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Abstract 
Personality is a critical yet often underexamined factor in organizational research, particularly 
regarding its role in shaping employees’ career development. Among the various personality 
traits, proactive personality has been consistently associated with constructive work 
behaviours, while career adaptability has gained prominence as an essential competency in 
an increasingly dynamic and technological driven labour market. This study examines the 
influence of proactive personality on career adaptability among young employees in banking 
institutions in Southern Malaysia. A total of 234 young employees participated in this 
quantitative study. Proactive Personality Scale and Career Adapt-Abilities Scale were used in 
this study. The findings indicate that respondents reported high levels of proactive personality 
and career adaptability. Besides, correlation analysis shows a significant and moderate 
positive relationship between proactive personality and career adaptability. Also, regression 
analysis confirmed that proactive personality has influenced career adaptability. These results 
highlight the importance of personality-related resources in supporting employees’ capacity 
to adjust and remain competitive within rapidly changing organizational environments. 
Keywords: Proactive Personality, Career Adaptability, Young Employee, Banking Sector 
 
Research Background 
The contemporary labour market has become increasingly competitive, driven in part by the 
rapid rise of artificial intelligence and digital technologies. In such an environment, individuals 
must possess robust psychosocial resources, particularly career adaptability, to sustain 
employability and maintain a competitive edge. As Malaysia advances towards 
comprehensive implementation of the Fourth Industrial Revolution (IR 4.0), the effective 
integration of human capability and technological innovation emerges as a critical 
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determinant of national readiness (Sony & Mekoth, 2022). Therefore, employees must not 
only be adaptable but also sufficiently proactive in navigating new challenges associated with 
digital transformation. Career adaptability enables individuals to respond constructively to 
unforeseen disruptions and evolving job requirements, thereby supporting long-term career 
sustainability (Dengler & Matthes, 2018). Complementing this, a proactive personality equips 
employees to identify opportunities, initiate positive change, and leverage technological 
shifts to their advantage. Together, these attributes represent essential competencies for 
thriving in a labour market reshaped by IR4.0. 
 
There remains a significant need to examine career adaptability and proactive personality 
within the Malaysian workforce, as empirical studies on these constructs are still limited. 
Existing research has concentrated largely on undergraduate populations, primarily exploring 
factors that shape students’ career adaptability, such as self-esteem, proactive personality 
and social support (Salim et al., 2023; Yahya et al., 2019). In contrast, studies involving 
working adults are relatively scarce, despite the growing importance of adaptability in 
navigating contemporary workplace demands. Yen et al. (2019) demonstrated the Career 
Construction Theory (CCT) positions career adaptability as a key psychosocial resource during 
career transitions and found a positive association between career adaptability and person-
job fit. Similarly, proactive personality has been shown to facilitate adaptability by motivating 
individuals to take initiative, anticipate challenges and engage in constructive problem-
solving. Addressing this gap, the present study focuses on young employees in the private 
banking sector and is therefore timely, as it offers deeper insight into how these psychological 
attributes shape real workplace experiences and influence early career development within 
a rapidly digitalizing industry. In addition, CCT emphasizes the importance of both adaptivity 
and adaptability during periods of transitions, such as the shift from university to work or 
movement between early career roles (Monteiro et al., 2019); hence, young employees were 
selected as the focal group of this study.  
 
Moreover, the bank industry is expected to experience some of the most profound effects of 
this technological revolution, largely due to ongoing digital transformation initiatives (Lauren, 
2021). The shifts pose significant challenges to traditional banking operations, thereby 
heightening the need for employees to possess strong career adaptability and proactive 
tendencies. These competencies become particularly critical when abrupt changes or 
unexpected disruptions occur within the work environment, as employees must be able to 
respond quickly, make informed decisions and adjust effectively to new demands. The 
prevalence of such situations further underscores the importance of examining career 
adaptability and proactive personality within this sector. Hence, this study was conducted to 
examine the influence of career adaptability and proactive personality among young 
employees in the banking sector in Johor, Malaysia. 
 
Ypurpose of the Stud 
The primary purpose of this study is to investigate the influence of proactive personality 
towards career adaptability among young bank employees in the private banking sector 
around Johor, Malaysia. In conjunction to this, the levels of both proactive personality and 
career adaptability among the employees were measured. Furthermore, the relationship 
between proactive personality and career adaptability among the respondents was analyzed. 
Hence, this study aims to provide a more comprehensive understanding of proactive 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1145 

personality and career adaptability among bank employees. This study also has the intent to 
be a reference to a wide group of people who may benefit from the findings of this study such 
as organizations, higher education institutions and working adults. 
 
Literature Review 
Proactive Personality 
Proactive personality refers to a personality trait in an individual that motivates them to take 
initiatives and make changes according to the circumstances without being restricted by any 
unforeseen situational factors (Bateman & Crant, 1993). According to this definition, the 
concept of proactive personality was developed to be used specifically in the organizational 
setting and organizational related behavior. According to Dursun (2017), personality traits 
play a  key role in affecting the level of career adaptability among individuals. The concept of 
proactive personality states that individuals with higher levels of proactive personality tend 
to take on more challenges, identify opportunities and be persistent about their decision until 
they make a change that is in line with achieving their goals. This is in alignment with 
understanding how proactive personality affects career adaptability. Being proactive also 
relates to being more adaptable at the workplace by taking initiatives to solve an issue or 
proposing an innovative idea for the betterment of the workplace. Due to that, proactive 
personality now is being given more attention in terms of predicting organizational behaviour 
better in general due to the various studies that have resulted in proactive personality being 
related to job performance, organizational commitment and job satisfaction (McCormick et 
al., 2019).  
 
Moreover, a study measuring the impact of proactive personality on career adaptability 
among 297 working adults from different sectors by Hameed et al. (2020) recorded a mean 
level of 3.97. This study’s participants mostly consisted of employees ranging from 21 to 30 
years old and this is in conjunction with other studies; level of proactive personality tends to 
be lower among young employees. Having an elevated level of proactive personality does 
indeed help the development of an individual’s career growth when compared to individuals 
with lower levels of proactive personality (Jiang, 2017). This is because these individuals are 
good at finding new opportunities and taking the initiative to achieve a goal despite the 
situational factors. One study involving 590 working individuals reported that there was a 
significant difference in the level of job satisfaction among men when compared to women 
who scored much higher in the level of proactive personality (H. Wang & Lei, 2021). This is 
related to the prominent level of proactive personality because a highly proactive personality 
correlates with a higher level of job satisfaction. This finding does differ from the earlier 
discussion on males having higher levels of proactive personality even though there were 
studies that said that gender does not have a significant difference on the level of proactive 
personality. In a nutshell, these are some of the earlier literatures that explain the 
independent variable of this study, proactive personality in the context of its levels. This is 
related to the first objective of this study which is to identify the level of proactive 
personality.  
 
Career Adaptability 
According to Savickas (2005), career adaptability is defined as having psychological resources 
that can be used to cope with career related transitions Career adaptability became a 
prominent topic of discussion during the COVID-19 pandemic when a lot of different 
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companies both in government and private sectors had to resort to downsizing due to 
economic issues. Since then, there have been many studies articulating the importance of 
career adaptability to gain a competitive advantage in today’s time (J. Zhang et al., 2023; Fu 
et al., 2022; Yen et al., 2019). Past studies have concluded that when faced with a threat in 
rapidly emerging technological advancements, individuals with higher levels of career 
adaptability are more prone to acquire new skills to keep up with the current trends and 
demands from the labour market, accept more challenges and seek more resources, which 
also makes them more adaptable towards career adjustment (W. Zhang et al., 2019). Career 
adaptability is defined as the psychosocial construct that indicates the readiness and the 
resources of an individual with the process of coping with vocational development tasks, 
occupational transitions and personal traumas (Weinert, 2001). One study involving 210 
African workers who recently started pursuing their MBA program in business and leadership 
courses showed the importance of career adaptability (Delle & Searle, 2020). In this study’s 
context, the level of career adaptability was studied in conjunction with its relationship with 
career optimism;the mean level for the said variable is 3.92. Next, looking at the relationship 
between proactive personality and career adaptability, 285 employees from three different 
regions in China answered the questionnaire, and the level of career adaptability among these 
samples were recorded with a mean level of 3.74 (Li et al., 2022).  
 
To conclude, from all the studies that have been analysed to understand the pattern and 
factors that affect the level of career adaptability, which is the dependent variable, it can be 
said that the level has remained relatively stable with the mean level ranging from 3.74 to 
4.18. This finding contributes to the second objective of this study which is to identify the 
level of career adaptability.  
 
Relationship between Proactive Personality and Career Adaptability 
A study by Wen et al. (2022) on proactive personality and career adaptability among Chinese 
female pre-service teachers in primary schools involved around 1003 samples, where around 
707 of them were valid. The results of this study indicated that the correlation value between 
these two variables was 0.60, which indicated a moderate relationship between 
them. Another study was conducted involving 297 working adults in different job sectors at 
Pakistan measuring the impact of proactive personality on career adaptability. In this study, 
the results showed that there is a significant relationship between these two variables, where 
the correlation analysis resulted in 0.601 (Hameed et al., 2020). 
 
