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Successful career development requires increased career self-management and contemporary
career orientations accordingly stress the importance of being self-directed, values-driven, and
flexible. This paper provides an overview of key perspectives on contemporary career orientations
in relation to career self-management (CSM), as well as a systematic review of these two streams
of literatures. With a focus on highly influential classic and recent papers as well as on all papers
published in the Journal of Vocational Behavior on these topics, we aim to integrate the literatures
on career orientations and CSM and advance future research. To this purpose, we present an
integrative framework of career self-regulation which views CSM as a dynamic process consisting
of goal setting and development, information seeking, planning and execution of behaviors, and
monitoring and feedback processing. This process is influenced by, and subsequently affects,
individual career orientations. We finish the paper by providing several directions for future
research in terms of examining more dynamic and self-regulatory processes, unpacking the role of
context, integrating the larger proactivity literature, applying a work-nonwork perspective, and
developing and testing interventions.

Technological developments are changing the labor market: old jobs and occupations are being eliminated, new jobs and occu
pations are being created, and the core tasks and required skills in most jobs and occupations will fundamentally change over the
coming decades (Arntz et al., 2016). As such, there is a constant need for re- or up-skilling for many workers worldwide (World
Economic Forum, 2018). It also means that workers need to be able to deal with unpredictable and dynamic career environments
which call for more self-directedness in career development (Hirschi, 2018).
In accordance with the increasingly dynamic career environment, there has been extensive research on career self-management
(CSM) and people’s preferences towards such self-management, i.e., their career orientations (Lee, Felps, & Baruch, 2014). CSM
can be defined as “a process by which individuals develop, implement, and monitor career goals and strategies” (Greenhaus, Callanan,
& Godshalk, 2010, p. 12). This can entail a variety of specific behaviors, such as career exploration, learning, or networking (Lent and
Brown, 2013). Career orientations refer to the way in which people view and approach their career, which is assumed to be an essential
driving force behind their career choices and career self-management behavior (Briscoe & Hall, 2006; Sullivan & Arthur, 2006;
Tschopp, Grote, & Gerber, 2014). In essence, contemporary career orientations encompass a variety of attitudes and preferences that
help people to become more self-directed and flexible in managing their careers in today’s dynamic world of work (Gubler, Arnold, &
Coombs, 2014b, 2014a; Wiernik & Kostal, 2019). Thus, career orientations and CSM represent two closely intertwined concepts that
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are pivotal to address the challenges and opportunities in contemporary career development (Hirschi, 2018).
Although the link between career orientations and CSM is apparent, there are surprisingly few systematic reviews that include− let
alone integrate− career orientations and CSM. Career scholars agree that these two constructs are closely related, yet a clear theo
retical underpinning of their exact interplay is lacking. One reason for this situation is that research on career orientations comes from
a management perspective on careers (Hall, 1976). CSM, however, has strong foundations in vocational psychology, for example in
concepts such as career decision making, planning, and career exploration as part of career choice readiness (Phillips & Blustein,
1994). Yet, CSM also has footing in management careers research, for example in concepts such as career strategies (Gould & Penley,
1984) or networking (Wolff & Moser, 2009), which in that literature are predominantly examined as predictors of career success.
To address these issues, the core aim of the current paper is to advance our understanding of the nature and relation between career
orientations and CSM and to bridge these two literature streams. We provide a systematic review of both concepts which builds a
foundation to integrate the literatures on career orientations and CSM. Additionally, we highlight the role of the Journal of Vocational
Behavior (JVB) in these two streams of literature. We will (1) provide a systematic review of the most influential papers on career
orientations and CSM to date; and (2) systematically review all papers on these topics published in the JVB so far. Then we will go
beyond the existing literature and (3) provide an integration of the literature on career orientations and career self-management by
proposing a framework of career self-regulation. Specifically, we argue that career orientations affect CSM in different stages and, in
turn, are shaped by the feedback that people receive from their career actions. We propose that career orientations and CSM are linked
in a reciprocal, dynamic, and ongoing process of career self-regulation, in which career orientations can strengthen career selfmanagement behaviors and vice versa. Finally, we (4) propose several lines of future research that could help to address unex
plored areas and current shortcomings in the literature.
1. Career orientations: a general overview
In the past few decades, individual’s career orientations have taken a central position in careers research. Career orientations are
often described in terms of traditional and organization-centered versus new and self-centered, in line with the key distinction in the
literature between ‘traditional’ and ‘new’ forms of the career (Gerber, Wittekind, Grote, & Staffelbach, 2009; Grote & Hall, 2013). In
this distinction, the traditional career is characterized by upward steps in the organizational hierarchy, in which the employer is
responsible for career management and for providing job security for employees. In contrast, the new career is characterized by
frequent changes in jobs, organizations and/or occupations, in which employees are responsible for their own career management.
Thus, people who prefer job security and hierarchical progress within one organization can be described as having a traditional career
orientation, while people who prefer frequent changes of organizations and taking charge of their own career can be described as
having a new career orientation. Because the modern career is characterized by multiple transitions between jobs, organizations and/
or occupations, ‘new’ career orientations are assumed to be pivotal to career success in the modern career.
1.1. Different forms of career orientations
The most influential ‘new’ career orientations in the literature are rooted in the ‘protean career’ (Hall, 2004) and the ‘boundaryless
career’ (Arthur & Rousseau, 2001). These orientations represent forms of the modern career, where a protean career stresses selfmanagement and the importance of pursuing individual career goals and values, whilst a boundaryless career refers to a career
that transcends different kinds of boundaries, including organizational, occupational, and geographical (Arthur & Rousseau, 2001;
Briscoe & Hall, 2006). Therefore, protean and boundaryless career orientations reflect people’s preferences for careers that are
relatively independent from the organization or employer (Gerber et al., 2009). Specifically, the protean career orientation emphasizes
that a career is driven by the person rather than the organization, and comprises two components (Briscoe & Hall, 2006; Hall, 2004):
the preference for being responsible for and in control of one’s own career (self-directedness) and the preference for making career
choices and evaluating career success based on one’s personal values (values-driven). The boundaryless career orientation emphasizes
that a career represents infinite opportunities beyond organizational boundaries, and also comprises two components (Gubler, Arnold,
Coombs, 2014a; Sullivan & Arthur, 2006): the desire and self-confidence to transition between work contexts (psychological mobility)
and the preference to frequently move between employers, occupations, or locations (physical mobility).
The protean and boundaryless career orientations are, by far, the most prominent and influential forms of career orientations
examined in the literature to date. However, the relation between both is not without critique: some researchers regard protean and
boundaryless career orientations as distinct constructs, while others treat them as new forms of career orientations that are essentially
interchangeable (Wiernik & Kostal, 2019). Additionally, there has been little empirical evidence of the theoretical assumption that
these two new career orientations have replaced traditional career orientations (Gerber et al., 2009). In fact, Gerber et al. (2009)
showed that traditional organization-bounded career orientations, which reflect preferences for long tenure with an employer and
organizational support for career management, were surprisingly more common than often assumed: almost two thirds of their sample
reported a traditional career orientation. As such, there have been several recent attempts to reassess protean and boundaryless career
orientations and to introduce other, more parsimonious, forms of new career orientations that better encompass the variety of career
orientations among today’s workers (e.g., Briscoe, Hall, & DeMuth, 2006; Gerber et al., 2009; Guest & Conway, 2004;Kostal & Wiernik,
2017 ; Wiernik & Kostal, 2019).
Two important forms of new career orientations that have resulted from an empirical reassessment of the protean and boundaryless
career orientations are the ‘independent career orientation’ (Gerber et al., 2009) and the ‘proactive career orientation’ (Wiernik &
Kostal, 2019). The ‘independent career orientation’ reflects elements from both the protean and boundaryless career orientation and is
2
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characterized by a positive attitude towards frequent changes of organizations and commitment to oneself rather than the employer
(Gerber et al., 2009; Tschopp et al., 2014). Gerber et al. showed that people with such an independent career orientation had the
