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[bookmark: _Hlk135377645]Self-Check Questions
1. Please mark the statements which are true. 
¨ The word "career” is used in an evaluating way in the sense of career advancement in both scientific and general language use. (F) 
¨ Theories must meet a range of criteria (logical consistency, internal coherence, objectivity and verifiability) in order to be valid and scientifically verifiable. (T) 
1.2 Traditional Career Theories and Models
Career theories are a theoretical attempt to describe and explain career paths and phenomena: "Career theory ... is the body of all generalizable attempts to explain career phenomena" (Arthur et al., 1989, p. 9). Career theories originate from several disciplines, including psychology, sociology, economics, pedagogy and organizational research. 
In the following sections, we will examine some classical career theories, most of which were developed between the 1950s and 1970s, and then move on to explore some of their more modern counterparts, which refute traditional interpretations of a “career” and focus instead on the individual’s career motivations and subjective perceptions.

Trait Theories 
Some theories (also known as trait theories) are driven by the notion of a "good fit" as a way of measuring congruence between individuals and their environment. They explore the “fit” between individual traits and certain vocational characteristics. The theory aims to ascertain whether an individual meets the expectations of a particular role by exploring the congruence between their characteristics, skills and capabilities and the requirements of a given environment, profession or organization.
Particularly worth highlighting in this connection is John Holland’s Theory of Career Choice (1997), which posits that people and working environments can be categorized into six basic behaviors, skills and personality types (Latzke et al., 2019):
· "Realistic": Realistic, manual, technical
· "Investigative": Intellectual, investigating, researching
· "Artistic": Artistic, creative
· "Social": Social, educating, nurturing
· "Enterprising": Entrepreneurial, managing, selling
· "Conventional": Conventional, organizing, managing.
Holland’s well-known hexagon graphic ("RIASEC model") matches selected personal characteristics and traits to various sample professions as the basis for making career choices. The idea of a hexagon is based on the precept that adjacent dimensions are a better fit than those further apart, with negative correlations between opposite dimensions. Holland uses these dimensions to describe work environments.

Figure 1: Theory of Career Choice (Hexagon Model)

Source: Nari Kahle, 2023, based on Holland, 1997.
For example, a precision mechanic would be classified as "RCI", because these three basic orientations (realistic, conventional, investigative) most closely reflect the requirements of that career (Rübner & Höft, 2019). 

Table 1: RIASEC Model
	
	Personality type
	Profile
	Description
	Sample traits and occupations 

	R
	Realistic 
	Practical / technical orientation 
	Prefers tasks requiring strength, coordination and dexterity that produce concrete, visible results
	Technical, practical, manual (mechanic, farmer, air traffic controller)

	I
	Investigative
	Intellectual / research-focused orientation
	Prefers problem-solving tasks and problems that require thinking and systematic observation
	Analytical, rational, questioning (biologist, anthropologist, medical-technical assistant)

	A
	Artistic
	Artistic / linguistic orientation
	Prefers open, unstructured, creative activities that allow linguistic or artistic self-expression
	Sensitive, impulsive, open (musician, actor, decorator)

	S
	Social
	Social orientation
	Prefers activities involving other people
	Friendly, helpful, idealistic, educating (teacher, clinical psychologist, speech therapist)

	E
	Enterprising
	Entrepreneurial orientation
	Prefers power-related activities with an opportunity to influence situations or individuals
	Energetic, ambitious, adventurous, dominant (manager, promoter, TV producer)

	C
	Conventional
	Conventional orientation
	Prefers structured, regular tasks in well-defined situations
	Conscientious, restrained, structured, organized (accountant, financial analyst)


