study tries to illustrate this context to help organizations act upon it.

Chapter Two: Literature Review
Introduction
The following section includes a review of the literature addressing the protean career with other variables. Starting with career meta-competencies and the related proposed dimensions (Self-efficacy, identity awareness, and adaptability). Then, a wide view of proactive career behaviors and perceived employability followed by detailing each variable relationship. Finally, the study hypotheses and research framework will be presented.
Protean Career
Definitions
(Hall, 2002) define the protean career as a process in which the person, not the organization, manages the career.
The protean career is described as where the individual reforms knowledge, skills, and abilities to adapt to a changing work context, seeks to maintain employability, and values flexibility, continuous learning, and intrinsic rewards (Sullivan and Baruch 2009, p. 1544).
Moreover, it's defined by where the employee takes most of the responsibility for his vocational choices and opportunities (Baker, 2016). Lastly, a protean career is a career that frequently changes based on changes in the person’s interests, abilities, and values in the work environment (Noe et al., 2016).
Review
[bookmark: OLE_LINK35][bookmark: OLE_LINK36][bookmark: OLE_LINK37](Hall, 1994) explains the act of proactively managing the career by the individual independently and not waiting for the organization to do this role, as the protean career attitude. Also, it involves autonomy and self-development. Many studies addressed the protean career concept under different views. (Arthur & Rousseau, 2001) Suggests that the concept of a protean career assumes that to adapt and survive in a changing world, the individual needs to be self-driven.
[bookmark: OLE_LINK23][bookmark: OLE_LINK33][bookmark: OLE_LINK34]It is important for individuals to be able to adapt to the changes, be flexible, and take responsibility for their careers. (Greenhaus & Callanan, 2006).
However, (Wadhwa, 2017) stated that the protean career is a concept that includes the characteristics of the fast personal and environmental changes in the 21st century. Furthermore, the protean concept involves a constantly evolving and adapting career path that is directed toward psychological satisfaction through work (Ng et al., 2018).
[bookmark: OLE_LINK38][bookmark: OLE_LINK39][bookmark: OLE_LINK40]Protean career is characterized by personal responsibility, continuous and self-directed development, and an emphasis on psychological success (Stewart & Brown, 2011). (Gubler et al., 2013) suggests that the protean career focuses on motivation to follow a career goal.
It is achieved when individuals control their careers and define goals to fit their life (Mathis & Jackson, 2011). Also, (Hall & Mirvis, 1995) suggests that the protean career is unique to each person and forms a "career fingerprint"
Individuals with protean career orientation may acquire employability within a challenging economic and organizational situation (Fugate et al., 2004). A protean career is featured by the sense of the continuous learning of the individual toward the achievement of his personal objectives (Hall, 2004).
The protean career is directed by the person based on individually defined goals, encompassing the whole life space and being driven by psychological success rather than objective measures of success such as pay, rank, or power (Briscoe & Hall, 2006).
The protean career includes all the person's varied experiences gained through education, training, work in several organizations, changes in occupations, not what happens to the person in any one organization. The main motivator for the individual to learn is the fact that the new career contract is not with the organization, but with oneself and one’s work. 
[bookmark: OLE_LINK11][bookmark: OLE_LINK12][bookmark: OLE_LINK13]The person's career choices, search for self-satisfaction, continuous learning and adaptability are the basic requirements in his life, for achieving protean career (Hall, 2002 ; Greenhaus & Callanan, 2006). Individuals with the protean career keep on continuous learning and anticipate work challenges to serve their career path (Briscoe & Hall, 2006).
[bookmark: OLE_LINK97][bookmark: OLE_LINK98]People with a protean career mindset are motivated to explore their needs and values, find organizations that represent these values, and take proactive steps to reach their career goals. Also, protean people see challenges as a chance to explore self-identity and fulfill personal values (Briscoe & Hall, 2006). Protean career is considered a mindset rather than a set of observable behaviors, with career success defined by internal, subjective criteria rather than traditional, objective measures (Holtschlag et al., 2020).
 (Nesdale & Pinter, 2000 ; Wong & Rasdi, 2015) tested self-efficacy as a predictor of competency to protean career and found a significant relationship between them. In the same way, (Verbruggen & Sels, 2008 ; Creed et al., 2011), and they agree with the idea of career meta-competencies are critical for career development. (Gubler et al. 2014) critically review the protean career literature and argue that, there is less attention was given to the original protean meta-competencies compared to the focus on empirical aspects, especially identity awareness and adaptability. They observe that many later studies treated protean career orientation as a stable individual trait, rather than examining the developmental and process-based mechanisms highlighted in Hall’s. The authors therefore call for clearer differentiation between the protean career concept, protean career orientation, and protean career paths.
Many studies propose that people with protean career identity and adaptability can find jobs easily after job loss rather than others without this mindset (De Vos & Soens, 2008; Briscoe et al., 2012; Gowan, 2014). People with protean orientation keep on growing themselves and have autonomy and self-attainment. They are proactive toward developing their career, have the initiative to set clear career goals, plan their career, are involved in career exploration, and place themselves in the required behaviors (Brisco et al, 2006; Li et al., 2019)

Dimensions
(Briscoe & Hall, 2006) identified two dimensions of a protean career. First, a values-driven approach is one in which the individual engages in decisions driven by his personal values. Second, self-directedness in personal career management. These dimensions can be described in detail as follows:
(1) Values-driven: The individual makes career decisions based on his own values and against the organization’s values. The person’s internal values guide him in managing his career and attaining career success. Value-driven individuals support their careers based on their personal values and beliefs. They drive their careers by following their thoughts and career goals (Briscoe & Hall, 2006). The tendency to make career choices and evaluate career success based on personal values and intrinsic motivations, such as freedom and self-growth, rather than external rewards like pay or promotions (De Andrade et al., 2022).
 (2) Self-directed: means the individual adopts an independent role in managing his career and being proactive in terms of performance and learning. He will be responsible for managing his career, proactive and self-standing. This involves taking charge of looking for job opportunities and acquiring skills, and being responsible for the success or drawbacks instead of depending on the organization to design the career structure. Employees who manage their careers gain positive psychological states like better self-efficacy and well-being  (Briscoe & Hall, 2006). Self-directed career management emerges when the individual actively manages his own career development based on personal values (Greenhaus & Callanan, 2006). The preference for being responsible for and in control of one's own career, including adaptability and agency in career management (De Andrade et al., 2022).
Researcher Summary
Based on the previous review, the protean career assumes that the individual manages his career on his own. People with protean attitudes take control of their careers and decisions related to them by believing in their personal values and using them as a guide for career development (Briscoe & Hall, 2006). This method requires certain competencies to be adopted. The protean attitude can be gained over time through a series of different learning sources and activities, not just from a single workplace or over a short period. The individual's main desired outcome is to achieve self-goal or subjective success. Protean attitude can't be adopted without following certain practices, however people with high level of protean attitude can be unique to each other, as everyone shapes his abilities this may result in a distinguishable individual outputs. The researcher will adopt the definition of (Hall, 2002) because it is commonly cited in references addressing protean career.