highest levels of employability while those with a traditional career orientation had the lowest levels of employability. The alternative
‘proactive career orientation’, which was introduced after a systematic review of the validity of the four protean and boundaryless
components (Kostal & Wiernik, 2017; Wiernik & Kostal, 2019), is characterized by a focus on self-driven, goal-directed work behavior
and incorporates the components self-directedness and values-driven from the protean career orientation and psychological mobility
from the boundaryless orientation. Wiernik and Kostal (2019) showed in their meta-analytical review that these components were
substantially intercorrelated and all loaded onto one single general factor. In other words, they did not find support for the validity of
distinguishing between protean and boundaryless career orientations. Importantly, the overarching construct ‘proactive career
orientation’ showed predictive power for career self-management behavior, above and beyond personality traits and self-efficacy. As
such, Wiernik and Kostal argued that new career orientations should be replaced by the broader proactive career orientation construct.
Whilst the independent career orientation (Gerber et al., 2009) and the proactive career orientation (Wiernik & Kostal, 2019) seem
to represent more parsimonious versions of the protean and boundaryless career orientations, some authors have argued for an
expansion rather than a reduction of the constructs. For example, in their reassessment of the protean career concept, Gubler, Arnold,
Coombs (2014b) proposed that the meta-competencies of adaptability and identity should be incorporated in addition to the selfdirected and values-driven components. Recently, Hall, Yip, and Doiron (2018) argued that the protean component values-driven
should be replaced by ‘intrinsic work values’. Likewise, in their reassessment of the boundaryless career concept, Gubler, Arnold,
Coombs (2014a) proposed that the boundaryless career orientation should reflect five rather than two mobility components: orga
nizational mobility, geographical mobility, occupational mobility, working beyond organizational boundaries, and rejection of career
opportunities. They found evidence of this five-factor structure in two survey studies. Perhaps more importantly, they showed that
these mobility components were all related, albeit in different ways, to career self-management behavior.
Taken together, it is apparent that there are different forms of career orientations, with the protean and boundaryless career
orientations being the most influential. Despite their prominence in the literature, there is no real consensus yet about the content
validity and distinctiveness of these career orientations. There is, however, conceptual and empirical consensus about their predictive
validity, namely, that career orientations form the attitudinal foundations of individuals’ engagement in career self-management
behaviors. Yet, the theoretical underpinning of this relation remains unclear. Although recent studies have started to examine the
psychological mechanisms by which career orientations influence career self-management behaviors (e.g., Hall et al., 2018), most of
these mechanisms are limited to process variables (e.g., adaptability) that fail to incorporate the dynamic and potentially reciprocal
relation to career self-management.
2. Career self-management: a general overview
2.1. Defining career self-management
Despite the burgeoning literature on CSM over the last decades, there is no clear consensus on how CSM should be defined. Indeed,
CSM should be considered as an umbrella term that includes various cognitive and behavioral activities that shape an individual’s
career development and career transitions, and that determine how individuals deal with expected and unexpected career events,
challenges, and career transitions (Wang & Wanberg, 2017). One frequent approach used to conceptualize CSM is to highlight its
behavioral nature. For example, King (2004, p. 119) defined CSM as “…a dynamic process, involving execution of a set of co-occurring
behaviors […] that is intended to prevail upon the decisions made by those gatekeepers who are in a position to influence […] desired
career outcomes”. Similarly, in the social cognitive model of CSM Lent and Brown (2013) focuses on “adaptive career behaviors” which
they define as “behaviors that people employ to help direct their own career (and educational) development” (p. 559). A commonality
across behavioral conceptualizations of CSM is the notion that CSM focuses on proactive behaviors, which involve aspiring and striving
to initiate change in oneself and/or the environment and behaviors that are self-starting (vs. reactive), change oriented (vs. aiming at
preserving the status quo), and future focused (vs. focused on current circumstances) (Parker, Bindl, & Strauss, 2010). In addition to
this behavioral focus, it is also well established that CSM encompasses cognitive components, such as goal development, planning, or
devising career strategies (Lent and Brown, 2013). To incorporate the cognitive as well as behavioral components of CSM and
acknowledge its dynamic nature, we herein adopt the definition of CSM proposed by Greenhaus et al. (2010, p. 12) and define CSM as
“a process by which individuals develop, implement, and monitor career goals and strategies”.
2.2. Models of career self-management
In contrast to the large literature on CSM, there are relatively few specific theoretical models that aim to postulate the key cognitive
and behavioral components of CSM and clearly conceptualize how these components are related. On a general level, we can distinguish
between (1) models of CSM which focus on the process of CSM and outline how different attitudinal and behavioral aspects of CSM are
linked to promote CSM; and (2) models which focus more on the content of CSM by outlining which key attitudinal and/or behavioral
components are important for successful CSM.
One early influential process model was presented by King (2004), which proposed that CSM contains three key types of behaviors:
positioning behaviors (e.g., human capital and network development), influence behaviors (e.g., self-promotion), and boundary
management (e.g., boundary maintenance between work and nonwork). These behaviors are affected by self-efficacy beliefs, a desire
for control over career outcomes, and career anchors (i.e., relatively enduring higher-order career goals, such as security and stability
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or challenge; Schein, 1996). The model further proposes that the different career behaviors lead to the attainment of desired career
outcomes, which in turn positively affect life and career satisfaction or, if desired career outcomes are not attained, can lead to
experienced helplessness. An important feature of the model is that it addresses the dynamic nature of CSM by proposing that
attainment of career outcomes can have a feedback effect on self-efficacy beliefs and future career self-management behaviors, which
implies that CSM is a dynamic process.
The process focus on CSM is also prevalent in Lent and Brown (2013)’s social cognitive model of CSM, which is based on the social
cognitive career theory (SCCT) framework of career choice and development (Lent, Brown, & Hackett, 1994). In contrast to the CSM
framework of King (2004), the SCCT CSM model does not focus on a specific set of CSM behaviors but instead proposes a more general
model that can be applied to a range of different career behaviors, which include exploring different career paths, managing workfamily-life conflicts, or preparing for retirement (Lent and Brown, 2013). The SCCT CSM model posits that various career actions
(i.e., CSM behaviors) are determined by the goals individuals set for their careers, which are predicted by cognitive-person factors (i.e.,
the self-efficacy beliefs and outcome expectations held in relation to these goals). The model also acknowledges that contextual and
personality factors play an important role as these are proposed to directly and indirectly (i.e., as moderators) affect self-efficacy
beliefs, goals, actions, and outcomes. Similar to King’s (2004) CSM framework, there is a feedback process included in Lent and
Brown’s model that proposes that outcomes of career actions lead to learning experiences, that in turn shape self-efficacy and outcome
expectations for future CSM goals and actions.
Other CSM process-frameworks that focus on actions and the dynamic nature of CSM were proposed by Raabe, Frese, and Beehr
(2007) on the basis of action regulation theory (Frese & Zapf, 1994; Zacher & Frese, 2018) and by Greenhaus et al. (2010). Action
regulation theory is a meta-framework of self-regulation which describes how people manage goals by setting or developing goals,
mapping the environment for goal-relevant information, developing plans to attain goals, monitoring goal enactment and progress,
and processing feedback regarding the results of one’s actions. Raabe et al. (2007) proposed and tested a model of CSM based on this
general framework which posits that self-knowledge and goal commitment lead to higher-quality career planning and in turn more
career actions. Moreover, they proposed that CSM behaviors lead to feedback in terms of environmental/organizational responses (e.
g., pay increase) as well as direct consequences from career plan implementation (e.g., speed in job transition). The processing of this
feedback in turn leads to career outcomes (e.g., changes in career satisfaction). The underlying action regulation theory of this
framework links cognitive (i.e., goal setting, planning, monitoring and feedback processing) with behavioral aspects in CSM (i.e.,
personal initiative in various CSM behaviors), making it a promising comprehensive framework to understand CSM as a goal-directed
and dynamic self-regulation process across the lifespan (Zacher, Hacker, & Frese, 2016). Similarly, the model by Greenhaus et al.
(2010) posits that individuals identify a need to make a career decision based on environmental information, opportunities, and
supports. This then leads to career exploration, goal setting, strategy development, and strategy implementation behaviors. These
behaviors lead to feedback from work and nonwork sources and on the degree of achieved progress towards goals, and this feedback