Source: Nari Kahle, 2023, based on Holland, 1997; Eder & Bergmann, 1997. 
Holland's theory of career choice assigns individuals to different work environments according to their personality traits. He postulates that maximum congruence between personality type and environmental characteristics will produce positive results such as job satisfaction, well-being, stable career development and superior work performance (Hirschi & Baumeler, 2020, p. 31). Research has shown that congruence is a good basis for career choices, because the more closely your own interests match a profession or study program, the more likely you are to remain in it (Hirschi & Baumeler, 2020, p. 31; Holland, 1997). Artists are a case in point: People who turn their passions into careers often cannot imagine doing anything else. By contrast, those whose talents are underutilized at work are at a greater risk of becoming dissatisfied. It is therefore very important to know your own strengths to achieve maximum satisfaction with your career choice.Aptitude tests
Several well-known aptitude tests are based on Holland's RIASEC model: The Strong Interest Inventory (which assesses a person's job-related interests and assigns them to one or more of the six Holland types), the Self-Directed Search (a self-assessment tool that helps people identify and match their interests and skills with the most suitable Holland-type occupations) and the Career Key (online test based on the RIASEC model, which helps people identify their interests, values and skills and compare them with occupations that match their profiles).
Congruence
Agreement or harmony between two or more elements.

Holland’s theory is extraordinarily popular because the personality type model is simple, easy to understand and has been confirmed by numerous studies. Many test and promotion tools, as well as various well-established aptitude tests, use Holland’s theory to identify an individual’s strengths and traits and compare them with the typical characteristics of an occupation ("best fit") (Hirschi & Baumeler, 2020, p. 32). 
However, the model’s simplicity has also attracted criticism. There is growing recognition that job satisfaction is not determined solely by the individual fit but is also influenced by many other contextual factors. Some argue that Holland’s theory is too focused on individuals and fails to adequately consider the environmental context (Hirschi & Baumeler, 2020, pp. 32–34) in an increasingly dynamic and unstable working environment. At the same time, they contend, typologization by its very nature reduces complexity and fails to adequately reflect a range of life realities.

Development Theories 
Alongside trait theories, various other theories have recently risen to prominence. These include development theories which view career and development prospects as a lifelong process (Rübner & Höft, 2019). Unlike the aforementioned trait theories, which assign individuals to life-long occupations, advocates of development theories focus instead on career development over the course of a person’s working life. This new approach considers developments arising mid-way through a career which can trigger dynamic changes. The development theory approach is therefore more closely aligned with the modern interpretation of a “career” in relation to lifelong learning. 
Donald Super’s career development theory (1957; 1980) focuses on career patterns rather than individual career choices. Super argues that career development can be divided into five clearly defined, chronological phases (so-called career stages) at certain ages in a person’s life span (Hirschi & Baumeler, 2020, p. 34): 

Table 2: Five-Phase Model
	Stage 1
	Growth

	Childhood: up to the age of 14
	First demonstrates an interest in activities

	Stage 2
	Exploration

	Youth: Age 15– 24 
	Career preferences become crystallized based on an in-depth examination of interests, skills, values and the world of work

	Stage 3
	Establishment (commitment to a profession)
	Early & middle adulthood: Age 25– 44
	Acquiring professional experience and promotion, where applicable 

	Stage 4
	Maintenance
(consolidation)
	Mature adulthood: Age 45– 64
	Maintaining status within the organization, profession, qualification level

	Stage 5
	Decline (career withdrawal)
	Late adulthood from the age of 65
	Retirement, shift in focus