Next, a study on Career Adaptability as a Strategy to Improve Sustainable Employment: A 
Proactive Personality Perspective by Li et al. (2022) recorded a significant relationship 
between proactive personality and career adaptability. Around 285 respondents completed 
the survey. This research focused more on the new generation of employees after the 
outbreak of COVID-19. Apart from this, a study with 339 hotel employees as the sample also 
concluded that there was a significant correlation between proactive personality and career 
adaptability. This study further discusses how these variables are related to turnover 
intentions and work social support (Lee et al., 2021). Furthermore, another study has also 
reported that 364 employees answered a survey that concluded that proactive personality 
and career adaptability does have a significant relationship with proactive personality (Jiang, 
2017).   
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There was a study conducted with the sample of 228 emerging adults with a mean age of 
23.60 to identify the relationship between proactive personality and career adaptability. This 
study focused on the transition period from school to working life, and the results showedthat 
both these variables have a significant positive relationship, with r value of 0.54 (Mercan & 
Öztemel, 2023). Tolentino et al. (2014) conducted a study involving 555 Australian university 
students to investigate the relationship between career adaptability and adaptivity, which 
includes proactive personality. The results confirmed the hypothesis of this study with a 
correlation value of 0.45. This study also suggests that the university students in Australia are 
more prepared to face any crisis in their career journey as they are in the transition period 
now (Tolentino et al., 2014). 
 
Concerning employees, a study by Spurk et al. (2013) measured the relationship between 
proactive personality and career adaptability among employees working in the IT, textile and 
automotive industries. The final sample for this study was around 153 employees, with 69% 
of them being qualified with university degrees. The results showed that there was a 
significant relationship between proactive personality and career adaptability with a value of 
0.45 (Spurk et al., 2013). According to this study, individuals with a higher level of proactive 
personality are more likely to adapt faster towards unexpected situations that might affect 
their career plan.  Thus, based on the previous studies, the following research hypothesis is 
generated:  
 
H1: There is a significant moderate relationship between proactive personality and career 
adaptability among young employees in the private banking sector around Johor Bahru. 
 
Influence of Proactive Personality towards Career Adaptability 
One recent research from Hameed et al. (2020), Impact of Proactive Personality on Career 
Adaptability and Intentions for Expatriation with a sample size of 297 employees from 
different industries in Pakistan, stated that proactive personality has a significant influence 
on career adaptability of the employees. Since individuals with higher levels of proactive 
personality are more ready to adapt into their careers when compared to individuals with 
lower levels of proactiveness. Additionally, it was found that having a proactive personality 
first influenced positive thriving at the workplace which then led to improved career 
adaptability among 364 employees in a study that was conducted by Jiang (2017).  
 
In a study involving 310 participants which consisted of emerging adulthood individuals 
resulted in proactive personality significantly predicting career adaptability with a value of 
37.95% (Mercan & Öztemel, 2023). Having a proactive personality enables these individuals 
to be prepared to face the difficulties in work life that causes a better level of career 
adaptability. Next, a study by Wen et al. (2022) investigated the influence of proactive 
personality on career adaptability among 707 female pre-school teachers in China. The results 
indicated that there was a significant influence of proactive personality on career adaptability, 
with 36% of the independent variables predicting the dependent variable. All the studies 
above are in line with the hypothesis of this study that proactive personality does in fact have 
a significant influence on the level of career adaptability among working adults. These results 
also support both the main theories used in this study. Based on the evidence from past 
studies, the second research hypothesis was developed:  
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H2: Proactive personality does have a significant influence on the career adaptability among 
young employees in the private banking sector around Johor Bahru. 

 
Research Framework 
Figure 1 shows research framework showing the relationship between two variables involved 
in this study. Based on the figure, the independent variable is proactive personality, and the 
dependent variable is career adaptability. This study’s research framework supports the 
hypothesis which states that both these variables correlate with each other. Based on 
previous studies on the theories of proactive personality by Bateman and Crant (1993) and 
career construction by Savickas (2005), it is also evident that proactive personality does have 
a significant influence on career adaptability (Hartanto & Salim, 2021; Lee et al., 2021). 
 

 
Figure 1: Research Framework 
 
Methodology 
The research design that was used in this research is a quantitative method to examine the 
influence of proactive personality towards career adaptability. This is because quantitative 
methods deal with numbers; this would be the most suitable research design to analyze the 
data we gained from the questionnaires. Correlational design was used to measure the 
relationship between proactive personality and career adaptability. Correlation analysis 
measures the relationship between two variables without any manipulations done to the 
variables (Queirós et al., 2017). In this study, regression analysis was used to examine the 
influence of proactive personality on career adaptability among young employees in banking 
sectors around Johor Bahru. The population that was used for this research was young 
employees who work in private banks around Johor, Malaysia.  234 respondents’ data was 
obtained at the end of data collection. The sampling method used in this study was 
convenience sampling. This sampling method was chosen because the population for this 
study is exceptionally large and quite dispersed, therefore this sampling technique ensured 
that the samples could be obtained with best efforts to represent the population while being 
time- and cost-efficient.  
 
Research Instrument 
The data was collected through Google form and physical copies of the questionnaire. Both 
the Google form and physical copies started with asking for the consent of the participants to 
be involved in this study. It included three (3) parts starting with Part A, demographic 
information, followed by Part B, which was the Proactive Personality Scale (PPS). The 
questionnaire ended with Part C, Career Adapt Ability Scale (CAAS), which was used to 
measure the dependent variable, career adaptability, of this study. 

 
In Part A, the demographic information of the participants was collected for the purpose 

of descriptive analysis. This included the age, gender, name of the bank they are working for 
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and years of working experience. The years of working experience was asked because the 
operational definition of employees as the population of this study mainly focused on young 
employees aged 30 and below.  

 
The next part included the Proactive Personality Scale, a unidimensional scale 

constructed by Bateman and Crant (1993), to investigate the difference in the level of 
proactiveness among individuals. As discussed, proactive personality refers to the degree as 
to how much an individual is intuitively trying to make decisions that will influence their 
environment (Bateman & Crant, 1993). A definitive version of 17 items with an initial 
Cronbach alpha value of 0.89 was used as the Proactive Personality Scale (Bateman & Crant, 
1993). This questionnaire was scored on a 7-point Likert scale.  

 
In Part C, the Career Adapt-Ability Scale was specifically designed to measure the level of 

career adaptability among individuals. It was developed by Savickas and Porfeli (2012), and it 
is the most widely used scale to measure this variable (Song et al., 2023). This instrument was 
based on the career construction theory which is the basis for this research. There are 24 
items in this questionnaire with six (6) items each in four (4) sections considering the 
dimensions of career concern, career control, career curiosity and career confidence of career 
adaptability. The questionnaire was scored based on a 5-point Likert scale. 
 
Data Analysis 
In this study, descriptive analysis was used for Part A which focuses on the demographics of 
the participants. Parts B and C, which involve questionnaires regarding variables, proactive 
personality and career adaptability respectively, were also tested using descriptive analysis 
by measuring the means to identify the level of the variables among the chosen population. 
The third objective of this research, which is to identify the correlation between proactive 
personality and career adaptability among young employees in the private banking sector 
around Johor Bahru, Spearman correlation method was used. The strength and direction of 
the relationship between the two variables will be determined by the Correlation coefficient, 
r value. If the value is negative, then the variables have an inverse relationship and vice versa 
(Schober et al., 2018). The higher the value of correlation coefficient means that the 
correlation between the two variables are stronger. The fourth objective, which is to identify 
the influence of proactive personality on career adaptability, a regression technique was 
used. The extent of influence on one variable will be identified through R squared and beta, 
ß value. The R squared value will be converted into percentage to explain how much of the 
independent variable explains the dependent variable. The beta coefficient explains the 
degree of change for every one unit in the independent variable (Mahbobi, 2015). It is also 
important to explain whether the beta coefficient is positive or negative to make a conclusion 
about how it affects the changes in the dependent variable. 

 
Research Findings 
A total of 234 respondents were involved in this study. Most participants (n = 121 (77.4%)  fell 
into the age range of 26-29,  with only 53 (22.6%) of the respondents falling into the category 
of between the ages 22-25. As for the gender, most respondents for this study were female 
(n = 140), with only 90 males. In addition to that, the ethnicity of the participants was divided 
accordingly, with 141 respondents identifying as Malay, and 32 respondents identifying as 
Chinese. Indians and other ethnicities recorded the numbers 16 and 0 respectively. As for the 
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last part of demographic analysis, in the work location section, 61 (26.1%) of the respondents 
were from Maybank, followed by Affin Bank with 42 respondents. CIMB, Hong Leong and RHB 
bank all respectively recorded 36, 35 and 32 respondents. Lastly, there were 4 respondents 
(1.7 %) from other banks such as Alliance Bank. 
 
Level of Proactive Personality among Young Bank Employees in Johor Bahru 
The first objective of this study is to identify the level of proactive personality among young 
employees in the private banking sector. Each respondent's level of proactive personality was 
divided into three categories: low, moderate, and high. The overall mean of proactive 
personality among young employees in the private banking sector around Johor Bahru is 
5.990, which indicates a high level of the independent variable in this study. All respondents 
demonstrated a high level of proactive personality other than five of them who recorded a 
moderate level of proactive personality. Table 1 demonstrates the result of level of proactive 
personality among young bank employees in the private banking sector around Johor Bahru. 
 
