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Question 1:  

Discuss the Protean Career Orientation concept (Hall 2004; Hall et al. 2018). Critically evaluate 

this concept by discussing its relevance, application, and any other theories or concepts that 

criticize it. Find some particular people around you that you think are applying this concept 

from your observation, and evaluate their career practices. Reflect on your own experience and 

what new you have learned from this concept that you can apply in future career development. 

The notion of Protean Career Orientation (PCO) uses the term "protean" in the context of 

careers to define a career orientation in which the individual, not the organization, is in 

command. This attitude stresses self-direction and personal ideals as the primary motivators 

for job selection (Hall 2004; Hall et al. 2018). The key success factors are subjective, 

emphasizing psychological achievement above standard indicators such as money or status. 

There are three primary features of PCO. Individuals with a high PCO are self-direct and take 

control of their professions, actively managing their professional journeys and finding chances 

for growth and development. Adaptability, individuals with a PCO embrace continual learning, 

gain new abilities, and quickly adjust to changing workplace needs and career prospects 

(Figure 1). Value-Orientation, or PCO, emphasizes the significance of connecting 

professional choices with personal values and interests; this means that people with a strong 

PCO pursue occupations that are not only rewarding but also give a sense of purpose and 

meaning (Hall 2004; Hall et al. 2018). 

 

Figure 1. Low and High Aspects of Adaptability (Hall 2004) 
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PCO is highly relevant in today’s workplace due to its emphasis on adaptability, self-directed 

growth, and organizational benefits. Rapid technological advancements and the ever-changing 

nature of work make a workforce that can quickly adapt and learn new skills essential (Stubb 

& Colliander 2019). PCO empowers individuals to manage these transitions by fostering a 

development mindset (Hall et al. 2018). It encourages responsibility for professional growth, 

providing a sense of agency and control. Individuals aligning their work with personal values 

and actively pursue opportunities are more likely to find fulfillment and satisfaction (Dik et al. 

2014). Additionally, a PCO-oriented workforce is more adaptable and open to embracing 

change, fostering innovation and giving organizations a competitive edge. This alignment of 

personal and corporate goals through PCO underscores its crucial importance in today’s 

dynamic work environment (Dik et al. 2014). 

The PCO idea has important applications for both individuals and businesses. Individuals 

benefit from PCO because it encourages them to embrace change and take on new challenges 

(Dik et al. 2014). This proactive approach broadens their skill set and creates new chances by 

moving outside of their comfort zones and participating in a variety of jobs or initiatives (Dik 

et al. 2014). PCO may be integrated into performance management systems to help firms 

evaluate previous performance while also establishing goals for future development (Hall 

2004; Hall et al. 2018). This entails developing skill development programs and encouraging 

people to take charge of their career advancement, so cultivating a culture that values ongoing 

growth and adaptation (Luthans  et al. 2010). 

Critics argue that the theory places undue pressure on individuals to constantly adapt and 

navigate a complex, ever-shifting landscape (Hall et al. 2018). They point out the potential for 

feelings of overwhelm and insecurity, especially for those lacking the resources or guidance to 

manage their careers effectively (Luthans et al. 2010). In contrast, Social Cognitive Career 

Theory (SCCT) offers a broader approach, acknowledging the role of personal and 

environmental influences in shaping career paths (Lent et al. 2002). SCCT suggests that self-

efficacy beliefs, outcome expectations, and personal goals impact an individual's job interests, 

choices, and performance (Lent et al. 1994). These elements are influenced by contextual 

factors like socioeconomic status, social support, and challenges faced. From this perspective, 

the PCO might not be as significant or accessible, especially for individuals from 

disadvantaged backgrounds who may encounter significant barriers to self-directed career 

development (Albien and Naidoo 2018). These constraints can limit their ability to fully engage 

in self-direction and prioritize personal values. 
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In my personal observation, Giao, my team leader in the innovation management course, 

epitomizes the PCO concept. As a programmer, Giao routinely participates in online tutorials 

and workshops to keep current with developing technologies, demonstrating her adaptability 

and commitment to continual learning, which are fundamental features of the PCO model. She 

actively explores new possibilities to broaden her skill set, preparing for possible career 

changes in the software development area and displaying strategic career self-management. 

Giao is also a marketing professional who just received a data analytics certification, 

demonstrating her value-oriented approach by combining her work with personal interests and 

investigating the intersections between marketing and data analysis. These examples 

emphasize the necessity of ongoing learning and self-directed career management, both 

essential aspects of the PCO. 

Reflecting on my own experience, the PCO concept has significantly reshaped my approach to 

career development. The emphasis on self-direction and integrating personal beliefs with 

professional ambitions has had a significant impact on me, prompting me to critically evaluate 

my interests and long-term goals. In the field of human resource management, I intend to apply 

PCO concepts to establish a dynamic and meaningful professional path. Recognizing the value 

of adaptation and willingness to change, I am dedicated to seizing chances for growth and self-

discovery, actively modifying my job path to coincide with my changing objectives.   