causes career appraisals that inform future needs of career exploration. Among these frameworks, the SCCT CSM model has received
the most research attention. Studies (e.g., Lent, Morris, Penn, & Ireland, 2019; Pérez-López, González-López, & Rodríguez-Ariza, 2019)
showed, for example, that career exploration and decision-making self-efficacy and outcome expectations predicted more engagement
in these CSM behaviors (for an overview, see Brown & Lent, 2019).
In addition to the process models of CSM, there are a series of content-models that aim to identify key cognitive and behavioral
factors important to successfully self-manage a career. These models typically incorporate different forms of career capitals that are
deemed critical for career success in the current world of work (Inkson & Arthur, 2001; Parker, Khapova, & Arthur, 2009), such as
knowing how (i.e., skills, knowledge), knowing why (i.e., goals, motivations), and knowing whom (i.e., networks, social supports).
One such approach focuses on career competencies, (Akkermans, Brenninkmeijer, Huibers, & Blonk, 2013; Kuijpers & Scheerens, 2006)
which are defined as “knowledge, skills, and abilities central to career development, which can be influenced and developed by the
individual” (Akkermans et al., 2013, p. 246). Career competencies cover a range of cognitive and behavioral aspects such as career
reflection, career planning and goal-setting, and self-presentation. Hirschi et al. (Hirschi, 2012; Hirschi, Nagy, Baumeler, Johnston, &
Spurk, 2018) take a similar perspective by introducing the concept of career resources to represent personal and environmental factors
that enable individuals to attain career goals. These career resources (e.g., occupational expertise, career clarity, organizational career
support) can be developed and maintained through the career behaviors of networking, career exploration, and learning. From all of
these perspectives (also Spurk, Hirschi, & Dries, 2019; Wilhelm & Hirschi, 2019), CSM represents a process of resource management
where individuals need to build, maintain, and use a range of personal and environmental resources through engagement in various
proactive career behaviors (Strauss, Griffin, & Parker, 2012). Different recent studies (e.g., Blokker, Akkermans, Tims, Jansen, &
Khapova, 2019; Haenggli & Hirschi, 2020) have built on these models and generally found support for the importance of various career
competencies and resources for predicting different forms of career success.
In summary, there are a range of theoretical models with different perspectives on CSM. A commonality across these models is that
CSM is seen as a dynamic, self-directed, and proactive process which consists of several cognitive/attitudinal and behavioral factors.
The factors included in the models have some notable overlap: several models stress the importance of self-efficacy beliefs, goal setting,
career exploration, and networking. Yet, some key elements of CSM (e.g., boundary management, self-profiling, or career opportu
nities) are explicitly represented in some models but not in others. More importantly, different models of CSM differ meaningfully in
the type of framework that is proposed. On the one side of the spectrum are models which focus on the process of CSM and provide more
general frameworks to understand the emergence and effects of various CSM behaviors (Lent and Brown, 2013) or present more
general self-regulation processes involved in CSM (Greenhaus et al., 2010; Raabe et al., 2007) – but without specifying the more
specific cognitive factors and career behaviors that the most critical in CSM. On the other side are models which focus more on content
factors of CSM (i.e., models of career competencies and career resources) that identify specific cognitive and behavioral key factors in
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CSM but do not provide much theorizing on the process of CSM. Some models (King, 2004) lie somewhat in the middle of this spectrum
and link specific CSM behaviors to predictors and outcomes of these behaviors. Clearly, each of these theoretical approaches has
strengths and limitations. In a later part of this paper, we will aim to integrate the literature on CSM by presenting a model of CSM that
incorporates both content as well as process components. However, first, we will provide a more systematic review of the literatures on
career orientations and CSM.
3. Systematic literature review on career orientations and career self-management
3.1. Procedure
We used the Scopus database to identify papers published on career orientations and CSM with a series of specific search-terms (e.g.,
“career orientation*”; “career behavior*”; as of May 18th, 2020; see Appendix for details on the procedure). To manage the large
number of potential studies, we focused on three main criteria: First, following other reviews (Parker, Morgeson, & Johns, 2017), we
aimed to identify the most influential “classic” papers, as indicated by at least 100 citations in Scopus. Second, to sample recently
highly cited papers, we identified papers published within the last 10 years that received similar number of average yearly citations as
those identified in the previous step. Third, we focused on all papers published in the JVB to attain a comprehensive overview of
research published in this journal (details and full lists of reviewed papers are presented in the Appendix).
3.2. Systematic review results for career orientations
3.2.1. Most influential articles
From the 33 highly cited articles on career orientations that were included in our systematic review, (i.e., those with more than 100
citations), the most cited article was published in the Academy of Management Executive (Hall, 1996). The other articles were published
in the Journal of Organizational Behavior (7 articles), in Journal of Management (3 articles), Academy of Management Executive (2 articles,
including the aforementioned), one each in Academy of Management, Academy of Management Review, Human Relations, International
Journal of Management Reviews, Journal of International Business Studies, Journal of Occupational and Organizational Psychology, Journal of
World Business, and Work, Employment. Among the highly cited articles, 10 were published in the JVB. Thus, the JVB and the Journal of
Organizational Behavior are among the most influential outlets for research on career orientations (see Appendix-Table 1 for details).
A striking shared characteristic of the highly cited articles included in our systematic review was their theoretical focus. That is, the
majority of the highly cited articles were theory papers and/or literature reviews. These articles focused on conceptual and operational
refinement of protean and boundaryless career orientations. The other highly cited articles were quantitative empirical papers that
examined career orientations in a broader careers perspective. For example, both Eby, Butts, and Lockwood (2003) and De Vos and
Soens (2008) focused on boundaryless and protean career orientations as predictors of career success. All quantitative papers focused
exclusively on protean and/or boundaryless career orientations, with the exception of Gerber et al.’s (2009) article in which the
authors focused on independent and traditional career orientations. Interestingly, the highly cited articles on protean career orien
tations were predominantly published in the JVB, while the articles on boundaryless career orientations were predominately published
in other outlets.
In contrast to the “classic” highly cited papers, the more recent ones were predominately quantitative studies, followed by qual
itative reviews. No theory paper or qualitative study was among this set of papers. As was the case for the >100 citation papers, the
dominant outlets were the JVB and Journal of Organizational Behavior, which together published two-thirds of all papers in this list.
3.2.2. JVB articles on career orientations
3.2.2.1. Type of articles and study design. The reviewed studies on career orientations that were published in the JVB consisted of 27
articles, from which approximately half were cross-sectional quantitative studies. Notably, the much rarer multi-wave quantitative
studies were all published in the past six years, reflecting the general trend in organizational research to approach research questions
with more sophisticated methods. The majority of samples consisted of working adults or university students, were predominantly
Western, and were skewed towards Europe. Only one recent empirical study had used a cross-cultural sample with participants from
North America and Asia (Li, Ngo, & Cheung, 2019). This distribution of samples signals that the research on career orientations
published in the JVB is heavily based on Western samples (see Appendix-Table 5 for details), which is true for careers research more
generally (Akkermans & Kubasch, 2017).
3.2.2.2. Research topics. The majority of the empirical studies published in the JVB focused on outcomes of career orientations, while
only a minority focused solely on antecedents of career orientations. This shows that research on the antecedents of career orientations
has been lagging behind, which has also been noted by Hall et al. (2018). One explanation might be that until recently, researchers
have assumed career orientations to be relatively stable. Yet, this assumption has been challenged by more recent studies showing that
career orientations are malleable (e.g., Waters, Briscoe, Hall, & Wang, 2014). Another plausible explanation might be that career
orientations are often viewed as the starting point of the career self-management process, that is, career orientations are most often
examined as antecedents of career self-management behaviors and career outcomes.
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3.2.2.3. Antecedents of career orientations. Antecedents of career orientations can roughly be classified into three clusters: de
mographic, dispositional, and self-efficacy related. The first cluster includes factors such as education, gender, and age. For example,
highly educated workers and female workers tend to have stronger protean career orientations (Segers, Inceoglu, Vloeberghs, Bartram,
& Henderickx, 2008), and older and more tenured workers tend to have traditional career orientations (Gerber et al., 2009). However,
such demographic differences are generally negligible to small (Kostal & Wiernik, 2017). Interestingly, age showed a curvilinear