Table 1  
Level of Proactive Personality 

Proactive Personality Total Mean Score 
Level 

Frequency Percentage (%) 

 Low (1.00-2.99) 0 0 
 Moderate (3.00-4.99) 5 2.2 
 High (5.00-7.00) 229 97.8 

Note: The level of proactive personality among respondents were determined through the 
mean score 
 
Level of Career Adaptability Among Young Bank Employees in Johor Bahru 
The second objective of this study is to identify the level of career adaptability among young 
employees in the private banking sector around Johor Bahru. The Career Adapt-Ability Scale 
with 24 items was used to measure this objective. There were no reverse items for this 
instrument. As shown in Table 2, respondents have a moderate and high level of career 
adaptability as a majority of them scored a mean level of 4.67 and above. The mean level 
range for this population is from 4.513 to 4.700. As discussed above, the overall level of career 
adaptability among young employees in the private banking sector around Johor Bahru is 
relatively high. 
 
Table 2  
Level of Career Adaptability 

Career Adaptability Total Mean Score 
Level 

Frequency Percentage (%) 

 Low (1.00-2.32) 0 0 
 Moderate (2.33-4.66) 6 2.6 
 High (4.67-5.00) 228 97.4 

Note: The level of career adaptability among respondents were determined through the 
mean score 
 
 
 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1151 

Relationship between Proactive Personality and Career Adaptability among Young Bank 
Employees In Johor Bahru  
The third objective of this study is to identify the relationship between proactive personality 
and career adaptability among young employees in the private banking sector around Johor 
Bahru. To measure this objective, an inferential analysis method – correlation – was used. The 
result of the analysis is shown in Table 3. The hypothesis that was constructed for this 
objective is there is a significant relationship between proactive personality and career 
adaptability among young employees in the private banking sector in Johor Bahru. 
 
Table 5.3  
Correlation Analysis 

Variables  Career Adaptability 

Proactive Personality Spearman  Correlation 0.648** 
 Sig. (2 tailed) <0.001 
 N 234 

Note: ** indicates correlation is significant at the 0.01 level (2-tailed) 
 
Based on the table, there is a significant, moderate relationship between proactive 
personality and career adaptability with R value of 0.648 with p value of <0.001. This indicates 
the relationship as positive and significant. Spearman correlation analysis was used to 
examine this objective due to the normality test and to optimize the correlation result. 
Therefore, the higher the level of proactive personality, the higher the level of career 
adaptability among young employees in the private banking sector around Johor Bahru. 
 
Influence of Proactive Personality on The Level of Career Adaptability among Young Bank 
Employees in Johor Bahru 
The fourth objective of this study is to examine the influence of proactive personality on the 
level of career adaptability among young employees in the private banking sector around 
Johor Bahru. The hypothesis that was developed for this objective is there is a significant 
influence of proactive personality on career adaptability among the young employees in the 
private banking sector in Johor Bahru.  
 
Table 4 
Regression Analysis 

Variables Career Adaptability  

 R Adjusted R 
square 

F Sig β Sig 

Proactive 
Personality 

0.648 0.400 155.432 <0.001 0.494 <0.001 

 
Based on Table 4, it can be concluded that there is indeed a significant influence of proactive 
personality on career adaptability among young bank employees in Johor Bahru as the 
significance value is <0.05 for the analysis. As for the R squared value, it is 0.400, which 
indicates that 40% of proactive personality predicts career adaptability among young bank 
employees. The changes in career adaptability for every 1 unit increase in proactive 
personality is indicated by the β value which is 0.494. Therefore, every one-unit gain in 
proactive personality will result in a 0.494 unit increase in career adaptability. This finding 
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shows that proactive personality does significantly influence career adaptability among young 
bank employees around Johor Bahru. 
 
Discussions and Conclusion 
Level of Proactive Personality among Young Bank Employees in Johor Bahru 
The first objective of this study is to identify the level of proactive personality among the 
young employees in the private banking sector around Johor Bahru. The findings of this study 
indicated that the respondents had an overall high level of proactive personality. In detail, it 
varied from moderate to high with the majority being in the high level. This is in line with the 
findings by Zhang et al. (2021), who investigated the relationship between proactive 
personality and employee creativity. The findings of their study showed that 500 employees 
in China recorded an overall mean level of 5.21, which is a high level of career adaptability 
(Zhang et al., 2021). One factor that can be used to explain this study’s findings is through 
Bateman and Crant’s (1993) explanation about proactive personality’s relationship with three 
other personality dimensions that were more prominent in organizational behaviour, which 
includes locus of control, need for achievement and need for dominance. Therefore, the 
difference in the levels of proactive personality can be articulated through the difference in 
all these three factors among the respondents. To support this, one study investigating factors 
motivating employees in public sector banks found that the need for achievement is one of 
the significant factors (Ahmad, 2014). It was stated that employees with a high level of need 
for achievement tend to actively seek feedback from supervisors to improve performance, 
which is one of the characteristics of proactive personality. It could be said that employees 
having a higher level of need for achievement is a contributing factor. In the context of this 
study, the high level of proactive personality among young employees in the private banking 
sector among Johor Bahru shows that banking staff are indeed prepared to take on new 
challenges and be ready to face obstacles. Due to the varying levels of career adaptability, 
this area still needs to be studied more with the focus on factors that influence the level of 
proactive personality among employees.  
 
In relation to Bateman and Crant’s theory, the level of proactive personality of an individual 
is determined through the extent of their initiative to take action in order to influence the 
situation (Bateman & Crant, 1993). This could also be one of the supporting factors for the 
high levels of proactive personality among the respondents of this study. Taking initiative 
increases the job performance of an employee; according to Johari and Subramaniam (2020), 
proactive employees have more chances of increasing job performance in the banking 
industry of Malaysia. It is also stated that the trait of being proactive grows over time and 
starts with being aware of yourself, which then will eventually lead to being more responsible 
towards your actions and decisions (Sawsan & Zumrawi, 2015). This can be associated with 
the factor of working experience among the respondents of this study who have working 
experiences ranging from two to ten years. Therefore, the experience can be the contributing 
factor towards the high level of proactive personality. 
 
Level of Career Adaptability among Young Bank Employees in Johor Bahru 
The second objective of this study was to identify the level of career adaptability among the 
young employees in the private banking sector around Johor Bahru. A majority of the 
respondents of this study recorded a high level of career adaptability. The findings of this 
study align with the findings of the study on career adaptability among banking employees 
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around Indonesia, where the analysis showed  bank employees have high levels of career 
adaptability (Pala’langan & Satrya, 2023). However, the finding of the current study also 
contradicts with a past study from Li et al. (2022). Their study focused on the relationship 
between proactive personality and career adaptability, with samples consisting of employees 
from three different regions in China. Around 285 of them answered the questionnaire, and 
the level of career adaptability among these samples were recorded with the mean level of 
3.74, which indicates moderate level. Another study that could be taken into account is a 
study involving 210 African workers who recently started pursuing their MBA program in 
business and leadership courses (Delle & Searle, 2020). In this study’s context, the level of 
career adaptability was studied in conjunction with its relationship with career optimism and 
the mean level for the said variable is 3.92. This finding indicated a moderate level of career 
adaptability among working adults.  
 
The reasonwhy there are some contradictions in terms of the findings could be explained 
through a study conducted by Tladinyane and Van Der Merwe (2015). This study focused on 
age and race differences on career adaptability, and the findings showed that age does play 
a role in the level of career adaptability. According to this study, the older the employees, the 
higher the level of career adaptability. This could be used to explain the findings of this study 
as the majority of the respondents in this study fell into the category of 26 to 29 years of age. 
The age factor could have played a role in this study’s findings. A study by Zacher (2014) on 
individual difference predictors of change in career adaptability over time showed that age is 
one of the prominent factors affecting level of career adaptability among 659 employees in 
Australia.  
 
Another factor that might have contributed to the high level of career adaptability among 
bank employees in this study is the years of working experience. As stated previously, the 
respondents in this study had a working experience ranging from two to ten years. This finding 
is related to a study of 140 workforces working in American MNCs in E&E sectors at Penang, 
Malaysia researching factors influencing career adaptability, which resulted in working 
experience being a significant factor (Shiang-Tyng et al., 2022). Employees with higher 
working experience tend to have a higher level of career adaptability. In this study, 31.6% of 
the respondents have a working experience of six to ten years, which contributed to the high 
level of career adaptability. This also supports that working experience can be one of the 
factors that influences the level of career adaptability among bank employees in this study. 
To conclude, in the context of this study, having a higher level of career adaptability is deemed 
as a positive result as it will assist in ensuring that more working individuals especially bankers 
in Johor Bahru are prepared and aware of how to deal when facing a difficult situation in the 
career journey. As for how this finding is concerned with the banking industry, according to 
Lauren (2021), this industry is expected to have the most impact due to the revolution 
brought by digital transformations. With high levels of career adaptability, the bank 
employees will be able to overcome difficult changes in the operation in banks due to the 
evolving technologies. 
 
