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SR

® B

(HEPATT o K TR BEERE, JE3T, 100070)

LRIV, SRR A JEE ) (protean career orientation, PCO ) XJH & JE AA EE G E L, EGRCNBOD A ERS

RUEE U -G
48 PCO &L L 5 HADAR CHE S AT DRI AOSEGE [, X HAh

MBEEATT L, PCO & NSE A X B A= FEEAT I A28 DR S B0 e i) — ] o AR RS
WAL SR SR RFAECRIEAT T 4R, IR, BN SHTRTSE

AR, XS AERIBIETE T AT THF, DAIXTIBOY AR EE Us A RIF e 5 SRR AR 1 R B

SN AP Gy A LR

205 A4S HORESUPGER R, 4
F L RS R T 2 Al UL ARk, S 3]
AYHRMY & Jre e A5 ok s B T gh v, Ny TR
ok bk BoA Z R0 (Baruch, 2006 ) o Ak, M B
TABEEME, SRR T E &R RN B 57
BIBMI 14, AT A BRI SRR
F0) A 2y BRI i 2 >k SE AR 3B 5K (Kinnie &
Swart, 2012 ) . Hall 7£ 1976 4EFSe4R H T S A8
AU (protean career ) AR A TEER MY A= JE A& S rh
SR A m M, mIRA I, RE SRR A
T2 DA R kAR 7R X ROl AR TS
A2 (Hall, 2004 ), {HRAR/D M AR B0 K
PRV AT E ELAG 0 ) A8 M D A= T Hhize e 3
AR [ C RS T, EE R R A
JERL AT HARTS B 82 (Inkson, 2006) o 4 T K
X — A, Briscoe il Hall (2006 ) #H T 5781
MPAEJERE R ( protean career orientation, PCO ) Rffiif
ATHE S4B PR H BT 2R 00 F =B e )

PCO 42 A UA B T B AE 4 4 Bl A 55
PG T A ) T 3 s Y A A TR
B, M HLE B RS 8 s Ry ] Ok B2 1 R Tk R
T 1 MR AL B0 T IS T A L AU A A H 2
B 1A % T HL2: (Briscoe & Hall, 2006; Direnzo,

Greenhaus, & Weer, 2015 ) . AN SCFHRRHFELL T [A),
WARIA AL, SRS E R W 1) .
— TR b, PCO 5 HABHRY AR TSRk i AH
KA TRz AL, AN -, HAERE
M RENS R HER M S WAL A ;. — 2 AERT L,
MAFIFEEA RZ R B Z XA PCO 435114
M DURFERICE |, PCO 4034t 5t T AgHRY A,
IR TAEZSEE = AT AR RE

2

2.1 GBI W B e

PCO A 1Y 2> NG i [ 3 4 R A U
R S B 32 08 HR b 8 2y 1 — i 7] ( Briscoe & Hall,
2006; Direnzo et al., 2015 ) . WA [k, PCO H
A AT S M (self-directed ) FHH{EWLIR S (values-
driven ) X J&M: ( Briscoe & Hall, 2006 ) . HFk 5
AR AE A 7 AR R PO T80T B ke
W, X HRE & e A T A FRAT BT A & S At A
s AURIME R . R, AR AR RS At
WHENRER Bl R AE AR 2 B iE sk A O =
Hin, WA ZH sz 48U 25 hin T4~ A9
H{EWM, ( Briscoe & Hall, 2006; Cabrera, 2009 ) , Rij#
SRV T AMARZER AR R R AR T F AT,
Je BRI T MR N AE M EDULAE B e 45 v A E 22
P, FRATAT DA G i P T s e
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2.2 FHCAE R BT
221 Gy A IES ) A HRY A TE RE )

Sy BNV AR R Hall (1976 ) MR AEAHEfh
5 H T Proteus (RS2 HY . Hall $2 1 55 A8 R
A TSR AT B A R T A AT BRAL R, 7F
IR, MAZESEN TIERE . Bl T4E
ST T A4S TP 250 (Hall, 1976, 2002) . PCO HEi27E
PEIERE A RS, FEESRIESR Z) A B AR
(R A B 2 R AR e 2R S B ] R A
ARE O 8 51~ A5 ( Briscoe & Hall, 2006;
Direnzo et al., 2015 ) . HAIMH, 2P0 AEER—
DRIENSIE S, BT 2Ekfb ., SEF R I RER
P ZEIRS T Al & R IS5 Y75 1L ( Lips-
Wiersma & Hall, 2007 ) , 1fij PCO 1E 4 5 A8 B A= i
R AR THER, SRR 2, 38
Ve Z O AR T RIS T A BB A A,
117 55 2R Bp AR TERR 1A & W2 i) PCO, iR
FZ AL ERE (Baruch, 2004 ) o
2.2.2 HyBHRAD A ERE 1) 5 e SHHRY A= B E 0]