relation with ‘new’ career orientations: younger workers are increasingly more willing to be mobile and self-directed as their career
progresses, while older workers are increasingly more embedded and less flexible in their non-work situations (Kostal & Wiernik,
2017). The second cluster of dispositional antecedents includes factors such as proactive personality and big-five personality di
mensions. For instance, openness to experience and proactive personality tend to be positively related to the psychological components
of both protean and boundaryless career orientations (Briscoe et al., 2006; Uy et al., 2015; Wiernik & Kostal, 2019). The third cluster of
self-efficacy-related antecedents includes factors such as self-efficacy, core self-evaluations, or self-esteem, which all tend to be
positively related to ‘new’ career orientations (e.g., Herrmann, Hirschi, & Baruch, 2015; Steiner, Hirschi, & Wang, 2019). Notably, selfefficacy related variables have also been conceptualized as an outcome of career orientations (e.g., Waters et al., 2014).
3.2.2.4. Outcomes of career orientations. The outcomes of career orientations can roughly be classified into three clusters: career selfmanagement behavioral outcomes, career-related outcomes, and performance-related outcomes. The first cluster includes engagement
in different types of career self-management behaviors, which is generally assumed to be the most proximal outcome of career ori
entations. For example, workers with a stronger a protean career orientation are more likely to engage in networking, career planning
and exploration (De Vos & Soens, 2008; Herrmann et al., 2015), and workers with a boundaryless career orientation are more likely to
seek variety in their work experiences, and engage in networking and self-development behaviors (Sullivan & Arthur, 2006). Thus,
contemporary career orientations seem to foster career self-management behaviors.
The second cluster includes career-related outcomes, such as employability, mobility intentions and -behavior, and career success.
Several studies included in our review reported positive relations between new career orientations and job search behavior and/or
reemployment (e.g., Briscoe, Henagan, Burton, & Murphy, 2012; Waters et al., 2014), yet negative relations between traditional career
orientations and employability and mobility intentions (Gerber et al., 2009). Strikingly, however, both new and traditional career
orientations were related to higher career success (e.g., Briscoe et al., 2012; De Vos & Soens, 2008; Gerber et al., 2009; Herrmann et al.,
2015; Waters et al., 2014). The latter finding may signal that not the career orientation in itself determines people’s perceptions of
career success, but rather the fit between their career orientation and the reality of their career.
The third and final cluster includes performance-related outcomes, such as task performance, contextual performance, or pro
motions. Results of our systematic review indicate that results on the effects of career orientations on performance-related outcomes
are mixed. That is, independent career orientations tend to be associated with higher earnings, higher status, and more promotions
(Guan, Arthur, Khapova, Hall, & Lord, 2019) and, in insecure employment contexts specifically, with higher performance (Briscoe
et al., 2012). However, in traditional professional contexts, traditional career orientations tend to be associated with higher perfor
mance (Chan et al., 2012). This shows that we need more research to better understand how career orientations influence
performance-related outcomes in different working environments that may value these career orientations differently (Guan et al.,
2019).
3.3. Systematic review results for career self-management
3.3.1. Most influential articles
Our results showed that four articles on CSM with over 100 citations were published in the Journal of Organizational Behavior, three
each in JVB and Journal of Management, 2 each in Journal of Applied Psychology, Journal of Counseling Psychology, Journal of World
Business and Career Development International. This shows that the JVB is among the most influential outlets in this research domain and
that highly influential papers on CSM have been published in some of the leading organizational behavior and applied psychology
journals (see Appendix, Table 3 for details).
In terms of content, one notable result was that the highly cited papers contained a relatively high percentage of theory papers. This
suggests that empirical research has built upon some prominent theoretical perspectives to investigate CSM. These highly influential
theoretical frameworks include two papers based on the social cognitive career model which focus on the role of contextual supports
and barriers in career development (Lent, Brown, & Hackett, 2000) and on career self-management (Lent and Brown, 2013); Bridg
stock (2009) who presents a framework which stresses self-management and career building skills as a foundation for enhanced
employability among university graduates; Feldman and Ng (2007) who focus on how different types of career mobility and
embeddedness lead to objective and subjective career success; King’s (2004) model of career self-management which outlines core
components, predictors and outcomes of career self-management; and Brousseau, Driver, Eneroth, and Larsson (1996) who focus on
how organizations can adapt a pluralistic approach in their career management to better align with the increase in personal control
over career development among employees.
Apart from theoretical contributions, many highly cited papers were empirical, and mostly quantitative (see Appendix, Table 2 for
details). Examples include the paper by Strauss et al. (2012) which presented several studies on how the future work self can be a
motivating factor to engage in proactive career behaviors; Judge and Bretz (1994) who showed that political influence behaviors can
impact the attainment of career success; or Forret and Dougherty (2004) who showed that networking behaviors are important
predictors for career success, and that this effect might differ for men and women.
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Similar to the finding on papers on career orientations, recent highly cited papers on CSM were in a majority quantitative studies,
followed by qualitative reviews. However, there were also two theory papers and one qualitative study in this list. The JVB published
the largest share of these papers, and the other papers were distributed across different journals (see Appendix-Table 4 for full list).
3.3.2. JVB articles on CSM
3.3.2.1. Type of articles and study design. Among the 50 reviewed papers including a focus on CSM published in the JVB, a clear
majority were quantitative, only few were qualitative or qualitative reviews, and six were conceptual papers (see Appendix, Table 6 for
details). This reflects the main focus of the journal on quantitative studies but also shows that qualitative works, qualitative reviews,
and conceptual papers on the topic have sporadically been published. Notably rare were meta-analyses on CSM, as only one published
paper on CSM in the JVB was a meta-analysis, which looked at predictors and outcomes of job search self-efficacy from a socialcognitive lens (Kim, Kim, & Lee, 2019). The lack of meta-analytic studies on CSM more generally presumably stems from to the
complexity of the subject in terms of the many ways how CSM has been operationalized in quantitative papers (as also indicated by our
review results below).
In terms of study design, a majority of papers included predictors and outcomes of CSM while less than a third included only
predictors or only outcomes. Notably, only three interventions studies were published (Ogbuanya & Chukwuedo, 2017; Raabe et al.,
2007; Vuori, Törnroos, Ruokolainen, & Wallin, 2019). For example, Vuori et al. conducted a randomized field study to evaluate the
effectiveness of a resource-based group intervention among older employees. The results showed that engaging participants in ex
ercises focusing on career management self-efficacy, skills, work ability, and employability significantly improved their career
management preparedness. Among the quantitative papers, a bit more than half was cross sectional, and the others had between 2 and
4 waves of data collection. There was a trend in newer studies being more likely to have multiple waves of data. Yet, truly longitudinal
studies with three or more waves were still underrepresented. In fact, only four papers, focused on the more dynamic processes that
link CSM with outcomes, including feedback mechanism on CSM (e.g., Guan et al., 2017).
The samples examined in the papers were mostly working adults followed by university students. Only one paper each investigated
adolescents or unemployed adults. Most papers examined samples from North America or Europe with only a small minority having
participants from Oceania, Asia, or Africa. Only one paper had an explicit cross-cultural focus and sample (Claes & Ruiz-Quintanilla,
1998). This shows that CSM research published in JVB is still heavily dependent on Western samples and calls for more studies that
examine the nature, causes, and consequences of CSM in other cultural contexts.
3.3.2.2. Operationalization of CSM. The majority of papers focused on behavioral aspects of CSM, only about one quarter of the papers
focused only on attitudinal aspects of CSM, or investigated both behavioral and attitudinal components. This shows that research has
clearly taken a behavioral focus on CSM, which is consistent with most conceptualizations of the construct. In terms of CSM behaviors,
CSM was most frequently examined as a composite consisting of specific CSM behaviors, such as feedback seeking or planning (e.g.,
career engagement; Herrmann et al., 2015; career strategies, Weng & McElroy, 2010). Other frequently examined behaviors were
career planning, career exploration, networking, seeking social support, skill development, and job search. In terms of CSM attitudes, a
large majority of studies examined goal-related constructs, such as exploration goals, career insight, or goal clarity. Most studies also
measured CSM with some type of self-efficacy, for examples towards career exploration or decision-making. Finally, a considerable
minority of studies assessed CSM with some sort of outcome expectations, for example regarding career exploration or job search.