Source: Nari Kahle, 2023 based on Super (1957); Rübner & Höft (2019, pp. 47–48)
Super (1957) believes that each phase is linked to different social roles, which must be fulfilled or reconciled over the course of an individual’s career. He puts the emphasis on developing your self-concept by comparing and modifying your own personal interests, abilities, values, attitudes and goals to fit the specific requirements of your occupation (Hartkopf, 2020, S. 45). Your self-concept is developed, considered, decided, tested and implemented throughout each development stage.
The first form of self-concept is the growth phase, drawn from individual career choice preferences, such as suggestions made by the family, hobbies, inspiration from school or aptitude tests. The exploration phase builds on this and collates information about possible career goals and trajectories to help plan the next steps – often in collaboration with the family and school environment (Hartkopf, 2020, S. 45). The individual spends time experimenting with and exploring their developed self-concept within the context of their environment. For example, a young person with a strong interest in photography might join the school newspaper as a photographer.
During the establishment phase, the individual attempts to position themselves in their self-created work environment. The maintenance phase is primarily concerned with maintaining their own professional position and status. The decline phase begins with retirement and extends until death.
Super's career development theory focuses on individual development. Over the course of a person’s life span, their career is built on interactions between them and their professional or social context. For example, Super argues that career development is always dependent on environmental factors and not solely determined by the individual themselves. This supports society’s assumption that those from an academic family background find it easier than others to develop their career. The theory explains a career’s dependency on various contextual factors that characterize certain phases of life and the professional context, including the family environment during a person’s early years, for example, and their work environment during the establishment phase.
Super’s model is based on several assumptions:
· Each person has their own distinct personality profile and an aptitude for multiple professions, especially those whose requirement profile most closely matches their own self-concept.
· Like Holland, Super is convinced that the higher the congruence between a person’s own self-concept and the requirements of their chosen career in terms of job profile, position, working climate, etc., the greater their subjective satisfaction will be. (Hartkopf, 2020, S. 45). However, Super assumes that congruence is always temporary, necessitating regular career adjustments.
· Development of a self-concept based on a person’s own perceptions and self-assessment must always be considered within the context and expectations of each phase of working life (Hartkopf, 2020, S. 45). This may change over time and according to experience - for example, as a person becomes more confident in new roles or responsibilities.
· A career choice can also be a compromise between personal preferences and the specific requirements of a role, especially where there is a mismatch with the skills or educational qualifications required by certain professions (Hartkopf, 2020, S. 45).
· The five-phase process outlined here (growth, exploration, establishment, maintenance and decline) can be viewed as a "maxi cycle”. Each transition from one phase to the next may entail a mini cycle, during which all phases of the maxi cycle are repeated. A mini cycle is much shorter and quicker than a maxi cycle and may be prompted by life-changing events (relocation, starting a family, having children, illness, role changes, termination or socio-economic events) (Rübner & Höft, 2019, S. 48). During times of upheaval, it is particularly important to reflect on and question yourself, your goals and your chosen path.
Super’s career development theory was much broader than other career theories existing at that time and prompted a raft of new research projects (Hirschi & Baumeler, 2020, p. 32). Critics of his model argue that these age-dependent phases over a person’s life span are at odds with the modern understanding of human development. They feel that greater consideration should be given to environmental and contextual factors as complex, dynamic phenomena (Hirschi & Baumeler, 2020, p. 34).Life roles
The different functions performed by an individual over the course of their life.

In the 1980s, contemporary thinking in career development prompted Super (1980) to expand on his theory by incorporating "life roles" at different life phases which coexist alongside career roles. Super’s life-career rainbow model positions job-related roles within the context of other common life roles which an individual may assume over the course of their lifetime: 
· The role of child
· The role of student in education
· The role of leisurite
· The role of citizen 
· The role of worker
· The role of pensioner
· The role of spouse
· The role of homemaker, and
· The role of parent.
Super believes that the optimum selection, weighting and organization of these life roles will result in successful career development. He stresses the importance of striking the right balance between our role as workers and our various life roles in order to lead a fulfilled and satisfied life. If one role is given too much weighting or becomes too dominant, it can lead to stress, overwork, or dissatisfaction. For this reason, people should always strive to balance their role as worker and their various other roles and to structure their life roles accordingly. 
However, while these very distinct life phases were applicable up until a few decades ago, they have now become increasingly less predictable, with less delineation between individual phases, often merging fluidly into one another. Nevertheless, the life-career rainbow can be helpful for examining the different roles we perform alongside our role as workers. The importance of these roles may relate to the present and may also acquire greater significance in future.