Relationship between Proactive Personality and Career Adaptability among Young Bank 
Employees In Johor Bahru  
The third objective of this study is to identify the relationship between proactive personality 
and career adaptability among young employees in the private banking sector around Johor 
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Bahru. Based on the analysis, the findings showed that there is a significant and moderate 
correlation between these two variables. The findings support past studies that involved 297 
working adults in different job sectors including the banking sector in Pakistan. In this study, 
the results showed that there is a significant relationship between these two variables with 
the correlation analysis resulting in 0.601 (Hameed et al., 2020). This strengthens the 
hypothesis of this study which states that there is a moderate relationship between proactive 
personality and career adaptability among bank employees.  
 

Apart from that, a study by Spurk et al., (2013) involving 153 employees from various 
industries resulted a significant relationship between these two variables with a value of 0.45. 
The relationship could be explained by how individuals with a higher level of proactive 
personality are more likely to adapt faster towards unexpected situations that might affect 
their career plan. This is in accordance with one of the problem statements in this study which 
is unemployability which can be associated with a career plan. Another past study that 
supports the findings of this study is Career Adaptability as a Strategy to Improve Sustainable 
Employment: A Proactive Personality Perspective by Li et al. (2022). This study focused on the 
285 new generation employees after the outbreak of COVID-19, and the analysis recorded 
that there is a significant relationship between proactive personality and career adaptability.  

 
In relation with career adaptability, Khalid and Ahmad (2021) found that there is a 

significant relationship between career adaptability and employability skills. Proactive 
personality also contributes to the discussion of unemployability as it mainly focuses on 
actively looking for new opportunities. In the context of this study, it has been shown that 
proactive personality does have a significant, moderate relationship with career adaptability 
among young employees in the private banking sector around Johor Bahru. One of the main 
contributions of this study’s findings is that the correlation will support this theory by 
strengthening the definition of the variable by showing how individuals with proactive 
personality are not affected by changes in situations and able to adapt well within the 
circumstance to solve a problem specifically in the working environment. Relating this to the 
concept of proactive personality, the level of proactive personality of an individual is 
determined through the extent of their initiative to take action in order to influence the 
situation. As for career adaptability, it primarily focuses on how well an individual can cope 
with changes in the working environment (Savickas, 2005). The constant in the definition of 
both these terms is coping with unforeseen situations, especially in the working environment. 
Therefore, organizations, specifically the private banking sector around Johor Bahru, will 
benefit the most from the findings of this study.  
 
The Influence between Proactive Personality and Career Adaptability among Young Bank 
Employees in Johor Bahru  
The fourth and final objective of this study is to examine the influence of proactive personality 
on the level of career adaptability among the young employees in the private banking sector 
around Johor Bahru. Findings of this study suggested that proactive personality has a 
significant and positive influence on the level of career adaptability among young employees 
in the private banking sector. To support this finding, a study focusing on working adults 
including banking sector in Pakistan by Hameed et al. (2020) measured the impact of 
proactive personality on career adaptability and the results showed that proactive personality 
significantly impacted career adaptability among the employees, with a beta value of 0.567. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1155 

This shows that the findings of this study successfully replicated and strengthened the 
previous findings of the studies involving proactive personality and career adaptability. Next, 
a study by Wen et al. (2022) investigated the influence of proactive personality on career 
adaptability among 707 female pre-school teachers in China. The results indicated that there 
was a significant influence of proactive personality on career adaptability, with 36% of the 
independent variable predicting the dependent variable. This is close in alignment with the 
findings of this study as the analysis showed that 40% of proactive personalities are able to 
predict the level of career adaptability among young employees in the private banking sector.  
 
To conclude this section, it is undeniable that proactive personality plays an important role in 
the level of career adaptability among young employees in the private banking sector around 
Johor Bahru. To explain further, employees who have a high level of proactive personality are 
more likely to adapt in their career more easily. According to Tolentino et al. (2014), proactive 
people are likely to be well prepared for vocationally relevant changes, given their tendency 
to detect and act on career opportunities and to create work environments that fit their 
vocational interests. This can be related to the theoretical significance of career adaptability 
by Savickas (2005) which states that career adaptability is primarily focusing on how well an 
individual can cope with changes in the working environment.  
 
This study makes a contribution towards the idea of working adults itself. This is because 
understanding the importance of having a proactive personality will also enable individuals 
to gain a competitive advantage in the challenging labour market today as proactive 
personality is a positive predictor of career success. This statement can be supported by a 
study involving 239 banking employees that aimed to investigate whether career adaptability 
enhances job outcomes and it resulted in a significant relationship between the said variable 
and also job outcome through self-effort in order to achieve work-environment fit (Kaur & 
Kaur, 2020).Therefore, proactive personality is an important aspect that should be given 
attention to in the efforts increasing the level of career adaptability among young bank 
employees. 
 
Limitations and Recommendations 
Limitations 
In the process of completing this research, there were many limitations and obstacles faced 
to successfully complete it. However, the main limitation would be the sampling method used 
which is convenience sampling. In this sampling method, the researcher picks and selects the 
participants for the study according to their preference and availability. In the context of this 
study, private bank branches were selected based on the convenience of the researcher. 
Moreover, convenience sampling was used in this study because several banks refused to 
participate in the survey. Therefore, there is a possibility that the findings of this result would 
not reflect the whole population. This could have led to overrepresentation or 
underrepresentation of the population in terms of measuring the influence of proactive 
personality on career adaptability. 
 
The second limitation of this study is that the population only focused on young bank 
employees in the private banking sector around Johor Bahru. The issue is about 
representation as the findings of this study may not be generalizable. This is because there 
are many more bank employees working in the private banking sector outside of Johor Bahru. 
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Another issue that could be related to the population of this study is that only employees who 
were below the age of 30 were considered to be participants of this study. Therefore, there 
is a good chance that the actual results concerning level of proactive personality and career 
adaptability among bank employees are not really accurate.  
 
Recommendations 
For the first issue that was discussed in the limitation section, the recommended solution 
would be to use another sampling method, preferably a probability sampling method rather 
than a non-probability sampling method.  This will ensure that there is an unbiased sample 
group that properly defines and represents the population that is being targeted. In this case, 
simple random sampling could be used in the future to obtain a more balanced and 
generalizable data. By doing this, the findings of the study will be more reliable to be used in 
the future for the reference of organizations, higher education institutions and working 
adults.  
 
As for the second issue about the population targeting bank employees in Johor Bahru only, 
the recommendation would be to widen the scope of the population. This is to ensure the 
data can be generalized towards a bigger population. For this study, the suggestion would be 
to conduct a study to investigate the influence of proactive personality on career adaptability 
among young employees in the private banking sector around Malaysia. This will produce a 
larger and more generalizable data. Regarding the other issue about the sample of this study 
targeting employees below the age of 30 years old, it could be improved by not placing any 
age constraints in the future study in this area. 
 
Conclusion 
To conclude, all of the research objectives have been measured and achieved. The objectives 
include identifying the level of proactive personality and career adaptability among the 
respondents along with investigating the relationship between proactive personality and 
career adaptability among young bank employees in the private banking sector. The main 
purpose was to investigate the influence of proactive personality towards career adaptability 
among the intended sample of this study. The findings showed that the respondents have an 
overall high level of proactive personality and career adaptability. Moreover, it was also found 
that there was a significant and positive relationship and influence between the two variables 
involved in this study. The most interesting finding of this study was the levels of proactive 
personality and career adaptability among the respondents because the findings showed that 
the overall level that was recorded was high. The expected result was moderate levels of 
proactive personality and career adaptability; hence, it was interesting to discuss what factors 
could have contributed to the results in this study. Furthermore, there are not many studies 
on the area of proactive personality and career adaptability conducted in Malaysia (Rahim et 
al., 2021; Yean et al., 2013). Therefore, this study will make a contribution on understanding 
these variables more in depth in the context of Malaysia. Apart from that, there is a lack in 
the number of previous studies that exclusively focused on the influence of proactive 
personality towards career adaptability carried out in the banking sectors in Malaysia; hence, 
this study will be one of the references that can be used by researchers and other 
stakeholders in future studies. In conclusion, more studies in this area of study are 
encouraged among future researchers to have a better understanding of proactive 
personality and career adaptability. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1157 

References 
Abid, G., Arya, B., Arshad, A., Ahmed, S., & Farooqi, S. (2021). Positive personality traits and 

self-leadership in sustainable organizations: Mediating influence of thriving and 
moderating role of proactive personality. Sustainable Production and Consumption, 25, 
299–311. https://doi.org/10.1016/j.spc.2020.09.005 

Alzayed, M. A., & Murshid, M. A. (2017). Factors Influencing Employees’ Intention to Leave 
Current Employment in the Ministry of Information in Kuwait. European Journal of 
Business and Management, 9(12), 17–31. 
https://iiste.org/Journals/index.php/EJBM/article/download/36406/37419 

Anas, I., & Hamzah, S. R. (2020). Predicting career adaptability of fresh graduates through 
personal factors. European Journal of Training and Development. 
https://doi.org/10.1108/ejtd-02-2020-0023 

Anif, M. F. (2023, February 22). Include graduate unemployment in budget retabling. 
MalaysiaNow. https://www.malaysianow.com/opinion/2023/02/14/include-graduate-
unemployment-in-budget-retabling 

APA Dictionary of Psychology. (n.d.). https://dictionary.apa.org/interactionism 
Apuke, O. D. (2017). Quantitative Research Methods : A Synopsis Approach. Kuwait Chapter 

of Arabian Journal of Business & Management Review, 6(11), 40–47. 
https://doi.org/10.12816/0040336 