 

7 
 

Question 2:  

Discuss the Self Determination Theory (Deci et al. 1989). Critically evaluate this theory in the 

domain of training and development by discussing its relevance, application, and any other 

theories that criticize it. Find a particular company case that applies this theory, and evaluate 

their practices. Reflect on your own experience and discuss what you have understood more 

about yourself, how you learn, and how to improve your lifelong learning by applying this 

theory. 

Self-determination theory (SDT) offers valuable insights into fostering intrinsic motivation, a 

key driver of positive performance and satisfaction (Deci et al. 1989).  SDT posits that human 

beings have three basic psychological needs: autonomy, competence, and relatedness.  

Autonomy refers to the feeling of control over one's work tasks and decision-making (Deci et 

al. 1989).  Competence signifies the belief in one's ability to perform effectively.  Finally, 

relatedness fosters a sense of connection with colleagues and a feeling of belonging within the 

organization.  By nurturing these needs, organizations can cultivate a more engaged and 

productive workforce (Deci et al. 1989). 

SDT's relevance in training and development stems from its emphasis on individual needs and 

preferences. Recognizing different learning styles and goals, SDT focuses on developing 

autonomy within training programs (Ryan and Deci 2020). Empowering learners to direct their 

own learning journeys improves skill development adaptability (Ryan and Deci 2020). When 

students feel competent and autonomous, they are more inclined to put their talents into practice 

(Fazey & Fazey 2001). Addressing autonomy, competence, and relatedness, SDT fosters a 

lifelong learning drive, encouraging ongoing personal and professional development beyond 

specialized programs (Fazey & Fazey 2001). 

The application of SDT principles in training and development programs holds immense 

potential.  Traditionally, training programs often employed a one-size-fits-all approach, 

emphasizing rote memorization and passive learning (Lu 2024).  However, SDT encourages a 

shift towards learner-centered approaches (Deci et al. 1989).  Imagine a training program that 

allows participants to choose their learning pathways, set personal goals, and receive timely 

feedback on their progress.  Such a program fosters a sense of autonomy and empowers 

participants to take ownership of their learning journey (Zimmerman 2013).  Additionally, 

training programs can incorporate opportunities for mastery by providing participants with 

challenging tasks that allow them to develop their skills and build confidence in their abilities.  
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Furthermore, fostering collaboration and teamwork within the program creates a sense of 

relatedness, allowing participants to connect with peers, share experiences, and learn from each 

other (Zimmerman 2013).  So, integrating these elements, training programs can move beyond 

simply imparting knowledge, fostering a deeper understanding and a desire to apply the learned 

skills in the workplace (Ryan and Deci 2020). 

Critics contend that SDT is excessively utopian, failing to consider external variables that 

might restrict individual liberty in the workplace (Carless 2005). To demonstrate, Expectancy 

Theory proposes that inspiration is driven by the perceived relationship among effort, 

efficiency, and rewards (Vroom et al. 2005). While SDT is largely concerned with intrinsic 

drive, Expectancy Theory emphasizes the significance of ensuring that workers think their 

efforts to learn will result in positive results. Although these ideas provide various perspectives, 

they are not mutually exclusive (Filipova, 2016). As a result, companies may improve their 

training programs by integrating supportive autonomy learning settings with candid 

discussions about incentives, boosting both inner and extrinsic drive.  

Google is an example for creative approach to employee development, which is consistent with 

the SDT model. Google's "20% time" strategy, which allows staff members to dedicate their 

working hours to personal projects, promotes autonomy (Baines 2023). Google's most 

inventive innovations, such as Gmail, were inspired by this tactic (Dimmick 2023). Also, 

Google provides customized diversity training classes to improve staff competency. By 

offering free resources for skill development and career advancement, their 'Grow with Google' 

effort displays their commitment to staff development (Grow Google n.d.). Furthermore, 

Google fosters a collaborative atmosphere among its employees, which helps them feel 

attached. Googler-to-Googler initiative, to illustrate, involves employees teaching each other 

new skills, team-building events, and a coaching-oriented management strategy (HCI 2024). 

Owing to fulfilling the three primary psychological demands defined by SDT, Google has 

created a highly engaged workforce, resulting in excellent talent retention, creative products, 

and a great employer brand (Grapevine 2023). 

Reflecting on my o wnexperiences, SDT resonates with my preferred learning styles. 

Emphasizing autonomy, competence, and relatedness, SDT has significantly influenced my 

engagement and understanding. Classes with group projects or school club interactive 

discussions were far more effective for me than passive lectures, as they provided control over 

my learning, built confidence, and fostered peer connections. In the future, I plan to seek 

learning opportunities that incorporate SDT principles, such as online courses with 
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personalized paths, workshops with hands-on activities, or joining online learning 

communities. By choosing these environments, I can foster a love of learning that aligns with 

SDT and enhances my lifelong educational journey.  
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Question 3: 

Choose one from two theories: Person-job fit (Caldwell and O'Reilly 1990) or Person-

organization fit (Kristof 1996). Explain briefly the theory in the domain of recruitment and 

selection and critically evaluate the theory: its significance, application, and any other theories 

that criticize your chosen theory. Find a particular company case that applies this theory, and 

evaluate their recruitment and selection practices based on the theory you chose. With 

enormous changes in the world of work now, how do you think the theory can be effectively 

applied? Please provide critical analysis and suggestions with specific examples. 