Figure 2: Super’s Life-Career Rainbow
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Source: Super (1957); (1980)

Social Cognitive Career Theory
The social cognitive career theory proposed by Lent, Brown & Hackett (1994; Lent & Brown, 2008) focuses primarily on the construct of self-efficacy in a career context and addresses the socio-cognitive processes that are shaped by our experiences. It stresses the importance of self-efficacy expectations, interests and environmental factors in career development and postulates that career planning should be based on individual strengths and interests, augmented by experience and feedback.
The concept of self-efficacy describes an individual’s expectation of successfully completing certain tasks. It means being confident in and aware of your own ability to perform the tasks needed to achieve certain goals. A high degree of self-efficacy and confidence in your own abilities will, in turn, allow you to develop additional specific interests, and possibly set your sights on more demanding career goals. Your own self-efficacy is then further enhanced by targeted action (endurance, diligence, willingness to learn) and successful task management.
What does this mean in practice? A student who always gets good grades and receives regular praise develops a high degree of self-efficacy in relation to their academic skills. They have the confidence to tackle challenging tasks and may aspire to higher educational goals.
An individual who starts a new hobby but struggles to make progress initially may find their self-efficacy diminishing, and they lose interest. However, if their perseverance and willingness to learn pays off, this may boost their self-efficacy and their own confidence in their abilities.
Based on this theory, Lent, Brown & Hackett (1994; Lent & Brown, 2008) devised an integrative self-efficacy model depicting the development of interests, career choice and work management (Hirschi & Baumeler, 2020). The model begins with the learning experience from which self-efficacy expectations are formulated: Can I solve this task on my own with the skills I have (Rübner & Höft, 2019, S. 55)? These expectations are strongly influenced by previous achievements, learning experiences, social influences (gender, nationality, personality, skills) as well as physical and affective states (Rübner & Höft, 2019, S. 55). At the same time, these states also influence the outcome and interest expectations for defining your personal goals. The model leads to an evaluation of your career choice, which in turn influences your work performance. (Rübner & Höft, 2019, S. 55). The model also focuses on environmental impacts such as social support, as well as any major obstacles to career development, which are increasingly seen as having a major influence (Hirschi & Baumeler, 2020).Affective states
A person’s subjective experiences or feelings during an emotion. Examples include sadness, joy, anger, fear and disgust. The states may vary from one person to another and from one emotion to another.

Recent updates to the social cognitive career theory examine career self-management, focusing on selected actions and activities for achieving the individual’s set career goals (Hirschi & Baumeler, 2020). For example, someone who invests a lot of time in job hunting is more likely to find a new job, influenced by countless environmental and personal factors (willingness to relocate, match between personal values and company values, expected pay and career prospects, family-friendly working hours).

Self-Check Questions
1. Please mark which statements are correct. 
¨ According to Holland's career choice theory, a financial manager would be most likely to have the traits code "IAS". (F) 
¨ Development theory focuses primarily on individual career choice decisions. (F) 
¨ Social cognitive career theory is primarily concerned with having confidence in and being capable of evaluating your own abilities (self-efficacy). (T)

1.3 Modern Career Models and Theories 
Traditional Versus Modern Career Models
In recent years, career research has turned its attention to changing career trajectories and strategies. 
Traditional career models tended to view career development as a clearly defined, straight-line trajectory across multiple hierarchical levels in a small number of organizations, with a salary to match, while remaining dependent on the organization as employer. The working environment was assumed to be stable, predictable and static, with hierarchical structures which the employee would progress through (Gubler, 2019; Wingender & Wolff, 2019). Mutual loyalty, based on a stable and long-term working relationship between employer and employee, provided considerable job security and regular in-house training and development. Good performance was rewarded with promotions, salary increases or a move to the next hierarchical level (Gubler, 2019).
Increasingly, however, experts now question whether this assumption still accurately reflects changing realities and individual experiences. Hall (1996) observed major changes and growing complexity in the way work is organized, as well as a widening discrepancy between the assumptions of traditional career concepts and developments in work reality.
Modern perspectives include the "protean career” and the postorganizational career (also known as the "boundaryless career") (Hall, 2004; Arthur, 1994). Both these models are distinguished by the fact that they view careers as a dynamic process with a range of influencing factors relating to the individual: Career responsibility rests not with the organization but with the individual themselves. At the same time, long-term loyalty in the working relationship between employer and employee is disappearing. Some organizations are moving away from long-term jobs, and not everyone wishes to pursue a straight-line career at the same company.
Both theories therefore focus on the individualization, flexibilization and autonomy of human beings in an increasingly unstable working environment. They highlight the fact that human beings are complex, adaptable systems which are continuously interacting with a changing environment (Hirschi & Baumeler, 2020, S. 40). The new hypothesis is that today’s careers are controlled by the individuals themselves, which requires a certain degree of physical and psychological mobility, as well as flexibility and adaptability (Hirschi & Baumeler, 2020).Physical mobility
Career moves within and outside of organizations and across geographical boundaries – in other words, location flexibility (Gubler, 2019). 
Psychological mobility
Individual motivation and willingness to change (learning, openness to new networks, cultures, etc.). 