Antecedents of Protean Career
Research indicates that behavioral competencies, including but not limited to self-awareness and adaptability predict the development of a protean career orientation (Cortellazzo et al., 2020). Individuals with high intrinsic work values and a strong sense of identity are more likely to show protean career orientation (Panari & Tonelli, 2021 ; O'Toole et al., 2023).
Career Meta-Competencies
As proposed by (Hall, 1996), the individual has to develop another level of competencies that focus on career and self-management. Since the modern career will be characterized by continuous learning, the individual must know how to be adaptable and evolve self-knowledge; which are called meta-skills because they are needed to learn how to learn. 
A paper by (Hall, 2003), proposed two career meta-competencies that support the person to be protean, they are identity awareness and adaptability, both will help people get more learning-based experience as well as develop further competencies.  It’s required for the individual to maintain the two meta-conpetencies. The individual must acquire both meta-comeptecies. If the individual is only adaptable and has low self-awareness, he is considered reactive, meaning he changes with situations. In the same way, but with high self-awareness and low adaptability, the individual will avoid taking action. If he has low meta-competency over the two factors, he will have a rigidity state and will perform based on orders.
Definitions
Career competencies are the skills, knowledge and abilities required for making career development, it may be influenced by the individual. Career competencies include three main perspectives. Communicative refers to the ability to communicate effectively to improve career success. Reflective refers to the recognition of one’s career. Behavioral refers to the ability of the individual to proactively shape his career by experimenting with the employment environment (Akkermans et al., 2013). Career competencies provide individuals with exploring job opportunities and help them control their careers, which will improve their perceived employability (Forrier et al., 2015; Fleisher et al., 2014).
(Hall, 1996) defines meta-competencies as a set of skills required to prepare an individual for learning how to learn. Also defined by (Weinert, 1999) as the ability to judge the availability, application, and learnability of other personal competencies.
Competency is defined by (Hall, 2002) as the global characteristics of a person that allow him to be effective in a larger area of work, such as a job role. In the same way, meta-competency is a higher competency that is so powerful that it affects the person's ability to acquire other competencies.
Developing career meta-competencies has become crucial to cope with the unpredictability of today's global work context, both at the emotional and cognitive levels. It is often argued that individuals rely on emotional intelligence (Di Fabio & Kenny, 2014) and career adaptability (Savickas, 2005) to respond to career changes.
(Morris et al., 2013) suggested that there is a dynamic type of competencies that the individual develops and acquires over time; one of them is self-efficacy. It also mentions that self-efficacy is used to measure competencies.
Moreover, (Lackeus, 2014) proposed that self-efficacy as one of the most important entrepreneurial competencies to develop the entrepreneurial mindset.
(Bargsted,2017) considers self-efficacy as a competency that have many outcomes on individual's performance, behavior, and act toward challenges. 
Due to the fast changing and unpredicted conditions in the work context, individuals go through different and numerous career transitions and during their work life. The way that lead them to suppress their capabilities is to cope these situations and make a sustainable career. These capabilities are referred as career meta-competencies (Parmentier et al., 2019).
Adopting the learning approach is considered as a meta-competency, this approach can give a proof on how individuals use it to keep a sustainable career, individuals are considered in learning mode when they keep a growth mindset through the practical learning to enhance the sustainability of their career (Clarke, 2013).
(Anakwe et at., 2000) has described career competencies in three types. First, self-knowledge skills for example (the effective listening and self-awareness) and they mean the reflected skills in according to self-development and career management conducted by the individual. Second, the interpersonal knowledge skills for example (delegation and stress management) which means the skills linked to understanding and interacting with others on a personal level and understanding how others may have add to the individual’s career. Third, environmental knowledge skills which refer to perceiving the individual’s environment to adapt and change accordingly.
(Gubler et al., 2014; Hall, 2004) have proposed that self-awareness and adaptability have a supporting role in a protean career.
(Verbruggen & Sels, 2008; Cortellazzo et al., 2020) suggest that there is a need for exploring more competencies that may explain the variance on protean career.
Career meta-competencies can allow the individual to understand and manage his career effectively (Cortellazzo et al., 2020)
Both identity-awareness and adaptability are requirements needed to achieve a successful protean career and continuous learning (Hirschi et al., 2017; McDonald et al., 2005; Waters et al., 2015)
Summary
According to the review of studies about career meta-competencies, some studies have proposed that individuals’ competencies may contribute to shaping their decisions toward career choices (Defillippi & Arthur, 1994; Agarwala, 2008; Cortellazzo et al., 2020). Career meta-competencies as adderessed by different researchers is explained as the basic skills necessary for learning how to learn to acquire other comperencies (Akkermans et al., 2013 ; Forrier et al., 2015). However, there is a need to explore more about other individual’s competencies and their relation to protean career orientation (Verbruggen & Sels, 2008; Hoover et al., 2010; Bedwell et al., 2014), also how the individual will effectively understand and manage his career.
Dimensions career meta-competencies
Identity Awareness
Definition
Self-awareness is defined by (Hall & Moss, 1998) as the ability to imagine an accurate perception of one's self, the characteristics, interests, and basic values that individual follows in his decisions and actions. It allows for choices of the career in relevance to plain values and objectives.
Add more definitions
Awareness gives a clear image to the individual's personal values and capabilities, to be involved in a suitable position and collect feedback necessary for his career development (Verbruggen & Sels, 2008)
Moreover, awareness gives individuals a feel of security, because they perceive that they are going on their designed path in parallel with their basic values, as well as adapt with situations not in line their values and objectives (Hall & Moss, 1998). 
Some studies have reported that identity awareness helps individuals guide their future career decisions and have a positive effect on proactive career behaviors (Alfermann et al,m 2004; Lu, 2020)
Adaptability
Definition
Career adaptability refers to a set of psychosocial resources that enable the individuals to cope and prepare for career transitions and manage job related issues. They may rely upon it in times of uncertainty and career changes to proactively plan their career, develop needed skills, engage in career exploration behaviors, or mobilize social capital when needed (Parmentier et al., 2019)
A recent study by (Udayar et al., 2018) shows a positive effect of career adaptability on employability as one of the career outcomes.
Career adaptability has been coined as a key resource for sustainable careers as it helps individuals to proactively cope with career-related tasks and foster their career development (Buyken et al., 2015), it serves as an important self-regulatory resource necessary for future-oriented actions.
Adaptability is important in attaining career effectiveness within the changing environment (Creed et al., 2011). Individual must be able and prepared to adapt to do well in contexts characterized by instability (Gubler et al., 2014). Adaptability guides the individual to redirect his path based on external factors, without the need to wait for external help (Hall & Moss, 1998). It is considered a self-developed skill (Inkson, 2006) that shows the ability to change when it is needed or to react to the new demands from the environment (Baruch, 2004).
Career adaptability is a psychological aspect that helps in shaping the adaptive behaviors, it’s considered as one of constructs of career construction model of adaptation (Savickas & Porfeli, 2012). It’s suggested that career adaptability can positively contribute in career outcomes such as career success (Zacher, 2014) and used for understanding career development (Rudolph et al, 2017)
Self-efficacy
Definition
Self-efficacy is the belief that one can perform effectively the behavior required in a given situation (Bandura, 1986).
Self-efficacy is the perceived level of confidence in one’s ability to perform various activities related to career planning and development (Lent et al., 1994)
Defined by (Armstrong, 2014) as a belief in one’s ability to accomplish goals.
Crant (2000) has argued that self-efficacy is associated with proactive behavior, it also affects the extent to which people engage in career self-management Skinner (1996) (King, 2004).
Career self-efficacy can be defined as how the person judges his capability to conduct the development and behaviors related to his selected career (Anderson & Betz, 2001)