Fig. 1. Integrative summary of findings of the systematic literature review on career orientations and career self-management.
7

Journal of Vocational Behavior 126 (2021) 103505

A. Hirschi and J. Koen

In sum, this shows that the operationalization of CSM varies widely across studies, which makes generalizations across findings
difficult. Not only was CSM measured with a range of different behaviors and attitudinal variables, but studies also differed in a more
fundamental way, i.e., to what extent attitudes should be considered as part of CSM. This implies that the field of CSM is in need for
further conceptual refinement as to which factors should or should not be considered as core components of CSM.
3.3.2.3. Predictors and outcomes of CSM. Regarding predictors, a majority of the studies that included predictors of CSM examined
some type of personality trait as a predictor of CSM, for example, conscientiousness or proactivity. Another major set of examined
predictors represented environmental support or barriers, such as social support or perceived career barriers. A notable number of
studies also investigated work or career orientations as predictors, such as protean career orientation or work centrality. Others
included career identity or goals, work experiences, future time perspective, career adaptability, or self-efficacy as predictors of CSM.
The studies that examined outcomes of CSM often focused on employment outcomes, for example, job performance, perceived
employability, engagement in development behaviors, or receiving organizational career support. Many studies also examined career
decision outcomes such as career decidedness or clarity of future work self. Work attitudes, such as work engagement or affective
organizational commitment, were also frequently examined. Career success was a major outcome investigated with the majority of
respective studies focusing on subjective career success (e.g., career satisfaction) while only minority examined objective career
success (e.g., salary, promotions). Finally, a series of studies investigated psychological well-being as an outcome of CSM.
In sum, these results show that investigated predictors and outcomes of CSM represent a broad range of variables which highlights
the diverse insights into CSM that this literature has produced. The findings across these studies suggest that CSM is positively or
negatively affected by different personal and environmental resources and barriers, in which individual career orientations play a
central motivational role. In addition, CSM seems beneficial for a range of outcomes, ranging from employment, over career success, to
personal well-being.
Fig. 1 shows an overall summary of the findings from the systematic review on career orientations and career self-management. It
should be noted, however, that many studies included in the systematic review were cross-sectional or did only include two waves of
data. Hence, at this stage caution needs to be applied when labelling factors as “predictors” and “outcomes” as they should more
prudently be seen as established correlates of career orientations and different indicators of CSM, rather than true causal predictors or
outcomes.
4. Integration and future research
4.1. An integrative understanding of career orientations and career self-management
Our systematic review shows a strong conceptual overlap between career orientations and CSM, as well as an overlap in their
empirically investigated antecedents and outcomes (see Fig. 1). As such, we argue for an integrative framework of career orientations
and career self-management to further our understanding of the individual attitudes and behaviors that are important for self-directed
career development in a dynamic world of work. Important in this regard is that careers do not develop in a vacuum but result from a
dynamic interaction between person and environment (Hirschi & Dauwalder, 2015). An integrative understanding of career orien
tations and CSM thus needs to focus on the often reciprocal nature of personal attitudes/actions and environmental conditions/re
actions. Here, we propose that career orientations and CSM need to be integrated in a more dynamic framework that captures the
various cognitive, emotional, motivational, behavioral, and contextual factors identified in the presented systematic reviews of the
respective literatures. To derive such a dynamic framework, we conceptualize CSM as a form of self-regulation, which generally refers
to processes involved in attaining and maintaining goals, whereby goals are internally represented desired states (Vancouver & Day,
2005). By building on self-regulation theories (Bandura, 2001; Carver & Scheier, 1982; Frese & Zapf, 1994; Karoly, 1993; Lord,
Diefendorff, Schmidt, & Hall, 2010), we follow other researchers who have used similar self-regulation processes as a promising
perspective to understand self-directed career development (Greenhaus et al., 2010; Lent and Brown, 2013; Raabe et al., 2007).
An integrative self-regulatory framework is also useful to more clearly conceptualize the various relations that the literatures on
career orientations and CSM imply. First, from a conceptual perspective, our review has shown that both career orientations and CSM
are conceptualized as goal-related concepts. A key assumption in various CSM models (Greenhaus et al., 2010; King, 2004; Lent and
Brown, 2013; Raabe et al., 2007) is that individuals develop career goals, make career choices and plans, and engage in variety of
behaviors to attain individually valued aims. Similarly, the literatures on career orientations (Arthur, 2014; Hall et al., 2018) state that
career orientations affect the career choices and actions of individuals. Especially ‘new’ career orientations (i.e., protean, boun
daryless, independent, proactive) have a strong goal-oriented component, in that they induce individuals to proactively engage in
managing their careers to attain valued aims (Wiernik & Kostal, 2019). Second, from an empirical perspective, our review showed that
there is considerable overlap in the antecedents and outcomes of career orientations and CSM (see also Fig. 1). For example, research
presumes that both are largely predicted by similar antecedents (e.g., proactive personality and self-efficacy beliefs) and affect very
similar outcomes (e.g., career success and well-being). A self-regulatory framework seems particularly suitable to take into account the
strong action- and goal-directed conceptualizations of career orientations and CSM, as well as to integrate their diverse and over
lapping antecedents and outcomes identified in our review.
Additionally, an integrative self-regulatory framework can help to decipher the heterogenous conceptualizations and measure
ments of CSM. We have seen in our review that CSM clearly has a behavioral focus in most conceptualizations, but that it also entails
attitudinal (i.e., cognitive and motivational) components. It is thus important to clarify the respective relations of these two key facets
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within the more general CSM construct. From a self-regulation perspective, attitudes and behaviors are not on the same level and,
hence, should not simply represent interchangeable components of CSM. That is, in self-regulation theories (Bandura, 2001; Carver &
Scheier, 1982; Frese & Zapf, 1994; Karoly, 1993; Lord et al., 2010), attitudinal cognitive and motivational factors (e.g., decisionmaking, goal setting) typically proceed behavioral action – but the results of such actions can also lead to changes in attitudinal
factors (e.g., a change of goals). This notion corresponds to the social cognitive model of CSM (Lent and Brown, 2013), which con
ceptualizes attitudinal CSM components (i.e., self-efficacy beliefs, outcome expectations, and goals) as predictors of various CSM
behaviors. The outcomes of these behaviors can then in turn affect the attitudinal CSM components. Hence, instead of seeing CSM as
simply the sum of different behaviors and attitudes, a self-regulatory framework allows us to draw a more refined theoretical model of
the attitudinal and behavioral components of CSM and their interplay.
4.2. Towards a model of career self-regulation
4.2.1. Career self-management as a self-regulatory process
To address the above mentioned issues, we propose an integrative conceptual model of career self-regulation (Fig. 2). In this model
career progress is the result of a self-regulatory feedback cycle between individuals’ attitudes and behavioral actions, and the con
ditions and reactions of the social and organizational context. Within this model, we advocate the proposition that career orientations
may help individuals to engage in career self-management behaviors, while such behaviors can in turn shape and solidify individuals’
career orientations (see also Ibarra, 1999; Koen & Sijbom, 2020; Koen, Van Vianen, Klehe, & Zikic, 2016).
More precisely, we build on self-regulation frameworks (Bandura, 2001; Carver & Scheier, 1982; Frese & Zapf, 1994; Karoly, 1993;
Lord et al., 2010) which typically include four facets of self-regulation: (1) developing and selecting goals; (2) mapping the envi
ronment for goal-relevant information; (3) planning and executing goal-directed action; and (4) monitoring and processing of feedback
regarding goal progress. Applying this perspective to the results of our systematic review, we propose that career self-management is a
dynamic self-regulation process that includes attitudinal and behavioral aspects in four key phases (Fig. 2, Table 1): (1) goal setting and
development: this includes attitudes that reflect career decidedness, identity clarity, or having clear career plans, as well as career
decision-making behaviors, career goal selection and development; (2) information seeking: this includes self- and environmental
career exploration behaviors or seeking information, guidance, and advice on career opportunities from others; (3) execution of be
haviors: this encompasses a vast array of (proactive) career behaviors that can be applied to attain career goals (e.g., developing career
strategies, networking, skill development, seeking social support, or job search); and (4) monitoring and feedback processing: this
includes behaviors that aim to monitor career progress or obtain feedback on career progress. Viewing career self-management as a
self-regulatory process with these four phases allows us to integrate the different attitudinal (e.g., goal clarity) and behavioral (e.g.,
exploration, networking, job search) components of CSM into a coherent process framework.
Our proposed model also provides more clarity regarding the relation of career orientations and CSM. In line with Wiernik and

Fig. 2. Framework of career self-regulation which integrates career orientations and career self-management processes. Arrows from the box of
personal factors, environmental factors, and interventions indicate that they can affect all parts of the depicted process and are affected by the
process in return.
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Table 1
Linkages between different phases of CSM and career orientations.
CSM phases

Link with career orientations

Goal development and selection

Career orientations influence which goals people find more or less attractive in their careers. For example,
individuals with a protean career orientation might place a higher value on attaining meaningful work rather
than a high position.
Career orientations influence which type of resources, opportunities, and barriers individuals pay special
attention to. For example, individuals with a boundaryless orientation might place more emphasis on personal
employability and be less affected by organizational career development constraints.
Career orientations influence which action plans individuals derive and which specific CSM behaviors they
execute. For example, a self-directed career orientation might lead individuals to engage more in networking and
less in participating in organizational training programs.
Career orientations influence how individuals evaluate their actions and goal progress as well as in which way
they revise actions and goals based on feedback. For example, individuals with a boundaryless orientation might
evaluate not getting a desired promotion less negatively and more easily derive alternative ways outside the
current organization to attain the desired career progress.
Career orientations are shaped by the feedback that people receive/process regarding the effectiveness of their
actions to attain their career goals. This feedback can reinforce (or weaken) career orientations, if career
behaviors corresponding to career orientations are effective (or ineffective) for goal attainment.