Individuals need transferable skills which can be applied to any organization. Increasingly, this is seen as their own responsibility (Gubler, 2019).
The modern career theories do not use conventional yardsticks of hierarchy, salary, promotion and status to evaluate career success, but focus instead on personal career satisfaction, the meaningfulness of work and life, and subjective definitions of success (Hirschi & Baumeler, 2020, p. 37).

Table 3: Traditional Versus Modern Career Models
	
	Traditional career model assumptions
	Modern career model assumptions

	Career environment
	Stable, predictable, high level of security
	Unstable, unpredictable, low level of security

	Working conditions
	Job security based on loyalty
	Employment based on performance and flexibility

	Career trajectory
	Upwards in a vertical direction, generally confined to a few organizations
	Multi-directional (upwards, downwards or sideways), mostly in different organizations

	Required skills
	Role- and company-specific
	Applicable to a range of roles and environments

	Success criteria
	Visible, objective career success (visible roles, position, status, etc.)
	Subjective career success (subjective satisfaction with your achievements, etc.)

	Education and training
	Focus on the long-term, programs leading to formal qualifications
	Focus on the short-term, learning on-the-job

	The individual is committed to...
	… the organization.
	… their career.

	Responsibility for their career rests… 
	… with the organization.
	… with the individual.


Source: Nari Kahle, 2023 based on Gubler, 2019, p. 940; Gasteiger, 2007.
Protean Career Orientation
The protean career concept was devised by Hall (1996; 2004).  As one of the first to research the changes in modern-day careers, he coined the term “protean career” as a form of self-directed career management, which has since been the subject of extensive research (Gubler, 2019). A protean career orientation means taking responsibility for your own career, with the aim of achieving a high degree of self-fulfillment, measured in terms of job satisfaction rather than salary or promotions.Protean
The term "protean" originates from the sea god Proteus in Greek mythology, who was able to change and adapt his appearance at will according to the situation and perceived threats.

Turning his back on convention, Hall developed a model centered on the individual and a career typified by repeated adaptations to new requirements and situations.
In a protean career, individuals are motivated by the work itself, rather than the organization behind it (Gubler, 2019). They see themselves as solely responsible for their own career development and success, rather than expecting the employer to provide this (Gubler, 2019). In other words, the individual is the driving force behind their own career and chooses the best possible path from all the options and opportunities available.
"Protean career described a career orientation in which the person, not the organization, is in charge, where the person’s values are driving career decisions, and where the main success criteria are subjective" (Hall, 2004, p. 1).
A protean career can be seen as a mindset, the focus being on the quest for personal growth and freedom. Individuals see different ways of achieving work satisfaction and success, rather subscribing to the traditional view that career success means progressing up the hierarchy and achieving a certain status or income level (Gubler, 2019). In a protean career, fulfilling your own (professional) desires and needs takes center stage, and you take responsibility for it. Protean individuals tend to be more satisfied with their career or work, while also having a closer affinity with the organization. This may help them to cope with job insecurity (Hirschi & Baumeler, 2020). Increasingly, people view their careers as projects which demand successful management (Mayrhofer et al., 2002, p. 408). Linked to this, the term "careerpreneurialism” (from “entrepreneurship”) has recently been coined. Careerpreneurial
You view your career as a project and take full responsibility for as many aspects of your own career as possible. 