Review
[bookmark: OLE_LINK93][bookmark: OLE_LINK94][bookmark: OLE_LINK92][bookmark: OLE_LINK85]As stated by (Bandura, 1997) individuals with better self-efficacy have many advantages when dealing with work life. They are adaptable to the changes, and they are more ready than individuals with lower self-efficacy who perceive the difficulties as personal threats. Self-efficacy is vital for career decision-making (Betz & Hackett, 2006). It's considered a key performance determinant (Greenhaus & Callanan, 2006).

Consequences of Protean Career Orientation
Protean career is associated with several outcomes for individuals, in the following section a review of research that positions the outcomes of protean career orientations. Proactive career behaviors and employability in contemporary careers are the main selected results (Hall, 2004; Briscoe et al., 2006). By fostering self-direction, adaptability, and proactive engagement, protean career orientation helps individuals with the behavioral and psychological readiness required to sustain employability and explore career paths (Fugate et al., 2004; Hirschi, 2012).
Proactive Career Behaviors
Review of the related studies
The unstable organizational and work environment context urges the employees to have more self-orientation to proactively promote their careers (Hall & Mirvis, 1995). The proactive career behaviors concept indicates the individual opts to initiate and be involved in a way that allows him to actively interact with the changes rather than be forced to passively adapt (Fryer & Payne, 1984). (De Vos et al., 2009) finds that networking, counseling, and career planning are all adapting behaviors that ease the transition from school to work and extend to career future.
Proactive individuals have a clear understanding and objective intention to change situations and have a future scope for their career (Bateman & Crant, 1993). They are able to expect the changes and form the current conditions toward a more desired results (Thompson, 2005). Individual proactivity may take different forms, in general they are intended to control the job aspects. This self-disposition behavior aims to boost the skills of the individual and his job outcomes (Seibert et al., 2001). In different studies aimed to know what proactive employees are capable to do, they found them can enhance their career because they aren't constrained by boundaries and tend to change the challenges into development by following many strategies (Thomas et al., 2010 ; Bakker et al, 2012 ; Buil et al., 2019).
(Thompson, 2005) asserts that one of the proactive individuals capabilities is reshaping the workplace environment to achieve the work needs and conduct career improvements in the same time.
(Tims & Bakker, 2010) depict that the practices of proactive employees may generate a positive effect and opportunities for their colleagues. In the same context (Thomas et al., 2010) argue that proactive individuals are considered to add value in the workplace when interacting with frequent tasks because they can maintain productive relationships with the business parties.
Proactive individuals are almost not constrained to the environment factors, they can affect their environment and promote changes to current situations (Bindl & Strauss, 2010 ; Sun & Van, 2015), so it's important to the career outcomes (Seibert et al., 2001 ; Kim et al., 2010).
Proactivity can be generally described as an active facilitation of important personal and/or environmental change. Proactive behaviors reflect the complementary tendencies and actions made by individuals to be able to shape themselves and their life (Bateman & Crant, 1993 ; Grant & Ashford, 2008).
(Seibert et al., 1999) suggest that proactivity may facilitate job performance because proactive individuals select and create situations that enhance the likelihood of high levels of performance. The same conclusion is supported by (Thomas et al., 2010), the study found that there meta-analytical a significant correlation between proactivity and performance.
Not all proactive people are following proactive behaviors, or individuals high in proactive personality may not always engage in proactive behavior, (Fuller et al., 2006) suggested that it depends on opportunities to be proactive.
In order to proactive behaviors achieve its outcomes, it should be preceded by self-initiated efforts like self-efficacy to bring about change in the work environment and/or oneself to achieve a different future. Proactivity is a goal-driven process involving both the setting of a proactive goal and striving to achieve that proactive goal (Parker et al., 2006 ; Parker et al., 2010).
(Griffin & Parker, 2012) indicated that the increased need for the individual to manage his own career means that it is important to know more about opting to engage in proactive career behaviors such as seeking career consultations and building networks. The study shows that future work self-salience is associated with proactive career behaviors. Proactive career behaviors was figured as the self-directed learning by (Ozuah et al., 2001; Hirschi, 2012). (Hirschi, 2012) has developed a framework for self-directed learning, the study proposed that it encompasses career adaptability, employability, career self-management, career competencies, career motivation and protean and boundaryless career attitude. (Buunk, 2007) suggests that proactive career behaviors are important for achieving career success especially after losing job. In a study by (De Vos & Soens, 2008), they suggested a model to link the protean career with perceived employability and career satisfaction with the mediation of proactive career behaviors and career insight, the study concluded that proactive career behaviors is significantly related to career satisfaction and employability. In a following study by (De Vos et al., 2009) they proposed that career progress goal affects proactive behavior and proactive career behavior are related to career success.
Moreover, (Cha et al., 2017) found that proactive career behaviors positively contribute to career success.  In a study on professional development activities, it concluded that proactive activities play a vital role in professional development. In a recent study by (Saleem et al., 2023) to examine the role of employee proactive personality in forming the performance of individual and team with the mediation of job crafting, the study found a positive correlation between proactive personality and individual and collaborative crafting, additionally the individual crafting of his skills mediated the relationship between proactive personality and the individual performance.
Proactive career orientation focuses on goal-directed work behavior and self-driven, and merges the elements of protean career, self-directedness and values-driven (Hirschi & Koen, 2021).
From the discussion on proactive career behavior, the researcher can conclude that proactive employees have characteristic initiation readiness that help them look for development through self-disposition toward what they need, they can make effective changes to their environment and accommodate between the job demands and their own capabilities (Bakker et al., 2012 ; Jiang  & Lavaysse, 2018). Proactive individuals do not wait the information, they look for it (Pan et al., 2018)
In the following section an overview of the proactive career behaviors, definitions and how this variables measured in the literature.
Definitions
In general, proactive personality is defined by (Bateman & Crant, 1993) as the relative stable intention to affect environment in different situations. In the same context, proactive individuals have a dispositional personality which is defined as the stable proactivity to be self-initiated in a wide range of situations within different circumstances (Seibert et al, 2001).
(Crant, 2000) Define proactive behavior as proactively making better of current situations or making new ones; it includes challenging current conditions instead of passively adapting to them. (Fay & Frese, 2001) defines proactive career behaviors as the development's made by individual to achieve his goals and keep on finding new ways for solving problems. Also, it's defined as individual’s anticipatory actions to initiate a change in the work system or work roles (Parker et al., 2006; Grant & Ashford, 2008). (De Vos et al., 2009) defines the proactive career behaviors as the intentional actions managed by the individual in order to advance their career.
Proactive behaviors have been figured out as a similar concept which is self-directed learning activities, for example independently learning from academic resources outside formal times, discussing with colleagues, and reviewing literature studies, are all considered as proactive behaviors (Ozuah er al., 2001).
Furthermore, proactive behavior referred in (Coetzee & Roythorne-Jacobs, 2007) as the person's ability to initiate actions that have a positive impact on the environment.
Dimensions
The proactive behavior had been studied as a single construct by (Bateman & Crant’s 1993), based on the evaluation of the supervisor to the employee.
(Neo, 1996) has proposed four dimensions for the proactive career behaviors. Networking, that addresses the building of friendships relation in a sector of work that will support the individual the future job opportunities. Self-Nomination by making supervisors know what the individual like to do. Seeking career guidance that means looking for the guidance from the experienced people in the field. Developing critical expertise which means that the individual develop his experience in important aspects of his field.
(Crant, 2000) categorized proactive behaviors into two dimensions: First, general actions which is considered as broad categories of proactive behaviors. Second, contextual proactive behaviors which include specific behaviors that occur in a limited actions.
Multiple classifications presented by (Marler, 2008 ; Fuller & Marler, 2009) from different views. First classification (voice behavior, taking charge, creativity, network building, and career-related initiative). Second classification based on career success perspective (contest mobility perspective, social capital, i.e., networking). Third, a classification based on protean career perspective (continuous learning and proactive career management).
Furthermore, proactive behavior categorized by (Parker & Collins, 2010) into three dimensions. First, proactive work behavior which involves (control and achieve change within the internal organizational environment). Second, proactive strategic behavior, involves (taking control of, and making change in the wider organization's strategy and fitting with the external environment). Third, proactive person-environment fit behavior, that includes (changing oneself or the situation to achieve greater fit between self attributes and the organizational environment). Even so, this categorization focuses more on actions of changing and improving the work environment only (Chen, 2010).
[bookmark: OLE_LINK219][bookmark: OLE_LINK220](Claes & Ruiz-Quintanilla, 1998 ; Strauss & Parker, 2012) identified four proactive career behaviors, First, career planning, refers to the initiatives and interventions that shape future careers. It includes setting goals, exploring options, and formulating plans. This behavior reflects a person’s attempts to make career changes. Second, career consultation, refers to initiatives and interventions to seek information, advice, or help from others. This behavior includes building relationships with supervisors and colleagues in order to obtain information about career-related issues. Third, developing skills related to a specific career, which refers to initiatives and interventions that lead to mastery of the various tasks involved in one’s occupation, by the time the developed skills will help in enhancing employability through accumulation of work experiences, and increasing career-relevant knowledge, and abilities. Fourth, building career networks, it refers to building interpersonal networks in which to seek information, advice, or help. Employees who adopt this behavior consider career networks as learning systems.
Building on that, the researcher ends up with, proactivity assumes taking initiations to make changes or create new status on self or environment. In order for a proactivity to happen, it needs the individual to be self-initiated by career-related motivation. Proactive behaviors toward employee's career will help him have a more stable work life in the future as he keeps on searching for learning sources to cope with changes. The basic step to get proactive is through setting goals, and exploring how to achieve it and expanding networks in the field for information collecting and seeking help. Also the researcher will depend on the definition of (Crant, 2000). This definition depicts the employee's desire in changing his current status, as well as, covering the present and future and positively facing the difficulties.