Mapping resources, opportunities, and barriers
Developing action plans and engaging in
diverse CSM behaviors
Monitoring goal progress and revising goals,
plans, and actions

Kostal’s (2019) proposition that individuals who are predisposed to adopt a proactive career orientation are more likely to engage in
career self-management, our model views career orientations as a motivational factor that drives all facets of career self-management.
We base this assumption on the findings in our systematic review that career orientations can affect CSM in a range of ways, from
affecting career decisions to predicting engagement in different career behaviors. More precisely, we conceptualize career orientations
as a regulatory mechanism, guiding the attention of individuals towards specific aspects in their career self-regulation process (e.g.,
certain career goals, available resources, actions, or outcomes). From this perspective, career orientations represent a “mindset” or
“cognitive compass” that can motivate people to engage in certain career self-management behaviors, enhance or diminish their
willingness to engage in CSM, and affect the belief about the value of CSM. Additionally, career orientations act as a standard against
which feedback in CSM regarding goal progress and attainment is evaluated, serving to adjust self-regulatory processes if necessary
(Karoly, 1993). Depending on this evaluation, people might persist in their CSM goals and actions or change them to attain a better fit
with the standard set by their career orientations. Thus, our model conceptualizes career orientations as part of goal cognition, the
mental model by which goals are specified, evaluated, and organized (Karoly, 1993). As such, career orientations affect CSM because
they affect all phases of career self-regulation: goal setting, information seeking, execution of behavior, and feedback processing
(Table 1).
Importantly, our model of career self-regulation proposes a cyclical perspective on career self-management, in which career ori
entations do not only influence CSM but can also be affected by the outcomes of CSM (i.e., feedback). From a self-regulation
perspective, feedback processing can lead to a re-evaluation of standards and might lead individuals to pay attention to different
goals, actions, or desired outcomes, depending on the extent to which previous actions proved effective in attaining goals (Zacher &
Frese, 2018). Translated to career self-regulation, the feedback that people obtain regarding the effectiveness of their career selfmanagement behaviors − which are directed by certain career orientations− can in turn strengthen or weaken those career orienta
tions, depending on whether the behaviors produce desired effects or not. For example, if behavior motivated by a desire to be selfdirected (i.e., a protean orientation) leads to more career success, this could reinforce the protean career orientation because behavior
consistent with this orientation has produced desirable results. Conversely, if the same behavior fails to increase career success or even
produces negative effects (e.g., exhaustion), this could inhibit the protean career orientation.
On a similar note, career orientations may particularly affect CSM when individuals’ social and economic contexts and previous
experiences support their career orientations (Wiernik & Kostal, 2019). Our systematic review findings suggested that the effect of
career orientations depended on the extent to which the working environment valued these career orientations (cf. Guan et al., 2019).
As such, individuals may only develop ‘new’ career orientations in an organizational context where such orientations are supported.
Yet, after an occupational transition, they may find themselves in a context where their ‘new’ career orientations are constantly
challenged, or where their CSM behaviors are undervalued and do not result in the expected career progress. Such feedback and
socialization processes may, then, cause a decline in their new career orientations or an increase in their traditional career orientations
(see also Gerber et al., 2009). This assumption aligns well with the idea that career orientations are malleable, and might change over
time depending on the career experiences of individuals (Hall et al., 2018). Our model helps to more formally conceptualize how and
when such changes might happen and how they could be linked to CSM.
4.2.2. Antecedents in the model of career self-management
The proposed model of career self-regulation further allows to integrate the various antecedents of career orientations and CSM that
we have identified in our review: personal factors, environmental factors, and career interventions. We suggest that these factors affect
all self-regulatory phases of CSM, as well as the relation between career orientations and CSM. Based on the reviewed studies, we can
categorize the personal factors in terms of socio-demographics (e.g., gender, race, socio-economic status), career history and accu
mulated career/work experiences, available knowledge, skills, and abilities, dispositions (e.g., proactivity, openness), and career at
titudes (e.g., career self-efficacy, outcome expectations, career calling). These personal factors can directly or indirectly provide
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resources that facilitate CSM, or might pose hindrances that make attainment of career goals and execution of career behaviors more
challenging. For example, higher educated workers tend to have stronger ‘new’ career orientations, partly due to their skills, abilities
and resources to engage in CSM behaviors (Segers et al., 2010). However, a person’s career history can also lead to becoming more
embedded and less flexible (Guan et al., 2019) and thus exhibiting fewer career development behaviors (Ng & Feldman, 2012). In turn,
these resources and hindrances can promote and inhibit the endorsement of certain career orientations through self-regulatory
feedback loops, as outlined above(e.g., as when older workers exhibit fewer career development behaviors; Ng & Feldman, 2012).
In addition, we propose in our model that the environmental factors influencing career self-regulation need to be considered from a
multilevel perspective. These environmental factors include macro-, meso- and micro-level influences. The macro-level influences −
such as the cultural context, public policies, or gender norms – may affect the extent to which individuals develop certain career
orientations, and how they engage in the various CSM aspects (e.g., Kim, Fouad, & Lee, 2018). The meso-level influences – such as
organizational culture or HRM practices – may facilitate or inhibit the expression of career orientations and the extent to which
employees engage in CSM (e.g., Sturges, Conway, & Liefooghe, 2010) as well as the extent to which career orientations and/or CSM
may lead to desired career progress (e.g., Guan et al., 2019). The micro-level influences – such as emotional and practical support from
family, peers, supervisors, and work colleagues – can meaningfully affect individuals’ endorsement and enactment of various career
orientations and CSM, as well as personal attitudes towards work and career development (e.g., Feij, Whitely, Peiro, & Taris, 1995).
Finally, our framework includes the finding that career interventions can be used to purposefully and systematically change career
orientations and CSM goals and behaviors (e.g., Verbruggen & Sels, 2008), for example by helping clients to clarify values, career
goals, identify career resources and barriers, developing and implementing career strategies and behaviors, and evaluating and
processing feedback regarding their progress towards desired career goals (Hirschi, 2020). Building upon our multilevel view, we
argue that interventions should move beyond an individual focus to effectively promote career self-management. Given that we view
career self-management as a self-regulatory and cyclical process, we propose that the effectiveness of interventions may also depend on
the context in which individuals operate. For example, an intervention aimed at stimulating a ‘new’ career orientation may prove to be
less effective for workers who operate in a traditional professional context, even if the intervention succeeds in increasing that career
orientation. That is, the CSM arising from the new career orientation may fail to lead to career success or may even produce negative
effects in a traditional professional context, which then inhibits the new career orientation. Therefore, at the very least, interventions
should take the context into account in which people operate. An even better approach, however, would be to fully account for the
interplay between individual, social, and organizational context and address all levels in interventions (e.g., by helping participants to
leverage and increase family or supervisor support).
Finally, our model also includes the notion that the engagement in CSM can have an effect on the antecedents, that is, on the
personal and contextual factors. This view is consistent with a social-cognitive view on CSM (Lent and Brown, 2013), which implies
that the social and organizational context can affect behaviors while the outcomes of such behaviors may, in turn, affect personality
and contextual factors − to the extent that these factors are malleable. For example, CSM behaviors can affect contextual factors, such
as when networking results in increased social support (Baumeler, Johnston, Hirschi, & Spurk, 2018). In addition, even relatively
stable personality dispositions can be affected by work experiences (e.g., Roberts, Caspi, & Moffitt, 2003), which may result from CSM.
To summarize, the proposed model of career self-regulation views the process of career self-management as a self-regulatory and
cyclical process, in which an individual’s personal and contextual factors shape their career orientations and CSM behaviors and vice
versa. We have therewith presented a dynamic and integrative perspective on career orientations and CSM, which may guide future
research to advance the understanding of how people can achieve desirable career outcomes in today’s dynamic world or work.