 

Person-Job Fit (P-JF) emphasizes the importance of matching an applicant's skills, knowledge, 

abilities, and other characteristics (SKAs) with the specific demands and requirements of the 

job (Caldwell & O'Reilly 1990). Imagine a recruitment process that meticulously assesses an 

applicant's qualifications against a clearly defined job description, ensuring a perfect alignment 

between what the candidate brings to the table and what the role requires.  This approach aims 

to create a situation where employees can leverage their strengths and talents effectively, 

leading to higher levels of performance, engagement, and retention. 

The significance of P-JF in recruitment and selection is undeniable. Owing to focusing on 

matching skills to job demands, organizations can reduce the risk of hiring individuals who 

lack the necessary capabilities to perform effectively (Bowen et al. 1991).  This translates into 

a more efficient onboarding process, improved employee productivity, and potentially lower 

turnover rates (Caldwell & O'Reilly 1990).  Furthermore, a strong P-JF can lead to a more 

positive candidate experience (Qin et al. 2018).  When applicants feel their skills and 

experience are valued and directly applicable to the role, they are more likely to be engaged in 

the recruitment process and satisfied with the overall experience (Qin et al. 2018).   

Applying P-JF theory to recruitment and selection processes, the focus lies on aligning an 

applicant's SKAs, with the precise requirements of a job role. Initially, conducting application 

a comprehensive job analysis to meticulously define the job description, outlining the essential 

skills, knowledge, and experience necessary for optimal performance (Fritsch 2014). Next, 

candidate assessment comes into play, involving the evaluation of applicants using various 

methods such as reviewing resumes, conducting skills tests, and conducting interviews (Rivera 

2015). Through these assessments, recruiters aim to gauge how well candidates' SKAs match 
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the job requirements. Finally, in the selection phase, the candidate whose qualifications 

demonstrate the strongest alignment with the specific demands of the role is chosen, ensuring 

a seamless fit between individual capabilities and job expectations (Rivera 2015). 

However, P-JF has its limitations.  Critics argue that the theory takes a somewhat narrow view 

of fit, neglecting the importance of Person-Organization Fit (P-OF) – the compatibility between 

an individual's values, personality, and work style with the overall organizational culture 

(Kristof 1996).  A candidate might possess the perfect skill set for a role, but if they clash with 

the company culture or find the work environment stifling, their performance and overall job 

satisfaction might suffer (Kristof 1996).  Also, P-JF can be challenged by the increasing 

prevalence of soft skills in today's job market.  Soft skills like communication, collaboration, 

and problem-solving are often difficult to quantify and assess through traditional P-JF methods 

(Caldwell & O'Reilly 1990).  

Google's recruitment processes reflect a major emphasis on P-JF. Google is well-known for its 

rigorous interview process, and it uses statistics to evaluate candidates (Software engineering 

2023). This entails using technical exams and behavioral interview approaches to thoroughly 

examine an applicant's skills, and SKAs against the role's unique criteria (Software Engineering 

2023). For that reason, Google guarantees that the candidate's qualifications are perfectly 

aligned with the job's requirements. This careful approach has helped Google's reputation for 

attracting and maintaining top people in the technology sector (Software Engineering 2023). 

However, others have argued that Google's exclusive concentration on P-JF may ignore 

applicants with the potential to flourish but may not match the typical model. 

The ever-changing world of work poses both problems and possibilities for effective P-JF 

implementation. The growth of automation and artificial intelligence (AI) is altering many 

occupations, making certain abilities obsolete and generating a demand for new skill sets 

(Sneader and Manyika 2018). In this setting, P-JF must grow to take into account an applicant's 

ability to learn and adapt as well as their present talents. Organizations may do this by 

implementing exams that assess an applicant's learning agility, ability to pick up new skills 

rapidly, and readiness to adjust to changing work conditions. Amazon, for example, has put in 

place procedures to measure learning agility, ensuring that people can grow with the firm as 

technology advances (Lee and Brozovich n.d.). This technique ensures that personnel fit into 

the business culture and thrive in dynamic, team-oriented settings (Lee and Brozovich n.d.). 

Furthermore, P-JF must recognize its limitations. While it focuses on matching individual 
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capabilities to work requirements, it must also address the growing relevance of soft skills and 

cultural fit. P-JF can give a more complete picture of a candidate's suitability by including 

thorough evaluation methodologies that take into account both hard and soft abilities. Looking 

ahead, P-JF is expected to play an important part in navigating the future of work. Although 

the precise skills and knowledge necessary for many occupations may change fast, the 

fundamental concepts of P-JF—matching individual strengths to work demands remain 

critical. 
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