Perceived Employability
Definitions
Before reviewing perceived employability, the researcher will introduce the concept of employability in general, (Hillage & Pollard, 1998) define employability as the capability of self-mobility within the labor market to realize opportunities through sustainable employment. It's referred to the perceived ease of movement in the labor market (Trevor, 2001). Employability means the competency needed and developed in the job position. Employability consists of a combination of skills, understanding, personal attributes and knowledge which have a role of helping the individual attain a desired job that achieve his goal (Knight & Yorke, 2003). (Fugate et al., 2004) describe it as a cognitive concept that reflects the probability of an individual acquiring or retaining a desirable job within a particular social and labor environment.
(Forrier & Sels, 2003) addressed the meaning of employability from different perspectives. First, the core definition is the individual ability to fulfill various functions in the job market. Second, the broader definition is all factors that influence the future positioning of the individual in a given segment of the labor market. Finally, the comprehensive definition for employability as all the individual and context-related factors that will influence the future position in a given labor market.
[bookmark: OLE_LINK30][bookmark: OLE_LINK126][bookmark: OLE_LINK129][bookmark: OLE_LINK135][bookmark: OLE_LINK136](Eby et al., 2003) defines employability as the individual’s ability to maintain and enhance his attractiveness in the labor market. Defined by (Fugate et al., 2004), employability is a form of work active adaptability that allows workers to identify career opportunities. According to (Van der Heijde & Van der Heijden, 2006) employability is the activity of fulfilling, gaining, or innovating in work through the effective use of competencies. 
(Pool & Sewell, 2007) defines employability as a set of knowledge, skills, and personal characteristics that assist the individual to choose and improve a job that satisfies his achievements. Employability is comprehended as the ability to obtain a job and to keep employment, with or without one's organization, and with regard to future prospects (Van der Heijden et al., 2009).
Focusing on the perceived employability, (De Cuyper et al., 2012) defines perceived employability as the individual's perceptions about possibility of acquiring new employment.
Employability is considered as important outcome of the modern careers. Studies depict that individuals should early maintain and prepare their career because it’s the base of close and future job opportunities (Wille er al., 2013; Bridgstock, 2009; Fugate et al., 2004).
 (Vanhercke et al., 2014) proposed that perceived employability is how the employee recognizes his value and attractiveness among employers. In addition, perceived employability is preceded by two approaches. First, a competence-based approach in which the individual perceives his abilities, capacities, and skills that promote employment opportunities. Second, the dispositional approach and it's related to the perception of one’s proactive attitudes related to the career and work in general.
[bookmark: OLE_LINK144][bookmark: OLE_LINK145][bookmark: OLE_LINK146][bookmark: OLE_LINK147][bookmark: OLE_LINK148](Lin, 2015) defined perceived employability as the individual's perceptions of his employment opportunities with the current employer (the internal labor market) or with another employer (the external labor market).
Employability can be internal and external. Internal employability refers to employment in the organization where someone is currently employed. In contrast, external employability is the employee’s belief that he can find a new job with another employer in the external labor market (Rothwell and Arnold, 2007)