Arastaman, G. (2019). Reconsidering the Career Construction in Modern Era. In Advances in 
educational marketing, administration, and leadership book series. IGI Global. 
https://doi.org/10.4018/978-1-5225-7772-0.ch001 

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. 
Psychological Review, 84(2), 191–215. https://doi.org/10.1037/0033-295x.84.2.191 

Bandura, A. (1986). Social Foundations of Thought and Action : A Social Cognitive Theory. 
Prentice Hall, Englewood Cliffs, N.J. https://ci.nii.ac.jp/naid/10010087207/ 

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A 
measure and correlates. Journal of Organizational Behavior, 14(2), 103–118. 
https://doi.org/10.1002/job.4030140202 

Bidin, R. (2018). Job Satisfaction Among Bank Employees : An Investigation of Public Banking 
Institution in Malaysia. www.academia.edu. 
https://www.academia.edu/67672940/Job_Satisfaction_Among_Bank_Employees_An
_Investigation_of_Public_Banking_Institution_in_Malaysia 

Bo, S., & Zi-Jing, Z. (2014). Proactive Personality and Career Success: A Person-organization 
Fit Perspective. Proceedings of the 2014 International Conference on Economic 
Management and Trade Cooperation. https://doi.org/10.2991/emtc-14.2014.4 

Buss, A. H., & Freedland, S. J. (1987). Classification of personality traits. Journal of Personality 
and Social Psychology, 52(2), 432–444. https://doi.org/10.1037/0022-3514.52.2.432 

Cai, D., Cai, Y., Sun, Y., & Ma, J. (2018). Linking Empowering Leadership and Employee Work 
Engagement: The Effects of Person-Job Fit, Person-Group Fit, and Proactive Personality. 
Frontiers in Psychology, 9. https://doi.org/10.3389/fpsyg.2018.01304 

CEICdata.com. (2018). Malaysia Banking System: No of Employee. www.ceicdata.com. 
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-
no-of-
employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employ
ee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observation
s. 

https://doi.org/10.1016/j.spc.2020.09.005
https://iiste.org/Journals/index.php/EJBM/article/download/36406/37419
https://doi.org/10.1108/ejtd-02-2020-0023
https://www.malaysianow.com/opinion/2023/02/14/include-graduate-unemployment-in-budget-retabling
https://www.malaysianow.com/opinion/2023/02/14/include-graduate-unemployment-in-budget-retabling
https://dictionary.apa.org/interactionism
https://doi.org/10.12816/0040336
https://doi.org/10.4018/978-1-5225-7772-0.ch001
https://doi.org/10.1037/0033-295x.84.2.191
https://ci.nii.ac.jp/naid/10010087207/
https://doi.org/10.1002/job.4030140202
https://www.academia.edu/67672940/Job_Satisfaction_Among_Bank_Employees_An_Investigation_of_Public_Banking_Institution_in_Malaysia
https://www.academia.edu/67672940/Job_Satisfaction_Among_Bank_Employees_An_Investigation_of_Public_Banking_Institution_in_Malaysia
https://doi.org/10.2991/emtc-14.2014.4
https://doi.org/10.1037/0022-3514.52.2.432
https://doi.org/10.3389/fpsyg.2018.01304
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-no-of-employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observations
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-no-of-employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observations
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-no-of-employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observations
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-no-of-employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observations
https://www.ceicdata.com/en/malaysia/banking-system-indicators/banking-system-no-of-employee#:~:text=Malaysia%20Banking%20System%3A%20Number%20of%20Employee%20data%20was%20reported%20at,to%202017%2C%20with%2025%20observations


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1158 

Chae, H., & Park, J. (2022). The Effect of Proactive Personality on Creativity: The Mediating 
Role of Feedback-Seeking Behavior. Sustainability, 14(3), 1495. 
https://doi.org/10.3390/su14031495 

Chan, S. H. J., Mai, X., Kuok, O. M., & Kong, S. M. (2016). The influence of satisfaction and 
promotability on the relation between career adaptability and turnover intentions. 
Journal of Vocational Behavior, 92, 167–175. https://doi.org/10.1016/j.jvb.2015.12.003 

Chen, H., Fang, T., Liu, F., Pang, L., Wen, Y., Chen, S., & Gu, X. (2020). Career Adaptability 
Research: A Literature Review with Scientific Knowledge Mapping in Web of Science. 
International Journal of Environmental Research and Public Health, 17(16), 5986. 
https://doi.org/10.3390/ijerph17165986 

Chris. (2018, January 23). The Importance Of Adaptability In The Finance Sector | 
MoneyHighStreet. MoneyHighStreet. https://moneyhighstreet.com/importance-of-
adaptability-in-finance-sector/ 

Claes, R., Beheydt, C., & Lemmens, B. (2005). Unidimensionality of Abbreviated Proactive 
Personality Scales across Cultures. Applied Psychology, 54(4), 476–489. 
https://doi.org/10.1111/j.1464-0597.2005.00221.x 

Code, J. (2020). Agency for Learning: Intention, Motivation, Self-Efficacy and Self-Regulation. 
Frontiers in Education, 5. https://doi.org/10.3389/feduc.2020.00019 

Coetzee, M., Ferreira, N., & Potgieter, I. L. (2015). Assessing employability capacities and 
career adaptability in a sample of human resource professionals. SA Journal of Human 
Resource Management, 13(1). https://doi.org/10.4102/sajhrm.v13i1.682 

Coetzee, M., & Harry, N. (2014). Emotional intelligence as a predictor of employees’ career 
adaptability. Journal of Vocational Behavior, 84(1), 90–97. 
https://doi.org/10.1016/j.jvb.2013.09.001 

Covey, S., & Blankenhagen, D. (1991). The 7 habits of highly effective people. Performance + 
Instruction, 30(10), 38. https://doi.org/10.1002/pfi.4170301009 

Crant, J. (2000). Proactive behavior in organizations. Journal of Management, 26(3), 435–462. 
https://doi.org/10.1016/s0149-2063(00)00044-1 

Crant, J. M. (1995). The Proactive Personality Scale and objective job performance among real 
estate agents. Journal of Applied Psychology, 80(4), 532–537. 
https://doi.org/10.1037/0021-9010.80.4.532 

Delle, E., & Searle, B. J. (2020). Career Adaptability: The Role of Developmental Leadership 
and Career Optimism. Journal of Career Development, 49(2), 269–281. 
https://doi.org/10.1177/0894845320930286 

Dengler, K., & Matthes, B. (2018). The impacts of digital transformation on the labour market: 
Substitution potentials of occupations in Germany. Technological Forecasting and Social 
Change, 137, 304–316. https://doi.org/10.1016/j.techfore.2018.09.024 

Dosm. (n.d.). Department of Statistics Malaysia. https://www.dosm.gov.my/portal-
main/landingv2#:~:text=The%20number%20of%20unemployed%20persons,remained
%20at%203.6%20per%20cent. 

Dursun, M. T. (2017, October 10). Does Personality Affect Career Adaptability? 
https://www.arcjournals.org. http://dx.doi.org/10.20431/2349-0381.0410014 

Endler, N. S., & Magnusson, D. (1976). Toward an interactional psychology of personality. 
Psychological Bulletin, 83(5), 956–974. https://doi.org/10.1037/0033-2909.83.5.956 

Fa-Kaji, N., Silver, E. R., Hebl, M., King, D. D., King, E. B., Corrington, A., & Bilotta, I. (2022). 
Worrying About Finances During COVID-19: Resiliency Enhances the Effect of Worrying 

https://doi.org/10.3390/su14031495
https://doi.org/10.1016/j.jvb.2015.12.003
https://doi.org/10.3390/ijerph17165986
https://moneyhighstreet.com/importance-of-adaptability-in-finance-sector/
https://moneyhighstreet.com/importance-of-adaptability-in-finance-sector/
https://doi.org/10.1111/j.1464-0597.2005.00221.x
https://doi.org/10.3389/feduc.2020.00019
https://doi.org/10.4102/sajhrm.v13i1.682
https://doi.org/10.1016/j.jvb.2013.09.001
https://doi.org/10.1002/pfi.4170301009
https://doi.org/10.1016/s0149-2063(00)00044-1
https://doi.org/10.1037/0021-9010.80.4.532
https://doi.org/10.1177/0894845320930286
https://doi.org/10.1016/j.techfore.2018.09.024
https://www.dosm.gov.my/portal-main/landingv2#:~:text=The%20number%20of%20unemployed%20persons,remained%20at%203.6%20per%20cent
https://www.dosm.gov.my/portal-main/landingv2#:~:text=The%20number%20of%20unemployed%20persons,remained%20at%203.6%20per%20cent
https://www.dosm.gov.my/portal-main/landingv2#:~:text=The%20number%20of%20unemployed%20persons,remained%20at%203.6%20per%20cent
http://dx.doi.org/10.20431/2349-0381.0410014
https://doi.org/10.1037/0033-2909.83.5.956


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1159 

on Both Proactive Behavior and Stress. Occupational Health Science, 7(1), 111–142. 
https://doi.org/10.1007/s41542-022-00130-y 

Fawehinmi, O., & Yahya, K. K. (2018). Investigating the Linkage Between Proactive Personality 
and Social Support on Career Adaptability Amidst Undergraduate Students. Journal of 
Business and Social Review in Emerging Economies, 4(1), 81–92. 
https://doi.org/10.26710/jbsee.v4i1.370 

Fitriani, S., & Desiana, P. (2022). The impact of career adaptability and occupational future 
time perspective on career planning and its implications towards turnover intention: 
Evidence from Indonesia’s banking sector. Routledge eBooks, 5–8. 
https://doi.org/10.1201/9781003335832-2 

Fuller, B., & Marler, L. E. (2009). Change driven by nature: A meta-analytic review of the 
proactive personality literature. Journal of Vocational Behavior, 75(3), 329–345. 
https://doi.org/10.1016/j.jvb.2009.05.008 

Ginevra, M. C., Magnano, P., Lodi, E., Zuccoli, F., Camussi, E., Patrizi, P., & Nota, L. (2018). The 
role of career adaptability and courage on life satisfaction in adolescence. Journal of 
Adolescence, 62(1), 1–8. https://doi.org/10.1016/j.adolescence.2017.11.002 

Glavin, K., & Berger, C. (2013). ASSESSING CAREER ADAPTABILITY USING THE CAREER ADAPT-
ABILITIES SCALE. Psychology of Career Counseling: New challenges for a new era 
(pp.207-220). Hauppauge, New York: Nova Sciences Publishers. 