A key characteristic of individuals in protean careers is that they are always open to new challenges and are adaptable while remaining true to their personal values and beliefs (Gasteiger, 2007, S. 72). Protean individuals are highly self-reflective and never lose sight of their own goals and values – despite differing career paths and work requirements, labor market developments and organizational changes (Hirschi & Baumeler, 2020, p. 36). By focusing on their own personal values, protean individuals can pro-actively manage their own careers rather than being controlled by their employer.
Briscoe and Hall (2006, S. 8) identified two key characteristics of the protean career orientation: A value-led focus and an autonomous approach to career management. The protean orientation is sub-divided into four categories, depending on the interplay between these two characteristics and how pronounced they are:

Table 4: Typologization of the Protean Career Orientation
	High
	rigid
	protean

	Autonomous career management
	dependent
	reactive

	Low
	Value-led
	High


Source: Briscoe & Hall, 2006, p. 9.
"Dependent" individuals are not especially value-led and practice minimal autonomous career management. They do not organize their own careers according to their values, nor do they set their own priorities for their next career move. They often stay in the same role for many years, with little inclination to change anything about it.
"Reactive" individuals have a high level of self-determination but are less guided by their own values. Their career focus tends to be on status, position, and hierarchy, with minimal emphasis on their own goals and values. For example, they would not have any significant moral reservations about a career in the defense industry.
"Rigid" individuals are more strongly guided by their own values but lack adaptability in their performance and learning to align their career with objective and subjective criteria. Volunteering for a small non-profit organization may be very meaningful for them but offers limited income benefits.
"Protean” individuals strive for success in both dimensions. They are self-driven and can adapt to different organizational requirements without losing sight of their own values and goals.
Empirical evidence of a protean career orientation is found in both the English-speaking world and in Germany (Gasteiger, 2007). Studies confirmed a positive correlation between a self-driven career orientation and subjective professional success and job satisfaction (Gasteiger, 2007). The Gasteiger survey also found that protean individuals change employers far more frequently than their less-protean counterparts.
However, the protean career model is not without its critics, particularly regarding its use of terminology. Critics would argue that the term "protean" is not sufficiently precise or clearly defined (e. g. Gasteiger, 2007). While critics may applaud the focus on values such as autonomy and self-fulfillment, they argue that a clearly delineated definition and interpretation is lacking. The protean career orientation is also based on the highly normative assumption that the freedom to advance one's own career can only ever be positive, while its critics would argue that it can also cause a certain amount of pressure and disappointment if people are not always clear about their own  goals and values (Gasteiger, 2007). Many may find it overwhelming to have to constantly plan and rethink their careers, weigh up the different options and "manage" them.
Postorganizational Career
The concept of a postorganizational career, or "boundaryless career" (Latzke et al., 2019; Gubler, 2019) as a career without limits (as compared with an organizational career) breaks free from traditional organizational structures and hierarchies. Rather than pursuing a career within a single organization (mono-employer), the postorganizational career is characterized by a flexible, cyclical and dynamic combination of different roles, tasks, and projects in a variety of organizations and industries. Career trajectories may also include sideways moves and breaks from working life, creating a so-called patchwork or zigzag career characterized by unusual and unpredictable sequences of jobs and work experiences (Mayrhofer et al., 2002). This leads to greater disconnection and independence from individual organizations and even from skilled professions.Patchwork or zigzag careers
A career trajectory comprising multiple phases of employment which may also include career breaks (such as parental leave, sabbaticals, job changes, illness).

Postorganizational careers are characterized by the following six features: (Gubler, 2019, S. 949):
1. Crossing organizational boundaries
2. Maintaining employability on the external labor market
3. Building and maintaining personal networks that extend beyond individual organizations
4. Breaking with traditional assumptions about career and hierarchical advancement
5. Turning down promotions for personal reasons, and
6. A subjective freedom from objective constraints and existing limits.
In this career model, the boundaries between different organizations and even industries are fluid. Rather than being limited to a particular organization or career direction, the focus is on acquiring skills and experiences that can be applied in different contexts. Employees maintain physical and psychological mobility by constantly realigning their skills and knowledge to reflect changing circumstances. These skills and experiences often result from decisions based on personal interests and circumstances, such as a new career direction, moving to another city or country, a family commitment, or even a burnout in an earlier position.
The postorganizational career calls for three skills in order to succeed in the current employment market  (Gubler, 2019):
1. "Knowing how": Knowledge relevant to the profession
2. "Knowing why": Self-reflection on your own career identity
3. "Knowing whom": Informal personal networks.
It therefore requires a high level of autonomy and self-directed career planning. As with the protean career, employees are themselves responsible for individual career steps. Unlike the protean career, however, the postorganizational career is more focused on learning content and the range of experience that can be acquired in different industries and positions. As such, this type of career also requires a continuous honing of skills and competencies in order to succeed in different roles and organizations. Successful "boundaryless" careers also demand a high level of social and networking skills to build and maintain relationships with different organizations.Networking skills
The skills a person needs to build, cultivate and utilize relationships and act effectively within a work-related or social network.