Review of the related studies
In a study by (Vargas et al, 2018) that mainly addresses the concept of employability, There area four viewpoints for studying employability they are Political, educational, human resource management, and individual perspectives. The individual's perspective, which is the scope of the study is depicted in what the person focuses mainly on to find and have a desired job. The individual focus on three approaches they are employability based on competence, employability based on trait and self-perceived employability (Des Vos et al., 2011). Focusing on the perceived employability, it falls to the internal personal factors of the individual's perception of his skills and capacities for getting a job, also it focuses on the external factors such as the effect of the employment offers in the market and the role of the individual's qualifications for the getting jobs opportunities (Batistic & Tymon, 2017).
Based on different studies highlighted the emerging importance of employability, they argue that the changes of the careers environment has become vital and the concept of the long term job has declined in the job market (Forrier & Sels, 2003 ; De Vos et al., 2011). The individual keeps looking for a job opportunity that reduces the job insecurity (Vanhercke et al., 2014).
Recent literature in employability focuses on the individual’s ability to maintain a job in the internal or external labor market, it turned into a new psychological contract between employers and employees, where employees are expected to take responsibility for their own career (Forrier & Sels, 2003). It is a changing construct that is context dependent and responsive with people over time (Williams et al., m 2016). There are some contextual and personal factors included in the self-perceived employability that is linked to the person's perception of his skills and competencies of finding opportunities and jobs offered to him (Vargas et al., 2016).
With the important role of perceived employability, (Wittekind et al., 2010) proposed that during challenging times (e.g., downsizing), the situation is considered as a threat to the individual who has no adaptability strategy; in contrast, the individual who trust his employability will see the situation as less threatening.
The importance of one's trust in his employability will emerge in challenging times for example downsizing, the individual will perceive the situation as less threatening (Wittekind et al., 2010). Employability improves the opportunity of moving in the job market internally and externally, offering a chance to develop knowledge and skills to increase career success and improve job prospects (Clarke, 2017).
Dimensions
(Van der Heijde & Van der Heijden, 2006) proposed five items as components of employability they are, (occupational expertise – anticipation and optimization – personal flexibility – corporate sense – balance).
[bookmark: OLE_LINK117][bookmark: OLE_LINK118](Rothwell & Arnold, 2007) proposed a framework in which self-perceived employability is composed of two main dimensions, The first dimension is the perceived value of occupation in the current organization (internal employability) with four items. The second was the perceived value of job outside the current organization (external employability) with seven items. Expanding them into two more dimensions according to the personal and occupational perspectives, to be four dimensions in total (self-valuation in current organization, perceived value of role in current organization, ability to relocate to market, and extent to which roles can be undertaken elsewhere).
Perceived employability, is constructed by (Erik & Staffan, 2007) to five dimensions, perceived skills, experience, network, personal traits, and knowledge of the labor market
[bookmark: OLE_LINK15][bookmark: OLE_LINK16][bookmark: OLE_LINK14]According to the above on perceived employability, the researcher found that it is a perception by an employee about his potentials in terms of competencies, to obtain and maintain his employment. Employability is what the employee proactively do in order to accelerate his chance of employment. Perceived employability is a form to express how the employee recognizes his abilities and competencies that qualify him in the job market. Also, it's a way to know employee readiness to cope with the external changes. 
The researcher will depend on the definition of (Van der Heijden et al., 2009), because it focuses on the individual's  employability inside and outside the organization and addresses the future term, also it supports the dimensions used to measure employability defined by (Rothwell & Arnold, 2007) that will be used in this study.
Types of perceived employability:
· Internal employability
Developing experience, knowledge and skills may improve the individual's perception of internal employability and as a result reveal their value in the organization (Akkermans et al., 2019). 
Different studies (Acikogz et al., 2016 ; Soares & Mosquera, 2021) used the conservation of resources theory presented by Hobfoll (1989) to interpret the relation between employee career management and his perception of employability and outcomes. The theory assumes that the individual tries to develop and maintain the resources valuable to them. The theory assumes that people develop multiple resources to face the risk of future changes. Based on the same theory (De Vos et al., 2011) proposes that individuals will depend on the available resources such as competency development and career management. In general, employability is related to the individual's chance of finding a position in the labor market internally or externally, so this makes the individual acquire career management practices to develop his employment (Vanhercke et al., 2014).
(De Vos & Soens, 2008 ; Jackson & Wilton, 2017 ; Chiesa et al., 2020) proposed that individual practices like networking and career planning are positively associated with the perception of employability. Perceived employability has a clear effect on employees' decision to look for a better job opportunity that will satisfy him (Virga et al., 2017). 
· External employability
It's defined by the probability of finding a job in the external employment market (Rothwell & Arnold, 2007).



External employability has a benefit for the individual in terms of the increased chance of finding a new position (Akkermans et al., 2019). The individual career management depicted in the individual activities are related to employability perceptions (De Vos & Soens, 2008 ; Jackson & Wilton, 2017).
	Perceived employability may give an indication to how strong the position of the individual in the external jobs market. More clearly, if the employee perceives that he has a strong opportunity in the external labor market

Theoretical Foundations
Contemporary career are characterized by uncertainty and various organizational controls, that makes the individual hold a greater responsibility on managing his own career development (Arthur & Rousseau, 1996; DeFillippi & Arthur, 1994; Sullivan & Baruch, 2009). As a result to these changes, self-career management has moved from traditional organizational based models to individual agency and adaptability based models (Hall, 2004; Savickas, 2005). To gain a higher view to the theories participated in forming the contemporary career models, the researcher presents a review in the following section for the theoretical bases that may help in evolving this trend. The theories are (Protean Career Theory, Social Cognitive Career Theory, Career Construction Theory, and Employability Theory). 
1- Contemporary Career Theory

Relationship between research variables and developing research hypotheses.
1. The relationship between career meta-competencies and protean career
According to the framework proposed by (Lent et al., 1994) and supported by the social cognitive theory (SCCT) that addresses the goals and interests of a career, the study depicts that self-efficacy participates in explaining career development outcomes and the selection of career choice options.
(Bandura, 1997) suggests that sources of efficacy beliefs act as an effective way to create a strong sense of self-efficacy and so play a vital role in employability.
A protean career is presumed to require a high level of self-awareness concerning the personal values that guide career development (Hall, 2004).
Many studies give evidence that supports the relationship between self-efficacy and career development (Nesdale & Pinter, 2000; Stucliffe & Vogus, 2003), self-efficacy affects the commitment of individuals to accomplish their career goals, by which individuals committed to their career goals, they are more likely to evolve strategies in their career efforts. Those people believe that abilities, skills and competencies are critical in managing their own career development. 
Also, (De Vos & Soens, 2008) concluded that protean career attitude predicted career satisfaction and perceived employability. The relationship was fully mediated by career insight (Self-management and identity related competencies). (Inkson, 2006) argued that adaptability as a meta-competency is more likely to be an enabler for protean career, and a desirable characteristic for contemporary careers in general.
Also, (Nasta, 2007) found self-efficacy affects positively the employee's career development.
(Waters et al., 2015) found that self-efficacy is required for the self-directed career management dimension of the protean career orientation.
Referring to meta-competencies outcomes, (Fugate et al., 2004) proposes that people who own a broad range of psychological career resources are generally better able to adapt to the career changes and tend to show higher levels of employability.

(Gubler et al., 2014) provides an important conceptual critique of the protean career literature, arguing that as empirical research expanded, attention to the original protean meta-competencies—particularly identity awareness and adaptability—became relatively neglected. They note that much of the later research shifted toward treating protean career orientation as a stable individual difference, often at the expense of examining the developmental and process-based mechanisms originally emphasized by Hall. In addition, the authors call for greater conceptual clarity by distinguishing between the protean career concept (as a theoretical framework), protean career orientation (as an attitudinal mindset), and protean career paths (as observable career patterns). This conceptual cleanup is critical for advancing theory and avoiding construct conflation, as it helps clarify what exactly is being measured and explained in protean career research.