Greenleaf, A. (2021). Human agency, hardiness, and proactive personality. 
www.academia.edu. 
https://www.academia.edu/51609300/Human_agency_hardiness_and_proactive_per
sonality 

Hameed, I., Brohi, S., & Shahab, A. (2020). Impact of Proactive Personality on Career 
Adaptability and Intentions for Expatriation. Canadian Journal of Career Development, 
19(1), 4–13. https://cjcd-rcdc.ceric.ca/index.php/cjcd/article/view/20 

Hartanto, N. J., & Salim, R. M. A. (2021). Parental Support on College Students’ Career 
Adaptability: The Role of Proactive Personality as Mediator. Jurnal Ilmu Pendidikan, 
27(1), 8. https://doi.org/10.17977/um048v27i1p8-16 

Hartung, P. J., & Cadaret, M. C. (2017). Career Adaptability: Changing Self and Situation for 
Satisfaction and Success. Springer eBooks, 15–28. https://doi.org/10.1007/978-3-319-
66954-0_2 

Hobfoll, S. E. (2010). Conservation of Resources Theory: Its Implication for Stress, Health, and 
Resilience. Oxford University Press eBooks. 
https://doi.org/10.1093/oxfordhb/9780195375343.013.0007 

Holland, J. L. (1959). A theory of vocational choice. Journal of Counseling Psychology, 6(1), 35–
45. https://doi.org/10.1037/h0040767 

Hossain, M. I., Yagamaran, K. S. A., Afrin, T., Limon, N., Nasiruzzaman, M., & Karim, A. M. 
(2018). Factors Influencing Unemployment among Fresh Graduates: A Case Study in 
Klang Valley, Malaysia. International Journal of Academic Research in Business & Social 
Sciences, 8(9). https://doi.org/10.6007/ijarbss/v8-i9/4859 

Hou, C., Wu, L., & Liu, Z. (2014). Effect of Proactive Personality and Decision-Making Self-
Efficacy on Career Adaptability Among Chinese Graduates. Social Behavior and 
Personality, 42(6), 903–912. https://doi.org/10.2224/sbp.2014.42.6.903 

Hu, X., Zhao, R., Gao, J., Li, J., Yan, P., Yan, X., Shao, S., Su, J., & Li, X. (2021). Relationship 
Between Proactive Personality and Job Performance of Chinese Nurses: The Mediating 

https://doi.org/10.1007/s41542-022-00130-y
https://doi.org/10.26710/jbsee.v4i1.370
https://doi.org/10.1201/9781003335832-2
https://doi.org/10.1016/j.jvb.2009.05.008
https://doi.org/10.1016/j.adolescence.2017.11.002
https://www.academia.edu/51609300/Human_agency_hardiness_and_proactive_personality
https://www.academia.edu/51609300/Human_agency_hardiness_and_proactive_personality
https://cjcd-rcdc.ceric.ca/index.php/cjcd/article/view/20
https://doi.org/10.17977/um048v27i1p8-16
https://doi.org/10.1007/978-3-319-66954-0_2
https://doi.org/10.1007/978-3-319-66954-0_2
https://doi.org/10.1093/oxfordhb/9780195375343.013.0007
https://doi.org/10.1037/h0040767
https://doi.org/10.6007/ijarbss/v8-i9/4859
https://doi.org/10.2224/sbp.2014.42.6.903


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1160 

Role of Competency and Work Engagement. Frontiers in Psychology, 12. 
https://doi.org/10.3389/fpsyg.2021.533293 

Ignatius, C. (2022, June 19). Unemployment Among Recent Graduates - BusinessToday. 
BusinessToday. https://www.businesstoday.com.my/2022/06/19/unemployment-
among-recent-
graduates/#:~:text=According%20to%20the%20Graduates%20Statistics,(3.9%20perce
nt)%20in%202019. 

In, J. (2017). Introduction of a pilot study. Korean Journal of Anesthesiology, 70(6), 601. 
https://doi.org/10.4097/kjae.2017.70.6.601 

Indeed Editorial Team. (2022). What Is Job Satisfaction and Why Is It Important? Indeed.com 
Canada. https://ca.indeed.com/career-advice/career-development/job-satisfaction 

Jiang, Z. (2017). Proactive personality and career adaptability: The role of thriving at work. 
Journal of Vocational Behavior, 98, 85–97. https://doi.org/10.1016/j.jvb.2016.10.003 

Kalish, C. W., & Thevenow-Harrison, J. T. (2014). Descriptive and Inferential Problems of 
Induction. In Elsevier eBooks (pp. 1–39). https://doi.org/10.1016/b978-0-12-800283-
4.00001-0 

Kaur, H., & Kaur, R. (2020). The relationship between career adaptability and job outcomes 
via fit perceptions: A three-wave longitudinal study. Australian Journal of Career 
Development, 29(3), 196–204. https://doi.org/10.1177/1038416220935677 

Kaur, P., Stoltzfus, J., & Yellapu, V. (2018). Descriptive statistics. International Journal of 
Academic Medicine, 4(1), 60. https://doi.org/10.4103/ijam.ijam_7_18 

Khalid, K., & Ahmad, A. L. (2021). The relationship between employability skills and career 
adaptability: a case of undergraduate students of the United Arab Emirates. Higher 
Education, Skills and Work-based Learning, 11(5), 1035–1054. 
https://doi.org/10.1108/heswbl-08-2020-0175 

Lauren, E. A. (2021). The Fourth Industrial Revolution in Banking Sector: Strategies To Keep 
Up With Financial Technology. Social Science Research Network. 
https://doi.org/10.2139/ssrn.4049913 

Lee, P. A., Xu, S., & Yang, W. (2021). Is career adaptability a double-edged sword? The impact 
of work social support and career adaptability on turnover intentions during the COVID-
19 pandemic. International Journal of Hospitality Management, 94, 102875. 
https://doi.org/10.1016/j.ijhm.2021.102875 

Li, H., Li, W., & Zhang, H. (2022). Career Adaptability as a Strategy to Improve Sustainable 
Employment: A Proactive Personality Perspective. Sustainability, 14(19), 12889. 
https://doi.org/10.3390/su141912889 

Liao, P. Y. (2022). Proactive personality, job crafting, and person-environment fit: does job 
autonomy matter? Current Psychology. https://doi.org/10.1007/s12144-022-03065-3 

Lilienfeld, S. O., Watts, A. L., & Smith, S. (2015). Successful Psychopathy. Current Directions in 
Psychological Science, 24(4), 298–303. https://doi.org/10.1177/0963721415580297 

Ling, H., Teng, S., Liu, X., Wu, J., & Gu, X. (2022). Future Work Self Salience and Future Time 
Perspective as Serial Mediators Between Proactive Personality and Career Adaptability. 
Frontiers in Psychology, 13. https://doi.org/10.3389/fpsyg.2022.824198 

Maggiori, C., Johnston, C. S., Krings, F., Massoudi, K., & Rossier, J. (2013). The role of career 
adaptability and work conditions on general and professional well-being. Journal of 
Vocational Behavior, 83(3), 437–449. https://doi.org/10.1016/j.jvb.2013.07.001 