Table 2
Summary of future research directions.
Career orientations and CSM as a self-regulatory process

Proactivity in career orientations and CSM

• Investigate the dynamics in career orientations and CSM (incl.
Feedback processes) with longitudinal study designs (i.e., repeated
measures of same variables)
• Examine potential downsides of different career orientations and
engagement in CSM, such as demands on executive functions and
exhaustion
• Examine career orientations and CSM as being motivated by
approach/promotion and avoidance/prevention regulatory focus

• Examine the role of proactive motivation (i.e., emotions, goals, and
agency beliefs) as predictors of CSM in addition to career orientations
• Examine how individuals might enact career orientations and use
CSM as a way to maintain the status quo and avoid negative career
outcomes (vs. initiating change and attaining positive outcomes)

Work-nonwork perspectives on career orientations and CSM

• Examine how nonwork factors and considerations (incl. Nonwork
goals, resources, and demands) affect career orientations and CSM

The role of context in career orientations and CSM

Interventions to promote career orientations and CSM

• Examine the interplay of individual and contextual factors in career
orientations and CSM (e.g., how contexts shape and are affected by
career orientations and CSM behaviors)
• Examine individual and contextual reasons why individuals fail to
engage in CSM

• Examine how career orientations and CSM behaviors can be
promoted by interventions and through which self-regulation pro
cesses (i.e., goals, motivation, strategy development, feedback pro
cessing) such effects occur
• Take a multilevel approach and examine how contextual factors (e.g.,
available organizational and social supports) affect intervention
effectiveness
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4.3. Future research directions
Based on the systematic review of the literature on career orientations and CSM and our proposed integrative framework of career
self-regulation, we see five important directions for future research (Table 2): (1) examining career orientations and CSM as a dynamic
and self-regulatory process; (2) unpacking the role of context in career self-regulation; (3) integrating the career orientations and CSM
literatures with the larger proactivity literature; (4) taking a work-nonwork perspective towards career orientations and CSM; and (5)
developing and testing interventions related to career orientations and CSM. Below, we will outline these directions for future research
in more detail.
4.3.1. Career orientations and CSM as a self-regulatory process
Our review showed that there are relatively few truly longitudinal studies that have looked at dynamics in career orientations and
CSM. Yet, studies with more than three waves and experience sampling methods are precisely what is needed in research on career
orientations and CSM to further unpack the self-regulatory and dynamic nature of the career self-management process. Such more
dynamic perspectives on CSM could be informed by research on self-regulation. Indeed, CSM can at its core be understood as an action
regulation process (Raabe et al., 2007; H. Zacher et al., 2016), that includes setting goals, exploring the environment, making plans and
executing behaviors, and monitoring and revising goals, strategies, and/or behaviors according to feedback. While several theoretical
models on CSM at least partially acknowledge such dynamics (Greenhaus et al., 2010; King, 2004; Lent and Brown, 2013), this view
has not been incorporated into empirical studies.
By adopting truly longitudinal designs, researchers could investigate if outcomes of CSM lead to changes in career orientations and
if such changes in career orientations predict subsequent CSM attitudes and behaviors. For example, research could examine how
processing feedback affects career orientations and subsequent CSM. That is, negative feedback on the effects of CSM behaviors might
negatively affect self-efficacy and motivation to engage in CSM (including negatively affecting CSM outcome expectations) which
could result in a reduction of the quantity and/or quality of CSM (Hu, Hood, & Creed, 2018) and reduced self-directed career ori
entations. Such instances could lead to a self-regulation failure where people prematurely disengage from valuable goals. Alterna
tively, people might stick with unattainable goals and engage in excessive goal pursuit and preservation, when they would need to
adapt goals and/or strategies in their CSM (Karoly, 1993). We would also expect a “Matthew” effect, where individuals with more
available resources engage in more CSM, which in turn further increases their resources and promotes subsequent CSM. However, a
self-regulation perspective also implies that there might be differences on the between and within-person level. On average, in
dividuals who achieve more success in their careers should be reinforced in their confidence and expected utility of CSM, leading to
more CSM in the future. However, on the within-person level, experiencing success may signal that goals are attained and action is no
longer necessary (Carver & Scheier, 1990), leading to a reduction in CSM. Examining such dynamics, as well as the personal and
environmental conditions under which people adequately process feedback in their CSM, seems an important avenue for future
research.
Taking a self-regulation perspective on career orientations and CSM would also be important to address potential downsides of new
career orientations and proactive CSM that have largely been overlooked in existing research. From this perspective, the enactment of
new career orientations and successful engagement in CSM requires meta-skills for self-regulation, including goal development and
goal setting in accordance with available opportunities and existing constraints, planning and execution of goal-directed behavior, and
monitoring and adequate feedback processing. Such processes rely heavily on executive functions as the basis for self-regulation, such
as working memory, cognitive flexibility, inhibitory control, relational or logical reasoning (Diamond, 2013). This has at least two
major implications. First, it suggests that not all people are equally well equipped to engage in career self-regulation: especially people
with less well-developed self-regulation capacities and executive functions would need targeted assistance in this process. Second, it
implies that there might be limits and downsides of career self-regulation. As a self-regulatory process that draws heavily on personal
resources, engagement in CSM could lead to exhaustion and represent yet another work demand that employees are expected to fulfill
in the current work environment (Hirschi, 2018; Kubicek, Paškvan, & Korunka, 2015; Prem, Ohly, Kubicek, & Korunka, 2017).
Engagement in CSM could thus have a curvilinear effect on (positive) outcomes, due to its resource demands. Future research could
address these issues by paying more attention to who is more or less able to self-regulate their career and for whom career selfregulation yield positive, but potentially also negative results.
Another promising avenue for research investigating career self-regulation is to draw on regulatory focus theory (Higgins, 1997),
which would allow to develop a more refined understanding of how individuals might differently approach CSM and what its effects
could be. According to regulatory focus theory, individuals differ in how they self-regulate behaviors: ‘promotion-focused’ individuals
focus on achieving desired aims by approach-oriented behaviors; ‘prevention-focused’ individuals focus on avoiding undesired out
comes by avoiding losses and making mistakes. While promotion- and prevention-focused individuals might both engage in CSM
behaviors, they may do so with very different motivations: promotion-focused individuals might aim at creating new career oppor
tunities, while prevention-focused individuals might aim at reducing uncertainty (Petrou, Demerouti, & Schaufeli, 2018). Moreover, a
promotion- vs. prevention focus might also lead to qualitatively different CSM behaviors. When faced with career challenges (e.g.,
organizational restructuring), promotion-focused individuals might engage in CSM that aims at exploring new opportunities, while
prevention-focused employees might engage in CSM behaviors that have worked in the past (e.g., more heavy work investment). As
these examples illustrate, examining career self-regulation by incorporating regulatory focus theory offers a range of promising av
enues for future research.
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4.3.2. The role of context in career orientations and CSM
Although scholars seem to agree that contextual variables play an important role in the process of career self-management, very few
studies have incorporated people’s social and organizational context. Yet, as we have argued in the model of career self-regulation,
career progress is the result of a dynamic interaction between person and environment (Hirschi & Dauwalder, 2015). We therefore
urge future research to examine the direct and reciprocal relations of individual- and contextual factors with career self-regulation. For
example, research could examine how career orientations affect CSM in different organizational contexts (see also Guan et al., 2019),
or how different organizational contexts promote or hinder career self-regulation and/or moderate its effects on career outcomes
(Bagdadli & Gianecchini, 2019). Similarly, research could incorporate the role of job insecurity − one of the most important psy
chosocial hazards in contemporary careers (De Witte, Vander Elst, & De Cuyper, 2015; Schaufeli, 2016) − and examine whether job
insecurity may boost (i.e., a challenge) or inhibit (i.e., a hindrance) career self-regulation (De Cuyper, Van Hootegem, Smet, Houben, &
De Witte, 2019). The latter may be especially troublesome given the importance of career self-regulation for finding new employment
(e.g., Waters et al., 2014) and for mitigating feelings of insecurity and career dissatisfaction (Koen and Parker, in press).
In extension of this point, research could pay more attention to individual- and contextual reasons why people fail to engage in
career self-regulation in the first place. This could be informed by recent theoretical considerations on career inaction, the failure to act
sufficiently over some period of time on a desired change in one’s career (Verbruggen & De Vos, 2019). According to this theoretical
reasoning, such failures to proactively change one’s career might result from internal, personal factors – such as insufficiently crys
tallized career alternatives – as well as from external, contextual factors – such as the degree of embeddedness in- and off the current
job, and social norms of staying in the current job/career (Verbruggen & De Vos, 2019). In fact, the need to engage in CSM in changing
career contexts may in itself inhibit CSM. That is, according to conservation of resources theory (Hobfoll, 1989, 2001), the context can