Considering self-efficacy as a psychological career resource, it acts as a key transactional resource between the inner (psychological) and outer (social) worlds of a person. This resource enables people to be self-vdirected learners and proactive agents in the construction and design of their careers and employability in the contemporary turbulent occupational world. Moreover, it helps individuals to grow in their career and self-design of their career life when the modern career development context being common (Coetzee, 2014).
Building on contemporary career theory, (Hirschi et al., 2017) provided strong longitudinal evidence that protean career orientation functions as an antecedent of key career meta-competencies, rather than merely reflecting them. The authors demonstrated that protean career orientation predicted subsequent increases in vocational identity clarity and occupational self-efficacy, whereas the reverse pathways—from identity clarity or self-efficacy to protean career orientation were not supported. These findings indicate that adopting a protean, self-directed, and values-driven career orientation actively fosters clearer career identity and stronger beliefs in one’s capability to manage occupational tasks. Furthermore, vocational identity clarity and occupational self-efficacy helped explain the relationship between PCO and important career outcomes, including career satisfaction and proactive career behaviors. Collectively, this study supports a developmental pathway in which protean career orientation enhances career-relevant meta-competencies, which in turn facilitate proactive career action and positive career evaluations, reinforcing the view of protean career orientation as a driver of career self-regulation and adaptability.

Investigating the relationship between self-efficacy and career exploration and career choices, (Chan, 2018) proposes that individuals with high self-efficacy have a relatively higher tendency to conduct career planning and preparation. People with high self-efficacy can improve the career related tasks, they have the ability to take decision about a potential job position based on their career related knowledge are able to get better of difficulties and will strive to achieve their career goals.
(Hall et al., 2018) provides a comprehensive integrative review of protean career theory. The authors identify identity awareness, adaptability, and career agency as the three core processes through which protean career orientation translates into career actions and outcomes. Identity awareness is explicitly framed as a meta-competency, reflecting clarity about personal values, goals, and vocational identity that guides career decisions in uncertain contexts. Adaptability captures individuals’ capacity to cope with change and career transitions, while career agency reflects proactive behaviors such as career self-management and planning. Collectively, these processes explain how protean career orientation functions as a developmental mechanism that enables proactive career behavior, employability, and sustainable career success in contemporary work environments.
	Different studies have illustrated that the individual with highly proficient career competencies, have a higher opportunity to attain greater career success. This may lead him to perceive that he is more employable and have more opportunities to develop his career (De Vos et al., 2011; Kuijpers & Scheerens, 2006). (Blokker et al., 2019) indicated that developing career competencies may result in higher employability, the study proposed that mediating the role of subjective career success will help the individual gain more perception of employability, this is applied over the internal and external job opportunities, also the study suggested  in moderation of the career shocks, this relationship is supported.
A study by (Li et al., 2019), aimed at addressing the relationship between protean career and career decidedness mediating the role of career decision self-efficacy, the results proposed that protean career positively related to career self-efficacy and career adaptability, also career decision self-efficacy mediated the relationship between protean career and career decidedness.
(Wiernik & Kostal, 2018) conducted a meta-analysis of protean and boundaryless career orientations using 135 samples from 35 countries. They found that protean self-directed, values-driven, and psychological mobility orientations form a higher order construct called proactive career orientation. In contrast, organizational mobility preferences are a distinct and weakly related construct. Proactive career orientation is strongly associated with career self-management behaviors such as planning, networking, and development. It is also positively related to career satisfaction. However, relationships with objective career success are weak. Proactive career orientation is closely linked to self-efficacy and proactive personality traits. The findings suggest that proactive career orientation is a flexible resource for career development and counseling.

(Cortellazzo et al. 2020) found that behavioral competencies predict protean career orientation and they protean career orientation positively related to perceived employability and the number of job offers in the early career stage.
Furthermore, career self-efficacy is found to have a significant effect on the skillset required to face the volatile, uncertainty, complexity and ambiguity of situations that may unexpectedly occur. These skills is intended to make the individual respond to the challenges and turn the complex situations into an opportunities (Kautish et al., 2022).
(Verbruggen & Sels, 2008) examined the antecedents of career self-directedness among career counseling clients and found that self-awareness and adaptability as a meta-competencies dimensions positively affects the career self-directedness of protean career. The study concluded that career self-directedness improved during counseling, self-directedness was explained by self‑awareness and adaptability and self-directedness related positively to training participation, job mobility, and career satisfaction.
In a study by (Kim et al., 2024) found that protean career orientation related to vocational identity awareness, career adaptability, and career agency. Identity awareness and career adaptability showed significant indirect effects linking protean career orientation to outcomes like future employability and helped in explaining educational outcomes i.e. university commitment and educational performance.
Therefore, it is hypothesized that:
H1. Career meta-competencies dimensions (self-efficacy, identity awareness and adaptability) have a positive and significant effect on protean career.