A WO AR JE 5T v, 0 ik RO AR T A )

( boundaryless career orientation, BCO ) J&— >4 %

5 PCO KA TRIERIMES ( Gubler, Arnold, & Coombs,
2014) o MHEASATIN 7, X PARRER Y AR T2 1] 2
H—E WA, P AR R R e 2 AN R T
TAC, HE R S Y 3B ot A 20 B
B ER, BP A e (Hall, 2004 )

W Z A fE— 222 5% % —, PCOSRM
R AN A L HR D A T AT 1 3 A B A — A )

( Enache, Sallan, Simo, & Fernandez, 2011 ) , i BCO

SERIAM R OB SR FAESh (TR Rk, BT
7 , 2015; Briscoe, Hall, & DeMuth, 2006; Enache et al.,
2011) o 55—, P4 PCO HIAARLERRY AR T il
Tl RreeeE ) . ARTE T ORI T AR B
T, MIHLZ T, i BCO FAMAII 24k T1E
A ETHERSEI A IR T (Briscoe & Hall,
2006) o #=, #H PCO B MES—E L 4
A, TR — R IR R AT DU AE T A —A
AP, A BCO BRSO Pl ak B 14
SRS A ( Briscoe & Hall, 2006 )

3

3.1 WHF4ith
Briscoe 5§ (2006 ) FF & T XA F PCO & 5%,

mRPAFE 1440 %E, Kb s KHENEARS
] PCO, flan, “fe#e, FAKEE A CRMESNFR IR
kR, HAGERECH 81; 6 M HIEMEW
UKzl PCO, filhn, “WRAsw LTS H R M
R F, RSEFEACHREM” , HAGE R
.69, JEEEAT I PCO MY SCIEME 5T RARRH T it
7% (Z2H0, R, 253040, 2017; De Vos & Soens,
2008; Okurame & Fabunmi, 2014; Rahim & Zainal,
2015; Supeli & Creed, 2016; Volmer & Spurk, 2011 ) .,

SR, ZERAME SRR, —PEEW
AR MEIEK 2 PCO L& T A 38 517 PCO
MY, T B8O A2 FEME LI B H X 7Tk, f71]
41, De Bruin 11 Buchner (2010 ) A1l Enache, Gonzalez,
Castillo A1 Lordan (2012 ) X Briscoe %5 (2006 ) JF %
MIRLH 454 PCO T3RiHAT TR, 45 WniE
MK B PCO HFH 1 6 425 H 0] Lhitt—254k 43 i
AAEAEAECBRIE . — s M A RS A
FANG k1S, G, “FAREF RS AL,
AR F eIk TR, M40
[t S 1A (ERBKEh PCO Al 3% 511 PCO 15
T3 T AMAXT BT TR AZ R B A TR,
fin, A FIESR AT R ED AT I
KRESEEH O RAT |, XEWRE M EIKS) PCO
MRS TR ARG &
32 BT

N T R4 Briscoe 25 (2006 ) HIXUAT-45#4 PCO
HRMA B Z AL, Baruch (2014) XfiZmRiHIT T
BT LR, B, #id5 528 Pl A T 1n) 42
tH 3 Hall S HRIF s, il r—R
Yfiehs sk PCO HEEA R4 H . Ik, BT %
o BRI DL SRR B T FEASTT R i Ak
Rzt R A BRSO o e 28 T — B4R H R
SR, M TFHF PCO mFRIF L LM, HAEAR
ARTEEE . AT = HLUZREEAS {5 RIS
JERAA AR S A T S — 2D A5