determine the extent to which people are able to draw on their resources. Workers in changing career contexts, then, may need their
resources to cope with feelings of insecurity and change, which leaves less resources to engage in CSM. Put differently, the changing
context that calls for career self-regulation may paradoxically also obstruct people’s ability to engage in CSM. Again, this notion points
towards a dynamic interplay between context, career orientations, and CSM.
4.3.3. Proactivity in career orientations and CSM
Because CSM is typically seen as a form of proactive behavior, the career orientations and CSM literatures could benefit from a more
substantive integration with the larger proactivity literature. Indeed, CSM can be conceptualized as a form of proactive career
behavior, which shows similarities but also important differences to other types of proactive behaviors, such as proactive work be
haviors or proactive strategic behaviors (Parker & Collins, 2010). As our review showed, several studies examined proactive per
sonality as an antecedent to new career orientations and CSM. However, research would benefit from going beyond this specific
antecedent and integrate multiple predictors for proactive behaviors in their studies to obtain a more comprehensive understanding of
what promotes people to be more or less active in CSM. For example, studies could focus on the role of emotions, goals, and agency
beliefs as motivational predictors for proactivity (Parker et al., 2010). Within such a framework, career orientations can be seen as a
“reason to” motivational factor, which should, combined with “can do” (e.g., self-efficacy beliefs) and “energized to” (e.g., positive
emotions) motivational states, lead to more CSM behaviors. Examining joint as well as unique effects of different antecedents of
proactive career behaviors, including proactive motivational states, would open up the possibility to examine within-person fluctu
ations in motivational factors and how they relate to within-person changes in CSM (Hirschi, Lee, Porfeli, & Vondracek, 2013).
Emerging research on this issue showed, for example, that fluctuations in perceived social support and positive emotions promoted
more weekly CSM among students. However, variables that had established positive effects on the between level (e.g., self-efficacy) did
have no effect on the within level (Hirschi & Freund, 2014).
Apart from a one-sided view on CSM as a proactive behavior, research could also pay more attention to the possibility that CSM
could be aimed at maintaining the status quo (vs. initiating change) or at avoiding negative career outcomes (vs. attaining positive
outcomes). Here, research on CSM could benefit from recent developments in job crafting and job search research. That is, in line with
the above described promotion and prevention foci (Higgins, 1997), research on job crafting showed that approach crafting (which
aims at role expansion and social expansion) had more positive effects on performance, engagement, and strain than avoidance
crafting (which aims at work-role reduction and withdrawal) (Bruning & Campion, 2018; Zhang & Parker, 2019). Likewise, the job
search literature has recently distinguished between approach motives (i.e., when individuals seek advancement or growth via higher
level positions) and avoidance motive (i.e., when individuals seek escape the current work situation; Zimmerman, Boswell, Shipp,
Dunford, & Boudreau, 2012). While both may initially lead to similar job search behavior, approach motives may result in higher
quality job search because it helps job seekers to evaluate failures during the job search process in a positive, learning-oriented way
(Van Hooft, Wanberg, & van Hoye, 2013).
Thus, evaluation or feedback processing seems to be the crucial element that ties together the outcomes of successful (proactive)
career behaviors. As such, we believe that attention to the factors that can facilitate or impede the use of feedback can greatly
contribute to the understanding of career self-regulation. For example, individual differences such as optimism, internal attribution,
and controllability may benefit self-regulation in general and feedback processing in particular, although it should be noted that such
effects may be curvilinear because people with, for example, extreme optimism may not recognize their limits or may persist for too
long (Van Hooft et al., 2013). We believe that this notion again underlines the essential role of studying individual actions in context,
and shows how important it is for future research to examine the gain- and loss spirals associated with the role of resources in suc
cessful career self-regulation.
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4.3.4. Work-nonwork perspectives on career orientations and CSM
Another promising line for future research is to approach career orientations and CSM from a work-nonwork perspective. As
highlighted by Greenhaus and Kossek (2014), a contemporary understanding of career development necessitates that the close
connection between work and nonwork life domains is taken into account. Yet, as our review showed, very little research on career
orientations and CSM has adopted such a work-nonwork perspective. This is somewhat surprising given that a focus on the “whole self”
vs. the “work self” is a key feature of a protean career orientation (Hall & Moss, 1998) and work-nonwork boundary management is
often mentioned as a key component of CSM (King, 2004).
Addressing this issue is timely and important as an increasing number of people face the challenge to combine work and nonwork
life roles due to shifting gender roles and technological advancements (Greenhaus & Kossek, 2014). Emerging research moreover
suggests that engagement in specific types of leisure activities (Kelly, Strauss, Arnold, & Stride, 2020) and actively considering
nonwork roles relative to career (Hirschi, Steiner, Burmeister, & Johnston, 2020) are important components to develop a sustainable
career, which is characterized by productivity, health, and happiness in the long run (De Vos, Van der Heijden, & Akkermans, 2020).
Moreover, people with stronger protean career orientations tend to show stronger concerns for having time for nonwork involvements,
which aligns with the assumption that contemporary careers are driven by personal values (Hall, Kossek, Briscoe, Pichler, & Lee,
2013). Importantly, such concerns for nonwork involvements do not imply that workers deem their work or career less important;
rather, their view of what constitutes a successful career incorporates both work- and nonwork elements (Gerber et al., 2009). Future
research should thus pay attention to the increasing importance of nonwork elements in career self-regulation, for example, how
people set career goals under consideration of nonwork goals, draw on nonwork resources and deal with nonwork demands to promote
their careers, develop career strategies that take nonwork roles into account, and monitor and process feedback that stems from events
and outcomes that occur in nonwork roles.
4.3.5. Interventions to promote career orientations and CSM
Our review showed that there are no or relatively few intervention studies in the career orientations and CSM literatures,
respectively. Most interventions studies in the careers literature focus on other − attitudinal− career outcomes, such as career maturity,
decision-making self-efficacy, or career decidedness (Whiston, Li, Goodrich Mitts, & Wright, 2017). The herein identified CSM
intervention studies also had a strong (albeit not exclusive) focus on individual attitudinal components, such as career self-efficacy, job
search intentions, goal commitment, or self-directed attitude (Ogbuanya & Chukwuedo, 2017; Raabe et al., 2007; Verbruggen & Sels,
2008; Vuori et al., 2019). Yet, there are few intervention studies focusing on behavioral components of CSM, such as networking or
career exploration (e.g., Behrens & Nauta, 2014; Koen, Klehe, & Van Vianen, 2012; Spurk, Kauffeld, Barthauer, & Heinemann, 2015)
or more general career behaviors (e.g., Akkermans, Brenninkmeijer, Schaufeli, & Blonk, 2015; Kossek, Roberts, Fisher, & Demarr,
1998).
The literature would clearly benefit from more carefully conducted intervention studies that aim directly at enhancing career
orientations and different CSM behaviors. Such studies could also be used to gain a more thorough theoretical and practical under
standing of how and when career orientations and CSM behaviors affect career outcomes, with the added value of unpacking the
causality and direction of the relation between career orientations and CSM − provided that they employ an experimental design. One
intervention approach that would integrate career orientations and CSM, could be to target a change in career orientations as the
motivational foundation that can trigger subsequent CSM behaviors. Potentially, developing such interventions could be informed by
interventions that aimed at promoting a proactive, self-directed mindset among participants, for example, by setting challenging goals,
active information seeking, adequate and flexible planning and execution, and active feedback seeking (Campos et al., 2017) or by
developing a clear and attractive vision of one’s professional future (Strauss & Parker, 2018). However, as noted earlier, interventions
should take a multilevel approach that follows our proposed model. This means that to increase effectiveness, interventions should
address not only individual factors, but also social and organizational context and support. We presume that such interventions can
provide psychological (e.g., goal clarity, confidence) and contextual resources (e.g., family and supervisor support) to participants.
This should, in turn, increase the willingness of intervention participants to engage in CSM, as CSM is more likely to occur if individuals
believe in the relevance and personal capability to engage in CSM behaviors (Lent and Brown, 2013). We would thus propose that
interventions are especially important for people with low personal and/or contextual resources, as they might benefit the most from a
boost in resources that interventions can provide.
5. Conclusion
In this systematic review of the literature on career orientations and career self-management, we have taken stock of contents and
processes of career self-management in contemporary careers. The results of the systematic review indicated that the interplay be
tween career orientations and career self-management is often implied, while it has remained unclear how these two concepts are
related. We have therefore advanced a dynamic and cyclical model of career self-regulation that integrates the literature on career
orientations with that of career self-management. This model suggests that researchers and practitioners should simultaneously
stimulate people’s career orientations and career self-management behaviors, all while taking into account the reality of their social
and organizational context. It is our hope that this model may serve to guide future research and advance our understanding of career
development and -progress in today’s world of work.
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