2. Protean career and proactive career behaviors
(Morrison & Phelps, 1999) found that motivational states (self-efficacy and felt responsibility), as well as contextual determinants (top management's openness), predict the employee's proactive behavior.
(McArdle et al., 2007) finds that people with high protean career orientation are more likely to adapt to unemployment and get another opportunity easily.
In a study which conceptualized career self-management as a form of proactive career behaviors (De Vos & Soens, 2008) provided evidence linking protean career orientations to career self-management behaviors. The authors examined a model connecting protean career attitudes to career success outcomes. Their findings showed that a protean career attitude was significantly related to career self-management behaviors and career insight, indicating that individuals with stronger protean orientations are more likely to actively follow their plan, and manage their careers. Although the study was basically framed within a career success perspective, its contribution is relevant for proactive career research, as career self-management and related constructs such as career insight represent core behavioral and cognitive components of proactive career behavior. 
(Creed et al. 2011) indicated that protean career and proactive behavior are positively correlated.
(Werner & DeSimone, 2012) implicate that when it comes to the protean career, career management must be proactive. (Werner & DeSimone, 2012) implicate that when it comes to the protean career, career management must be proactive.
According to the protean career concept, the employee must be able and willing to cope with the changing situations to survive in an environment where autonomy, self-direction, and proactive behavior are considered to be increasingly vital (Gubler, 2013). (This part is conceptual, move it to)
[bookmark: OLE_LINK28]Individuals with protean orientation are more attractive to employers and can proactively search for opportunities (Waters et al., 2014).
(Herrmann et al., 2015) suggested that protean career orientation is a predictor of proactive career behavior (e.g., networking, planning, exploration) even with mediating protean career. Proactive career self-management became the norm in career development. The importance of this study is highlighted in protean career orientation is not just another name for proactivity, it adds explanation for career specific proactive behavior. Today, most employees investigate and acquire the necessary skills and personal development they need for their career plans (Baker, 2016), also outsourcing movement was the motivator for the development of new forms of modern careers, that requires gaining another level of skills and competencies.
Future work self-salience is considered as a self-concept related to the individual’s aspirations for the future of his work life (Taber & Blankemeyer 2015). Focusing on self-prominent future work consists of a future-aimed concept that support the goal-driven actions and help the individuals achieve their desired future as well as shaping career and adapting to career related obstacles. People with adaptive readiness compare their current state with their imagined future, if they may find inconsistencies that make them change to realign their future career with their priorities and plans (Strauss et al., 2012). Some researches suggest that future work self, improve the self directed behavior for the individual looking for self-development (Lu, 2020 ; Hoyle & Sherrill, 2006).
 research by (Porter et al., 2016) has shown that protean career with it's two dimensions (Self directed and Value driven) are significantly associated with proactivity of individuals.
Protean career is linked to proactive behavior and a set of proactive disposition like adaptability, career self-management behaviors, career planning, self-exploration and self-regulation. Proactive career orientation preceded changes in vocational identity clarity and occupational self-efficacy for students. Moreover, identity clarity and self-efficacy did not mediate the protean career orientation and proactive career behaviors, rather the effect was direct (Hirschi et al., 2017). (Gulyani & Bhatnagar, 2017) proposes that there is a positive significant effect to the protean career attitude on proactive work behaviors.
(Sultana and Malik, 2019) examined the mechanisms of how protean career attitude translates into career-related outcomes by focusing on networking as a key proactive career behavior. The authors tested mediating pathways derived from the intelligent career framework. The findings indicated that protean career attitude was indirectly related to career outcomes through networking activities. By conceptualizing networking as an active career behavior, this study provides important evidence that protean oriented individuals utilize social capital proactively to advance their careers. The results show that proactive career behaviors, especially networking, help explain how protean career attitudes lead to later career outcomes.
(Haenggli et al., 2021) provided a evidence for the relationship between protean career orientation and career self-management. Their findings demonstrated that increases in individuals’ protean career orientation predicted subsequent increases in career self-management behaviors, offering partial support for dynamic reciprocal relationships. Importantly, this study moves beyond treating protean career orientation as a fixed proactive trait but shows its flexible nature. The results suggest that when individuals become more protean in their career orientation over time, they are more likely to engage in proactive career self-management behaviors, thereafter, reinforcing the developmental and self-directed perspective of contemporary career theory.
(Park et al., 2022) showed proactive career behaviors mediated the relationship between protean career and external employability. In a research by (Zhang et al., 2023) to investigate the effect of protean career on proactive career behaviors and find if the school-to-work transition coaching program has effect on developing protean career and it's career outcomes. The authors conducted two complementary studies. In the first one, the results demonstrated that protean career orientation positively predicted proactive career behaviors, with this relationship operating indirectly through vocational identity and career adaptability. These findings highlight the psychological mechanisms through which a protean orientation translates into proactive career action. In the second study, the authors implemented a coaching-based intervention designed to enhance protean career orientation. The intervention led to significant increases in protean career orientation, and subsequent increases in protean career orientation predicted growth in career adaptability, vocational identity, and proactive career behaviors over time. Collectively, these findings provide strong evidence that protean career orientation is not just a correlational individual difference but a developable career orientation that can be strengthened through targeted interventions, thereby fostering more proactive career behaviors during critical career transitions.
(Bazine et al., 2025) extended the protean career research by conceptualizing proactive career behavior as a dynamic process build-up over time rather than as a static result. Over three years the study followed university students during the transition from school to work. The findings revealed that protean career orientation positively influenced career planning, which as a result promotes networking behaviors, which is considered a basic construct of proactive career behavior. By modeling a sequential pathway from orientation to planning and then to action, this study demonstrates how proactive career orientation develops a self-regulatory career process. Importantly, the results underscore that proactive career behaviors emerge through intermediate career management activities, supporting process-oriented perspectives in contemporary career theory and offering evidence for how protean career orientation reflected into career actions over time.

The literature demonstrates that protean career orientation is an essential antecedent of proactive career behaviors, as individuals with self-directed and values-driven career attitudes are more likely to take initiative in shaping their careers (De Vos & Soens, 2008; Creed et al., 2011; Herrmann et al., 2015). Proactive career behaviors, including planning, exploration, and networking, are intentional and motivationally driven actions, aligning with the concept of proactivity at work (Morrison & Phelps, 1999). Empirical evidence shows that protean oriented individuals engage more strongly in career self-management and adaptability behaviors, particularly during periods of career transition and uncertainty time (McArdle et al., 2007; Hirschi et al., 2017). Studies further depict that increases in protean career orientation predict subsequent increases in proactive career self-management behaviors over time (Haenggli et al., 2021). Proactive career behaviors also function as key mechanisms linking protean career orientation to important career outcomes such as employability and career success (Sultana & Malik, 2019; Park et al., 2022). Moreover, research confirms that protean career orientation can be developed and enforced, resulting in higher levels of proactive career behavior (Zhang et al., 2023). In general, these findings underscore the pivotal role of protean career orientation in fostering proactive career engagement in contemporary, dynamic labor markets (Bazine et al., 2025).

Therefore, it is hypothesized that:
H2. Protean career has a positive and significant effect on proactive career behaviors.