Unlike the traditional career based on linear advancement within a single organization or occupation, the postorganizational career demands a broader skillset and the ability to respond quickly to new challenges. Careers tend to be shaped more by experiences, successes and network relationships than by formal qualifications. This modern career model is far removed from the organizational world of traditional careers, and associated concepts and theories should be updated to reflect more modern career and development types (Mayrhofer et al., 2002).
Another key feature of the postorganizational career is a willingness to take risks and learn from mistakes, as an irregular employment history may entail a higher degree of uncertainty and a lack of continuity. 
Note that there is little empirical evidence to back up this theory, given that the term "boundary" in this context has no definitive definition (Gubler, 2019). As with the protean career theory, criticism has also been leveled at the highly individualistic and normative assumptions on which it is based (Gubler, 2019): To be successful, individuals must exhibit a high degree of flexibility, motivation and self-management, and this type of career is therefore more suited to highly qualified individuals. Many people may find it difficult to maintain continuity and stability in their career planning if they are constantly switching between different organizations and projects. The postorganizational career is therefore not unequivocally positive and desirable for everyone, critics would argue (Gubler, 2019). It is also worth considering how many people genuinely have the freedom to decide how and whether they wish to work – in reality, career choices are often limited by a host of external constraints and restrictions (Hirschi & Baumeler, 2020).
Experts generally agree that responsibility for personal careers is increasingly a matter for individuals rather than organizations.

Self-Check Questions
1. Please mark the statements which are true. 
¨ In a protean career, the organization is given higher priority than the role / profession. (F) 
¨ A postorganizational career requires a broad-based skillset, flexibility and networking. (T) 

2. Please explain the differences between traditional and modern career models.
Traditional career models are characterized by pre-defined, linear, hierarchical career trajectories, usually within one organization or a handful of organizations, in which individuals tend to follow a linear path and the organization is responsible for their career development.
By contrast, modern career models are more flexible and often give employees greater freedom and autonomy to tailor their careers to their own needs and interests. These models often offer multiple paths for advancement, and career responsibility rests with the individual, rather than the organization. At the same time, it demands more initiative from the individual.

1.4 Career Learning Cycle
A career learning cycle describes how individuals develop over the course of their careers and the challenges they face at each step. Protean and postorganizational careers in particular are based on recurring learning cycles (Hall, 1996). A learning cycle is an ongoing process of learning, application, and adjustment. Each new role and each change of organization will always require renewed learning, application, and adjustment.
Learning Cycles
A single learning cycle comprises four phases (Gubler, 2019, pp. 942–944) which combine to create a cyclical process of learning and application of new skills and knowledge which contribute to career growth and development:
1. Exploration: The exploration phase is about identifying new learning opportunities and needs. The individual realizes that they need new skills or knowledge to achieve their career goals or to prepare for changes in the industry. This may entail actively seeking knowledge or passively absorbing it from the environment.
2. Trial: During the trial phase, you apply what you have learned and test it in practice, gathering experience and implementing your newly found knowledge in real-life situations. It often entails mistakes, poor decisions and setbacks, which are seen as an opportunity for further learning and adjustment.
3. Establishment: During the establishment phase, you have internalized the new skills and knowledge and can apply them routinely and successfully. You have achieved a certain level of competence and are perceived by others as competent and capable. This can be a phase of growth and stability in your career.
4. Mastery: During the mastery phase, the individual has acquired a high degree of competence and experience in their field of expertise. They can complex problems, develop innovative solutions, and become role models for others.
However, it is quite common for people to seek a new challenge after a while, prompting the start of a new learning cycle (Gubler, 2019, S. 943).