4

PCO & M\ BRI AR AATE H 25 248 Y HR
A IREE T A FRID R, 222 B
FIVE BT 7 IR 2 520
4.1 MERE
411 NOG#HEE

PG, Y HERES A OS2 g
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23X PCO J= A5 . 41141 Hui, Chan F1 Ahmed( 2016 )
KA 1 b B S A 5 A PCO, {H Okurame Al
Fabunmi (2014 ) FEAEYSCALTE 50 H W) & SPE 51T
AR PCO, FEARRY S PCO MYC R I,
SERFEEAEGWA PCO, JLHEM LK 3 PCO
( Segers, Inceoglu, Vloeberghs, Bartram, & Henderickx,
2008; Lin, 2015) , X AR, KEHRIA TAEZLR
A TSR R A AT B A A S
MR, A T2 Tk S B O A AR
—EAHL . (HETE AR PCO I, FRFLE
FAR TR (Segers et al, 2008 ) , X & [F N4FE4%
A T ] THE e 3R 2R A B s
I AT AT B R KR A F 0 PCO, 1EZLH
JETTTE, TR K MR A A e R A B
M HIREIRE Sy, P A D P B mi i H 3 510
PCO ( Cakmak-Otluoglu, 2012; Segers et al., 2008 ) ,
TTZCE 7KPAR A AT Ay BRI 3 O AN ER
IO A, FEAE BAT B K- m A (WL AKX 3l
PCO ( Segers et al., 2008 ) . MNEAMG KR, &
AT ) T A B R AR 4R 7R BN DL G278 B )
PCO Ji=HEmVER, k= LIRS LA R 43 B AN [
N GEiT2AR 6 PCO 38 B
412 FHhEAME

F 3 A (proactive personality ) JEF8 AR
W BT ARSI MF AR —Fiin] ( Bateman &
Crant, 1993) . B8R, F3hPE ARG L HL
MPE REXT PCO F=H: [a]4%5200 ( Creed, Macpherson,
& Hood, 2011) o 33X K BA B T3 A& Y
AN TR AR R I FRATBRAY NS, fbfT2s
.0 B AL R AT REYE, JF HaxEhitm
H SR IO e RE, XSS FE REA N RES
PErm AR RS e, T HA REE— 2D A B AT
B E B s T, OF B THlA TR T A 321
PEFERIRE Lo
4.1.3 TAEHA

T AEHU W (work orientation ) J& 48 AKX} T4E
TE A 3% v i R A /E D B — Fh {5 & ( Wirzesniewski,
1999 ) , GEAL S =R Al e
Al A ELm) . Park Al Rothwell (2009 ) #£5% T = fil
TAEHIXF PCO HsEm, &30 A a4
() PCO A W5, RIS MK A C i TR
N T MRS RAR. Boh T IE A G s —Fh
AR, AT A A TR R A,

F O %55 I8 38X 6y TAE, Park (2009) #—2
5T T A B et [ 30 PCO M5, & B fdify
B s st B 7R A 2 1Y IE
42 MEHNR
421 LR R

2l 227 > 45 ] ( organizational learning climate )
JE AR A 25 A R 2R ) [ — Fh A 5% (Parka &
Rothwell, 2009 ) . Park Fll Rothwell (2009 ) #1i] T
2p ) R U 22 2] SR B PCO F=AE B2, F5R
R, BIR2EFEFIXT PCO WA BN, HES
B AAC TR XT PCO 7= A i 3 BRI, iX
SR Rt 2 23BN AR B B L2 F
20, TR T AMAA REIEE 5 B A= T
Park (2009) i#E—H5E 1 24H812% 2 BT B 3R T
1] PCO X —4ERE (52, &I MAFIZ 42 Hif 2
)T B IS PCO ARG 3 IEAH G,
422 $hoe3EE

#1237 F5( social support )JEFERIFET4HELY, B9
IS5 45 . 5 Bh5% . Okurame F1 Fabunmi ( 2014 )
RIRALUR BRI S rseah . [R5 4t
233 Fp0 B 3RS A EDIIK S PCO 35 H A7 1E ]
SO, 3R KR IR SRR AT RE S R MR ML 22
D AR, AT IS A H A E, TS
Bt B A (AR 3 PCO, RIS, 38837 R 2
RN FEE R, G AR R Z Rl AL
o, PRI E A O BN E AL, dEmERE T H 3R
5\ PCO ( Okurame & Fabunmi, 2014 )
423 toscth

AR 5T, AR PCO K8
SEM—ERNZER SEARESCHLL, MATFE
6 5T B MRS TSR [ S M ER AR R, BT
PIAEAE 904 3 m K1) PCO; i X F AR 32 L3¢
A pl DR NI X NEA T RS o 3N S|
BUNESZ, HAZRR R 5 AR5 kA th =6,
SR A LR R £5 (Kagitgibasi, 1997)
IR H 2R B9 PCO AHXT#4IK ( De Bruin & Buchner,
2010) .