3. Protean career and perceived employability
(De Vos & Soens 2008) Examined the relationship between protean career attitudes, employability, and career success among 289 Belgian employees who had participated in career counseling. The results showed that protean career attitude was positively related to perceived employability. Moreover, the relationship between protean career attitude and career success outcomes was fully mediated by career insight, which reflects individual's self-clarity and reveals understanding of their career goals and competencies. By highlighting career insight as a central mechanism, this study underscores the importance of career self-management processes in translating protean career attitudes into employability and more career success outcomes.
(Cortellazzo et al., 2020) investigated the behavioral antecedents and employability outcomes of protean career orientation among individuals at an early stage of their career for the graduate students entering the labor market and analyzing the data through structural equation modeling, the study extended based on previous research by moving beyond the commonly examined competencies of self-awareness and adaptability. The findings revealed that behavioral competencies significantly predicted protean career orientation, highlighting the role of behaviors in shaping a protean career approach. In addition, the results demonstrated a positive relationship between protean career orientation and both employability and perceived employability. By focusing on early-career individuals, this study provides important evidence that protean career orientation is not only shaped by behavioral competencies but also serves as a key resource for enhancing employability outcomes.
(Zafar et al., 2017) examined the relationship between protean career orientation and perceived employability among academic staff in private-sector universities in Pakistan. The authors found that protean career orientation was significantly and positively related to individuals’ perceptions of their employability in the labor market. This research demonstrate a direct link between a protean career orientation and perceived employability, providing evidence that scholars with self-directed and values-driven career orientations tend to perceive themselves as more employable in an increasingly uncertain labor market.
(Tee et al., 2022) examined the role of perceived employability in explaining the relationship between protean career attitude and career success among academics among 288 academic staff members in Malaysian universities. The study found that protean career attitude did not have a significant direct effect on career success. Instead, both internal and external dimensions of perceived employability fully mediated this relationship, with perceived external employability showing especially strong mediating effects. The results show that protean career attitudes lead to career success mainly by increasing individuals’ beliefs about their employability in internal and external labor markets.
In a study by (Lin, 2015) explored how protean career attitude relates to perceived internal and external employability and the role of learning-goal orientation as a mediator. The study found that protean career attitude positively associated with both perceived internal and external employability. Importantly, the influence of protean career attitude on perceived internal employability was fully mediated by learning-goal orientation, while learning-goal orientation partially mediated its effect on perceived external employability. The results show that people with strong protean attitudes see themselves as partly employable inside and outside their organization, because they focus on learning and skill development.
(Donald et al., 2019) investigated undergraduate students self-perceived employability with focus on career ownership conceptualized as a protean career orientation. The study found that human capital, careers advice, and career ownership were all significant predictors of self-perceived employability. These findings indicate that students who take responsibility for their own career development and adopt a self-directed, values-driven career orientation perceive themselves as more employable.
(Sultana & Malik 2020) examined the relationship between protean career attitude, perceived internal employability, and perceived external employability, with a particular focus on the mediating role of self-efficacy. The study found that protean career attitude was positively related to both forms of perceived employability. Importantly, self-efficacy fully mediated the relationship between protean career attitude and perceived internal employability, while partially mediating the relationship between protean career attitude and perceived external employability. These findings suggest that protean individuals enhance their employability largely by developing strong beliefs in their own career-related capabilities.
(Nimmi et al., 2020) investigated the impact of protean career attitude on perceived employability among IT professionals in India, with particular attention to the mediating role of career insight. Drawing on survey data from 201 software engineers in the Indian IT industry and using partial least squares structural equation modeling, the study found that protean career attitude positively predicted both perceived internal employability and perceived external employability. The results demonstrated that career insight reflecting individuals’ clarity about their career goals, skills, and interests and partially mediated these relationships. Notably, the effect of protean career attitude was stronger for internal employability than for external employability, suggesting that protean-oriented professionals may leverage their self-directed and value-driven orientation to enhance career opportunities within their current organizations as well as in the labor market. This study reinforces the view that protean career attitudes contribute to employability outcomes through career self-management processes such as career insight.
(Kaur & Kaushik, 2020) examined the relationship between protean career orientation and perceived employability among business school students in India, with career self-management as a mediating mechanism. The study found that protean career orientation was positively associated with both career self-management and perceived employability. Importantly, career self-management fully mediated the relationship between protean career orientation and perceived employability, indicating that a protean mindset is reflected into employability perceptions primarily through proactive career management behaviors. This study highlights the role of protean career orientations in fostering proactive career behaviors that enhance employability during the school-to-work transition.
Based on the literature of the relationship between protean career orientation and proactive career behaviors, there are many studies that figured the direct positive association the two variables across various fields (academics, employees, it professionals and students). For example, evidence from early career university students, and professional indicates that individuals who are more self-directed and values-driven in managing their careers tend to report stronger beliefs that they can obtain and maintain employment opportunities (e.g., Cortellazzo et al., 2020; Donald et al., 2019; Nimmi et al., 2020; Kaur & Kaushik, 2020).
However, some studies explain the indirect association of protean orientations and employability perceptions through self-regulation and personal resource mechanisms (De Vos & Soens, 2008; Nimmi et al., 2020).
Therefore, it is hypothesized that:
H3. Protean careers have a positive and significant effect on perceived employability.

Proposed framework
Based on the literature and hypotheses development, the researcher proposes the following framework:
        Proactive Career Behaviors
Career Meta-competencies
Protean 
Career
Perceived
Employability
Self-efficacy
Identity Awareness
Adaptability

Figure (1) The proposed framework
Source (Prepared by the researcher)


Research gap:
· Research indicates proactive behaviors can be affected by different factors and there is a possible link between protean career and proactive career behaviors that needs to be explored (Parker et al., 2006 ; Zhang et al., 2023).

Research Methodology
Measures
Career adaptability
Career Adapt-Abilities by Scale (Savickas & Porfeli, 2012)


Employability
Perceived employability measure by E. Berntson & S. Marklund
Dimensions: perceived skills, experience, network, personal traits, and knowledge of the labor market
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SPE from Rothwell et al., 2008 (Self-perceived employability: Construction and initial validation of a scale for university students)

Chan, 2018
3.2.2. Career self-efficacy
Career self-efficacy was measured using the Career Decision-Making Self-efficacy Scale-Short Form (CDSE-SF) developed by Betz,
Klein, and Taylor (1996), which assesses college athletes’ beliefs about their capacity to make career-related decisions. The scale
measures five dimensions (self-appraisal, occupational information, goal selection, planning, and problem solving), for a total of 25
items. A sample item is, “How confident are you that you could decide what you value most in an occupation?” A CFA showed that
the five-factor model appeared to provide an adequate fit to the data (χ2/df = 2.35, GFI = 0.91, AGFI = 0.90, RMSEA = 0.05, NFI
= 0.91, NNFI = 0.93, CFI = 0.94, PNFI = 0.76). Betz et al. (1996) reported Cronbach's α ranging from 0.78 to 0.87 based on three
samples. The validity of the career self-efficacy scale was supported by positive correlations with career interests (Chan et al., 2016),
and career commitment (Betz et al., 1996). In the present study, the internal consistency was 0.90.

Similar terms
Future employability (Synonym for Perceived Employability)
Review to use with similar concepts
Comparison with Other Career Orientations
PCO is distinct from the boundaryless career orientation, which emphasizes psychological and physical mobility across organizations, occupations, or locations. While both reflect independence from organizational control, PCO is specifically focused on self-management and values-driven career decisions Hirschi & Koen, 2021, Open reference preview(Hirschi & Koen, 2021).
The comment on the relationship bet
This study thus laid important groundwork for subsequent research that treats proactive career self-management as a key behavioral manifestation of protean careers.
This part will be used to be added under the employability literature
Career planning
Career consultation
Developing skills connected with a specific career
Job content innovation, is the development of substantive changes in methods or procedures used to perform job tasks and the enlargement of one’s effective task environment (Graen, 1976). Job content innovation can be seen both as a means of developing human capital by learning new skills or gaining valuable expertise, and as a means to gain exposure to gatekeepers (Kanter, 1977). Example behaviors are joining a special project in order to gain access to senior management, or going beyond contractual obligations in order to secure contract renewal. (King, 2004)


Building career networks

Active network development, networks are said to offer instrumental benefits, such as information, career guidance, and advocacy for promotion or employment. Having a relationship with influential people within one’s employing organization provides entry into social networks that are inaccessible through formal communications and may facilitate exposure to gatekeepers. Similarly, establishing an external network of personal ties, for example with other members of professional associations, customer contacts, trade acquaintances or informal social acquaintances, provides opportunities for interaction with influential members of other organizations. The resources obtained from knowing or being known to others, or occupying a particular position in a social network, has been referred to as social capital. (King, 2004)
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My competence is sought-after in the labour market.

I have a contact network that I can use to get a new (equivalent or better) job

1 know of other organizations/companies where I could get work.

My personal qualities make it easy for me to get a new (equivalent or better) job in a
different company/organization.

My experience is in demand on the labour market.