Mahbobi, M. (2015, December 7). Chapter 8. Regression Basics. Pressbooks. 
https://opentextbc.ca/introductorybusinessstatistics/chapter/regression-basics-2/ 

https://doi.org/10.3389/fpsyg.2021.533293
https://www.businesstoday.com.my/2022/06/19/unemployment-among-recent-graduates/#:~:text=According%20to%20the%20Graduates%20Statistics,(3.9%20percent)%20in%202019
https://www.businesstoday.com.my/2022/06/19/unemployment-among-recent-graduates/#:~:text=According%20to%20the%20Graduates%20Statistics,(3.9%20percent)%20in%202019
https://www.businesstoday.com.my/2022/06/19/unemployment-among-recent-graduates/#:~:text=According%20to%20the%20Graduates%20Statistics,(3.9%20percent)%20in%202019
https://www.businesstoday.com.my/2022/06/19/unemployment-among-recent-graduates/#:~:text=According%20to%20the%20Graduates%20Statistics,(3.9%20percent)%20in%202019
https://doi.org/10.4097/kjae.2017.70.6.601
https://ca.indeed.com/career-advice/career-development/job-satisfaction
https://doi.org/10.1016/j.jvb.2016.10.003
https://doi.org/10.1016/b978-0-12-800283-4.00001-0
https://doi.org/10.1016/b978-0-12-800283-4.00001-0
https://doi.org/10.1177/1038416220935677
https://doi.org/10.4103/ijam.ijam_7_18
https://doi.org/10.1108/heswbl-08-2020-0175
https://doi.org/10.2139/ssrn.4049913
https://doi.org/10.1016/j.ijhm.2021.102875
https://doi.org/10.3390/su141912889
https://doi.org/10.1007/s12144-022-03065-3
https://doi.org/10.1177/0963721415580297
https://doi.org/10.3389/fpsyg.2022.824198
https://doi.org/10.1016/j.jvb.2013.07.001
https://opentextbc.ca/introductorybusinessstatistics/chapter/regression-basics-2/


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1161 

Major, D. A., Turner, J. H., & Fletcher, T. H. (2006). Linking proactive personality and the Big 
Five to motivation to learn and development activity. Journal of Applied Psychology, 
91(4), 927–935. https://doi.org/10.1037/0021-9010.91.4.927 

McCormick, B. W., Guay, R. P., Colbert, A. E., & Stewart, G. L. (2019). Proactive personality 
and proactive behaviour: Perspectives on person-situation interactions. Journal of 
Occupational and Organizational Psychology, 92(1), 30–51. 
https://doi.org/10.1111/joop.12234 

Mercan, O., & Öztemel, K. (2023). Proactive Personality and Career Adaptability: The 
Mediating Role of Career Pessimism. International Journal of Psychology and 
Educational Studies, 10(2), 334–347. https://doi.org/10.52380/ijpes.2023.10.2.955 

Monteiro, S. C., Taveira, M. D. C., & Almeida, L. S. (2019). Career adaptability and university-
to-work transition. Journal of Education and Training, 61(9), 1187–1199. 
https://doi.org/10.1108/et-10-2018-0206 

MSEd, K. C. (2023). What Is Reciprocal Determinism? Verywell Mind. 
https://www.verywellmind.com/what-is-reciprocal-determinism-2795907#citation-1 

Ningrum, R. A., Rahayuningsih, I., & Fastari, C. (2021). THE EFFECT OF PROACTIVE 
PERSONALITY AND CO-WORKERS’ SOCIAL SUPPORT ON CAREER ADAPTABILITY. Journal 
Universitas Muhammadiyah Gresik Engineering, Social Science, and Health International 
Conference. https://doi.org/10.30587/umgeshic.v1i2.3427 

Nursyafiah, A., Mohammad, B., Hanie, I., & Mansor, M. F. (2018, January 1). Job Satisfaction, 
Training & Development and Work Environment on Career Adaptability Among Fresh 
Graduates. . . ResearchGate. 
https://www.researchgate.net/publication/337335992_Job_Satisfaction_Training_Dev
elopment_and_Work_Environment_on_Career_Adaptability_Among_Fresh_Graduate
s_In_Malaysia 

Omar, S., & Noordin, F. (2013). Career Adaptability and Intention to Leave among ICT 
Professionals: An Exploratory Study. Turkish Online Journal of Educational Technology, 
12(4), 11–18. http://files.eric.ed.gov/fulltext/EJ1018025.pdf 

OpEx Learning Team. (2018, January 22). Using Regression Analysis to Improve Cause and 
Effect Analysis -. OpEx Learning Resources. https://opexlearning.com/resources/using-
regression-analysis-to-improve-cause-and-effect-analysis/24884/ 

Ozkurt, B., & Alpay, C. B. (2018). Investigation of Proactive Personality Characteristics of the 
Students of High School of Physical Education and Sports through Various Variables. 
Asian Journal of Education and Training. 
https://doi.org/10.20448/journal.522.2018.42.150.155 

Pan, J., Guan, Y., Wu, J., Han, L., Zhu, F., Fu, X., & Yu, J. (2018). The interplay of proactive 
personality and internship quality in Chinese university graduates’ job search success: 
The role of career adaptability. Journal of Vocational Behavior, 109, 14–26. 
https://doi.org/10.1016/j.jvb.2018.09.003 

Prestin, A. (2014). Social Cognitive Theory and Media Effects. Fda. 
https://www.academia.edu/3855958/Social_Cognitive_Theory_and_Media_Effects 

Pulakos, E. D., Arad, S., Donovan, M., & Plamondon, K. E. (2000). Adaptability in the 
workplace: Development of a taxonomy of adaptive performance. Journal of Applied 
Psychology, 85(4), 612–624. https://doi.org/10.1037/0021-9010.85.4.612 

Queirós, A., Faria, D., & Almeida, F. (2017). STRENGTHS AND LIMITATIONS OF QUALITATIVE 
AND QUANTITATIVE RESEARCH METHODS. European Journal of Education Studies. 
https://doi.org/10.46827/ejes.v0i0.1017 

https://doi.org/10.1037/0021-9010.91.4.927
https://doi.org/10.1111/joop.12234
https://doi.org/10.52380/ijpes.2023.10.2.955
https://doi.org/10.1108/et-10-2018-0206
https://www.verywellmind.com/what-is-reciprocal-determinism-2795907#citation-1
https://doi.org/10.30587/umgeshic.v1i2.3427
https://www.researchgate.net/publication/337335992_Job_Satisfaction_Training_Development_and_Work_Environment_on_Career_Adaptability_Among_Fresh_Graduates_In_Malaysia
https://www.researchgate.net/publication/337335992_Job_Satisfaction_Training_Development_and_Work_Environment_on_Career_Adaptability_Among_Fresh_Graduates_In_Malaysia
https://www.researchgate.net/publication/337335992_Job_Satisfaction_Training_Development_and_Work_Environment_on_Career_Adaptability_Among_Fresh_Graduates_In_Malaysia
http://files.eric.ed.gov/fulltext/EJ1018025.pdf
https://opexlearning.com/resources/using-regression-analysis-to-improve-cause-and-effect-analysis/24884/
https://opexlearning.com/resources/using-regression-analysis-to-improve-cause-and-effect-analysis/24884/
https://doi.org/10.20448/journal.522.2018.42.150.155
https://doi.org/10.1016/j.jvb.2018.09.003
https://www.academia.edu/3855958/Social_Cognitive_Theory_and_Media_Effects
https://doi.org/10.1037/0021-9010.85.4.612
https://doi.org/10.46827/ejes.v0i0.1017


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1162 

Ramasamy, T. L. K. a. M. (2017). Factors Influence Turnover Intention In Commercial Banks 
Malaysia: A Theoretical Model. innovativejournal.in. 
https://doi.org/10.15520/ijbm.vol6.iss3.64.pp13-21 

Rauthmann, J. F. (2017). Person-Situation Interactions. ResearchGate. 
https://www.researchgate.net/publication/317591014_Person-Situation_Interactions 

Robbins, S. P., & Judge, T. (2013). Organizational Behavior. Prentice Hall. 
Rudolph, C. W., Zacher, H., & Hirschi, A. (2019). Empirical developments in career construction 

theory. Journal of Vocational Behavior, 111, 1–6. 
https://doi.org/10.1016/j.jvb.2018.12.003 

Salim, R. M. A., Istiasih, M. R., Rumalutur, N. A., & Situmorang, D. D. B. (2023). The role of 
career decision self-efficacy as a mediator of peer support on students’ career 
adaptability. Heliyon, 9(4), e14911. https://doi.org/10.1016/j.heliyon.2023.e14911 

Savickas, M. L. (1997). Career Adaptability: An Integrative Construct for Life-Span, Life-Space 
Theory. Career Development Quarterly, 45(3), 247–259. 
https://doi.org/10.1002/j.2161-0045.1997.tb00469.x 

Savickas, M. L. (2005). The Theory and Practice of Career Construction. Career Development 
and Counseling: Putting Theory and Research to Work, 42–70. 
https://psycnet.apa.org/record/2004-21312-003 

Savickas, M. L., Nota, L., Rossier, J., Dauwalder, J., Duarte, M. I. S., Guichard, J., Soresi, S., Van 
Esbroeck, R., & Van Vianen, A. E. (2009). Life designing: A paradigm for career 
construction in the 21st century. Journal of Vocational Behavior, 75(3), 239–250. 
https://doi.org/10.1016/j.jvb.2009.04.004 

Sawsan, A. I., & Zumrawi, M. (2015). The Importance of Proactive Personality in Life Success. 
ResearchGate. 
https://www.researchgate.net/publication/329829571_The_Importance_of_Proactive
_Personality_in_Life_Success 

Schober, P., Boer, C., & Schwarte, L. A. (2018). Correlation Coefficients. Anesthesia & 
Analgesia, 126(5), 1763–1768. https://doi.org/10.1213/ane.0000000000002864 

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). WHAT DO PROACTIVE PEOPLE DO? A 
LONGITUDINAL MODEL LINKING PROACTIVE PERSONALITY AND CAREER SUCCESS. 
Personnel Psychology, 54(4), 845–874. https://doi.org/10.1111/j.1744-
6570.2001.tb00234.x 