5
eSO A, PCO RN £ BN
e, AU AT T A A B R B

W AEPEP RS, T EL 2 AL LS AT
TAEP RS BRI A .
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5.1 XML IR

O Ay ( career success ) A45 2 WA LRI
IR, FHOY B 58T HH ARG,
T =5 U8R s 2 W) Sk s AR O A A S
s PEAY, ik & R HAR% (Arthur, Khapova, &
Wilderom, 2005) o LAfEAFSY ELART T PCO 5 &
SRHY B2 22 (8] 4 5 2 ( Volmer & Spurk, 2011 )
(ENTSRNE S SENEE-S NN B e P = NP
( Gasteiger & Briscoe, 2007 ) o HRMb i & B ( career
satisfaction ) Fll 0> 3 52 & /& ( psychological well-
being ) & LA AfF 7 £ 2 =5 LRV 18 2 %) 5 DL 48 A
( Ng, Eby, Sorensen, & Feldman, 2005 ) .
5.1.1 B

HET, AT PCO FIHR i 5 22 8] () 56
RIAFEA—ZIN, FA5EIAH PCO A B T
PGS, RPN PCO 2 AR
A O R THRD R, £56 A CANMEIRE A
(HRE RS Zh A sz EHL 8D ( De Vos & Soens,
2008; Herrmann, Hirschi, & Baruch, 2015) . ifiiiA- PCO
FHR R Z A EAE SR 0] SC RIS F 2R TAR
BRHA AR, Z T AR PCO 23t TR HAL
BELG B TR AT R R ZEGE R R AT
WP AR, 2RIV RG240 K 1% 2 i A
IRRT, TCIRAER AR RERERE RIS & A A
AYHRME. ( Supeli & Creed, 2016; Volmer & Spurk, 2011 ) .,
5.1.2 OHISEARE

OHLE AR RS A & A A B iTERE, 1A
3[R, MRS —FheEfmEk Cakpd , ot
2007 ) o DAMERFSERR T, BARE PCO MMAZ T
AR Hr A0 33 = A o 2 DR A AT T A HR
AP LRI IR R AR R E LR ( Volmer &
Spurk, 2011) . Ak, HTHER PCO MMAREIE T
Ui Hiu 7 % R3S 125 4E ( DiRenzo, 2010) , X2
FHBA A COBESEREE (Rahim & Zainal, 2015)
5.2 X TAEEEE S0
52.1 LUK

ZH 4747 (organizational commitment ) J&2H 41 E
AR Z Al —FLOBERRAS, RBAE R WA AT 2T g
A BRI S B TR S0 1) E MR (Meyer &
Allen, 1991) . PIFEAIFEINN PCO 5 H LUK Z [H]
FEAEAA ) B J2 Il PCO i B9 A S s SR AR R
APERR AT, AT YGRS ] O
RE L FE I S 1 138 2 IR Z (Supeli &

Creed, 2016) . #R1Mi, WA #HINN PCO &=y~ 14&
FERAN BN AL [ S BP AR E SR, &
AR BRI (25805 | 2017; Cakmak-Otluoglu,
2012) o 4nfrfil: PCO A MAON T 2R L 217 A = 1Y)
R IR A T2 AT A A — A R R
5.2.2 BRI

BRI (intention to quit ) LB TAMALEZED) T
TAERY IR 7= A R B B Sk DA R SR A T A
i, AR PCO AN, AHLL T HEA LG AEREE
M, 588 PCO AMAE S m ML At £, A
et ) T 3 S AR G380 TAESREE, EERM
R ACER AR ZR AT A (Shen & Hall, 2009 )
AT Ay B Rt 25%5 5 ( Supeli & Creed, 2016)

6

PCO [ MR LA X Bl A ATk ) i 5 7
A TR, E T I X U A SCRREA T e B
MIEBGAAAELL F A Z AL, T B e AR TR AN

B —, JR4¥ Briscoe F1 Hall [ XX T PCO 152
TEATIZHAAT, (R 2= 6 3RS A
WLIK By 3 A2 B R 43 i AFAE S5 i, Arnold il
Cohen (2008 ) YA EMIK S A EHRE A A
WOV PR H EAL, A P RE S T Al AT R
JE SO ATy W A, SR Baruch (2014) #4
THHETF PCO, —EfEE FFdaX A5, (A
TE RS FEHES RS, AT
RARSERAIRER PCO BIME S LA S N

5, BUA Y PCO i i e il = 5 SCA A
PR, BRIk s i ORI T ST A,
22BNV 5 T IR s2 ), il
JKEFINT E H 3B 5K 4 (Baruch, 2014 ) , 4R, 7&
AFISCAEH, PCO FEAT R B RAF N A T 25 5 .
B, fELMEZR A ERHE, AMTRERE
AR, HOINE HEA A LR AZ (Kagitgibasi,
1997) , AR & T ETFFRER PCO M5 A W
BIF R E 2T SRR

=, I BRI AR I S5 AN T T %
PCO MR R ZE AT THRE, (HX TR R %
FIPCO Z 0] )56 R b e = TR A I GE . —
T, ASRMFFE AT IR AFR I A — P X PCO F]BEMF
SR ZFPsem, 40, Baruch (2014) 481 SCik A
FAMUL EHEZAMAR) PCO K, T Hab 2 T4
PCO 585 A2 C R, H—JrH, Akdin]
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PAMAMAFIR S 128 AR R P X PCO 1Y
SEE AR, AR = AT AR R A AH OGS .