Maxi and Mini Cycles
Please note that these phases are not necessarily linear and that each individual career learning cycle is unique (see illustration below). The different phases may also have differing durations with individual challenges and goals and may occur sequentially or simultaneously. A distinction is made between maxi and mini cycles. In the maxi cycle (as described by Super [1957], for example), the learning cycle extends throughout a person’s life: From the exploration phase at a young age, to the trial phase during the early years of their career, to mid-career establishment and finally to mastery towards the end of their career. At the same time, they may also pass through several mini cycles, particularly those following protean and postorganizational career trajectories. The cycles may also be repeated multiple times in each new role, position or organization. In other words, a person may be at different stages and different aspects of their career and may pass through repeated learning cycles as they develop.

Figure 3: Learning Cycles in the Protean Career
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Source: Gubler, 2019, p. 943.

Within the learning cycle context, authors Hall and Briscoe (2004) distinguish between a shorter (single) learning loop and a double learning loop. In a single learning loop, the individual responds to external changes and modifies their behavior and decisions accordingly while retaining their previous level of ambition and defining new goals at the same level. The double learning loop goes one step further, prompting the individual to reflect on their own underlying assumptions, values, and beliefs that influence their behavior. This in turn leads to personal development.
In other words, the single learning loop shows what improvements can be made to achieve a set goal, while the double learning loop questions the goal itself and prompts the individual to explore and adjust their own thoughts and actions. The double learning loop therefore facilitates more far-reaching, long-term changes and improvements by fundamentally questioning and transforming a person's thoughts and actions ("identity learning", Gasteiger, 2007, p. 59).

Metacompetencies
Hall (1996; 2004) identified two metacompetencies for successfully managing the transitions between learning cycles. Hall postulates that the two metacompetencies "Identity" and "Adaptability" are vital for learning from the experiences of previous learning cycles and achieving advancement (Gubler, 2019):
Identity, or self-awareness, means understanding and being clear about your own values, interests, strengths and life goals. A clear identity helps with decision-making and provides career direction through the setting and pursuit of personal goals. An unclear identity can cause uncertainty and hesitation when making important decisions.
Adaptability is how well you adapt to new or changing circumstances, learn from them and overcome challenges. This includes the (intellectual) capacity to flexibly adapt to new technologies, working methods or cultures. It also includes an inner motivation and willingness to adjust to new situations and learn from experience. Adaptability is a vital skill, given the ever-changing labor market demands and career trajectories in a fast-moving world.
Hall argues that these two metacompetencies interact with and influence one another. Having a clear identity can encourage adaptability by providing a firm foundation on which to build. At the same time, adaptability can help to strengthen identity by providing new experiences and perspectives that shape your identity. Together, identity and adaptability are essential metacompetencies for realizing your full potential and succeeding in a rapidly changing world.

Self-Check Questions
1. Please explain the difference between maxi and mini cycles.
In a maxi cycle, the learning cycle extends throughout the individual’s entire life, while mini cycles refer to briefer learning periods that are repeated several times over a shorter period.
2. According to Hall, why are the two metacompetencies identity and adaptability considered important? 
Identity helps guide our decisions and actions and enables us to pursue personal goals. Adaptability helps us adapt to new situations and challenges. Together, they are essential metacompetencies for realizing our full potential and achieving success in a rapidly changing world.

Summary
The term “career” is shaped by various perspectives, including objective and subjective definitions, definitions that are driven by individual motivations, and Hall's alternative career definitions.
A career theory is a theoretical attempt to describe and explain a career pattern. Traditional career theories (trait theory, development theory, social-cognitive theory) postulate that career responsibility rests with the organization. By contrast, more modern career theories (protean and postorganizational) argue that individuals are increasingly responsible for their own careers.
The career learning cycle construct addresses the two main metacompetencies of identity and adaptability, the essential prerequisites for a career.
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Abb. 1 Lemzyklen der Protean Carcer. (Barmettler et al. 2015; in Anlehnung an Hall 1996)