S0, AR RZRET PCO MAMEIZ T,
B N B2 THARTT PCO B P AR 5% mi ., © A W
5% & B PCO 234 51 T/ B UK 1] ( Shen & Hall,
2009) o BT SR SIGMALUN A, X2
PRI Ay 2 40— T e 2 4 ) A B 2 4 LA B AT
ANA, 55— B TR O FR AR SR AN IR 25
B, PRARSMNSA, P, AP A] L AT R
15 PCO MMM R HA B S SRR TR, ik
BT AR LR TR AR

S, BAMIRRZ REE T, R /Dbt
FEIFIR NN AR 2% 1 PCO FIry= AR B2, i,
Supeli 1 Creed (2016 ) 73 P-4~ [H] B & | PCO
S XAR 2 [ ESHT R 928 fk, 9558 F, PCO
SE— ARG ] LARHE B R AR AL A &, KR ACHER
Yl A Tl pe s HAREUE) PCO, R bl % B [E] Fn
MUSEHATEE , A28 AE L) T Z P, PCO 1Y
FREER 2R PRL, ARBFSENIZR G BT
ik, BRI PCO REATIAAR A ™= A 1 sl A5
it , DL K PCO MR ALAEA [RIBT B I™ AE A

2R, OCRERE L ZEEN . (2017). ZHELANAT R 51 55 AR AP I rh AR 25 - A
HENEHAGIORA . FEA T FEWTFL . 1, 66-T3.
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Protean Career Orientation: Review and Prospect

Gao Zhonghua, Ma Fangfei, Tan Jin

(College of Business Administration, Capital University of Economics and Business, Beijing, 100070)

Abstract In the current professional environment, there are many unforeseen changes because of wider economic, societal, and technological
developments. Moreover, the changing nature of both work and people’s attitude has driven an academic need to understand the connection between
employees and their place of employment, the role of employees in their career development in that place are increasingly flexible and self-direct in
their careers. Protean career orientation describes a career tendency presented in one’s career, that is, a tendency for individuals to achieve subjective
career success by managing their careers autonomously. PCO has two dimensions: self-directed and values-driven. Self-directed refers to the
individual's tendency to self-manage by proactively exploring career choices and making career decisions; values-driven are directed to individuals
who take the initiative to pursue goals that are meaningful to themselves, rather than passively accepting the values that organizations and society
impose on them. In other words, the values held by individuals are the driving force for their career success in their protean career, and the organization
simply provides them with the opportunity to align their career choices with personal values.

The measurement of PCO includes two types: two-factor structure and single factor structure. The two-factor structure contains a self-directed
scale and a values-driven scale developed by Briscoe et al. (2006). Many studies have used this scale. Only a few studies have shown that this scale
has some ambiguity, and the two dimensions in this scale are not clearly differentiated (De Bruin et al., 2010). Furthermore, the scale with a two-
factor structure has been simplified by Baruch (2014) into a scale with a single factor structure. But the single factor structure has not received a lot of
attention and citations.

This article generalizes six influencing factors from individual and situational dimensions: demographics, proactive personality, work orientation,
organizational learning climate, social support and social culture. For example, different genders have different effects on PCO. Some studies have
shown that women are more likely to have PCO than men. This article also reviews research conducted to unveil the effects of PCO on career success
and job attitudes. For example, PCO has a significant positive impact on subjective career success but has no significant effect on objective career
success. In terms of the impacts on job attitudes, it has been found that PCO can affect the employee's organizational commitment but also increase
their intention to quit.

By reviewing the literature on the subject of PCO, we find that there are some shortcomings in this area that need to be remedied in future research: (1)
To build a clear and widely accepted theoretical framework of PCO that can withstand verification of the empirical study; (2) To consider whether these scales
of PCO are valid in other cultural contexts, such as China; (3) To study the antecedents of PCO from different perspectives; (4) To explore the impact of PCO
from the organizational level; And (5) To use the method of longitudinal research to explore a dynamic evolution of PCO process.
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