Shweta. (2022, October 12). Employee Turnover Rate: Definition & Calculation. Forbes 
Advisor. https://www.forbes.com/advisor/business/employee-turnover-rate/ 

Simkus, J. (2023). Cluster Sampling: Definition, Method and Examples. Simply Psychology. 
https://www.simplypsychology.org/cluster-sampling.html 

Song, C., Hashim, S. B., Xu, X., & Ling, H. (2023). Career adapt-ability scale -short form: 
Validation among early career stage of Chinese university graduates. Frontiers in 
Psychology, 14. https://doi.org/10.3389/fpsyg.2023.1110287 

Sony, M., & Mekoth, N. (2022). Employee adaptability skills for Industry 4.0 success: a road 
map. Production and Manufacturing Research: An Open Access Journal, 10(1), 24–41. 
https://doi.org/10.1080/21693277.2022.2035281 

Spitzmuller, M., Sin, H., Howe, M. J. A., & Fatimah, S. (2015). Investigating the Uniqueness and 
Usefulness of Proactive Personality in Organizational Research: A Meta-Analytic Review. 
Human Performance, 28(4), 351–379. 
https://doi.org/10.1080/08959285.2015.1021041 

https://doi.org/10.15520/ijbm.vol6.iss3.64.pp13-21
https://www.researchgate.net/publication/317591014_Person-Situation_Interactions
https://doi.org/10.1016/j.jvb.2018.12.003
https://doi.org/10.1016/j.heliyon.2023.e14911
https://doi.org/10.1002/j.2161-0045.1997.tb00469.x
https://psycnet.apa.org/record/2004-21312-003
https://doi.org/10.1016/j.jvb.2009.04.004
https://www.researchgate.net/publication/329829571_The_Importance_of_Proactive_Personality_in_Life_Success
https://www.researchgate.net/publication/329829571_The_Importance_of_Proactive_Personality_in_Life_Success
https://doi.org/10.1213/ane.0000000000002864
https://doi.org/10.1111/j.1744-6570.2001.tb00234.x
https://doi.org/10.1111/j.1744-6570.2001.tb00234.x
https://www.forbes.com/advisor/business/employee-turnover-rate/
https://www.simplypsychology.org/cluster-sampling.html
https://doi.org/10.3389/fpsyg.2023.1110287
https://doi.org/10.1080/21693277.2022.2035281
https://doi.org/10.1080/08959285.2015.1021041


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1163 

Spurk, D., Volmer, J., Hagmaier, T., & Kauffeld, S. (2013). Why are proactive people more 
successful in their careers? The role of career adaptability in explaining multiple career 
success criteria. In Nova Publishers eBooks.  

Steyn, R. (2019). Proactive personality in the workplace and its relevance in South Africa. 
African Journal of Hospitality, Tourism and Leisure. 

Strauss, K., & Parker, S. K. (2014). Effective and sustained proactivity in the workplace: A self-
determination theory perspective. ResearchGate. 
https://doi.org/10.13140/2.1.2809.1845 

Sulistiani, W., & Handoyo, S. (2018). Career Adaptability: The Influence of Readiness and 
Adaptation Success in the Education Context: a Literature Review. Proceedings of the 
3rd ASEAN Conference on Psychology, Counselling, and Humanities (ACPCH 2017). 
https://doi.org/10.2991/acpch-17.2018.32 

Sun, S., & Van Emmerik, I. H. (2015). Are proactive personalities always beneficial? Political 
skill as a moderator. Journal of Applied Psychology, 100(3), 966–975. 
https://doi.org/10.1037/a0037833 

Syara, S., & Syah, T. Y. R. (2022). The Effect of Proactive Personality, Work-Life Balance and 
Work Engagement on Turnover Intention. Asia-Pacific Management and Business 
Application, 010(03), 331–344. https://doi.org/10.21776/ub.apmba.2022.010.03.7 

Taylor, S. (2023). Regression Analysis. Corporate Finance Institute. 
https://corporatefinanceinstitute.com/resources/data-science/regression-analysis/ 

Teye-Kwadjo, E., & De Bruin, G. P. (2021). Rasch Analysis of the Proactive Personality Scale. 
Psychological Reports, 125(5), 2788–2806. 
https://doi.org/10.1177/00332941211028110 

Thompson, J. A. (2005). Proactive Personality and Job Performance: A Social Capital 
Perspective. Journal of Applied Psychology, 90(5), 1011–1017. 
https://doi.org/10.1037/0021-9010.90.5.1011 

Tolentino, L., Garcia, P., Lu, V. N., Restubog, S. L. D., Bordia, P., & Plewa, C. (2014). Career 
adaptation: The relation of adaptability to goal orientation, proactive personality, and 
career optimism. Journal of Vocational Behavior, 84(1), 39–48. 
https://doi.org/10.1016/j.jvb.2013.11.004 

Trifiletti, E., Capozza, D., Pasin, A., & Falvo, R. (2009). A validation of the Proactive Personality 
Scale. TPM-Testing, Psychometrics, Methodology in Applied Psychology, 16, 77–93. 

Wang, H., & Lei, L. (2021). Proactive personality and job satisfaction: Social support and Hope 
as mediators. Current Psychology, 42(1), 126–135. https://doi.org/10.1007/s12144-
021-01379-2 

Wang, S., Mei, M., Xie, Y., Zhao, Y., & Yang, F. (2021). Proactive Personality as a Predictor of 
Career Adaptability and Career Growth Potential: A View From Conservation of 
Resources Theory. Frontiers in Psychology, 12. 
https://doi.org/10.3389/fpsyg.2021.699461 

Weinert, A. B. (2001). Career Development, Psychology of. Elsevier eBooks, 1471–1476. 
https://doi.org/10.1016/b0-08-043076-7/01399-1 

Wen, Y., Liu, F., Pang, L., & Chen, H. (2022). Proactive Personality and Career Adaptability of 
Chinese Female Pre-Service Teachers in Primary Schools: The Role of Calling. 
Sustainability, 14(7), 4188. https://doi.org/10.3390/su14074188 

Yahaya, M. F., Remeli, M. F., Saad, N. H., Ismaili, M. H., & Kasalong, S. (2017). Factors 
Influencing Graduate Unemployment: English Proficiency. 
https://doi.org/10.1109/weef.2017.8467088 

https://doi.org/10.13140/2.1.2809.1845
https://doi.org/10.2991/acpch-17.2018.32
https://doi.org/10.1037/a0037833
https://doi.org/10.21776/ub.apmba.2022.010.03.7
https://corporatefinanceinstitute.com/resources/data-science/regression-analysis/
https://doi.org/10.1177/00332941211028110
https://doi.org/10.1037/0021-9010.90.5.1011
https://doi.org/10.1016/j.jvb.2013.11.004
https://doi.org/10.1007/s12144-021-01379-2
https://doi.org/10.1007/s12144-021-01379-2
https://doi.org/10.3389/fpsyg.2021.699461
https://doi.org/10.1016/b0-08-043076-7/01399-1
https://doi.org/10.3390/su14074188
https://doi.org/10.1109/weef.2017.8467088


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 11, 2025, E-ISSN: 2222-6990 © 2025 

1164 

Yahya, K. K., Tan, F. Y., Johari, J., & Fawehinmi, O. (2019). Career Adaptability Among 
Undergraduate Students: Do Self-Esteem and Proactive Personalities Play a Role? 
Springer eBooks, 61–72. https://doi.org/10.1007/978-981-10-8730-1_7 

Yean, T. F., Yahya, K. K., Othman, S. N., & Pangil, F. (2013). Proactive Personality and Career 
Success : What’s the Connection? Jurnal Teknologi, 64(2). 
https://doi.org/10.11113/jt.v64.2234 

Yen, H., Cheng, J., Hsu, C., & Yen, K. (2019). How career adaptability can enhance career 
satisfaction: Exploring the mediating role of person–job fit. Journal of Management & 
Organization, 1–18. https://doi.org/10.1017/jmo.2019.75 

Zacher, H. (2015). Daily manifestations of career adaptability: Relationships with job and 
career outcomes. Journal of Vocational Behavior, 91, 76–86. 
https://doi.org/10.1016/j.jvb.2015.09.003 

Zampetakis, L. A. (2008). The role of creativity and proactivity on perceived entrepreneurial 
desirability. Thinking Skills and Creativity, 3(2), 154–162. 
https://doi.org/10.1016/j.tsc.2008.07.002 

Zhang, W., Guan, X., Wang, L., & Lu, J. (2019). The effect of career adaptability on career 
planning in reaction to automation technology. Career Development International, 
24(6), 545–559. https://doi.org/10.1108/cdi-05-2018-0135 

Zhang, Y., Wang, F., Cui, G., Qu, J., & Cheng, Y. (2022). When and why proactive employees 
get promoted: A trait activation perspective. Current Psychology. 
https://doi.org/10.1007/s12144-022-04142-3 

Zhou, M., & Lin, W. (2016). Adaptability and Life Satisfaction: The Moderating Role of Social 
Support. Frontiers in Psychology, 7. https://doi.org/10.3389/fpsyg.2016.01134 

 
 
 

https://doi.org/10.1007/978-981-10-8730-1_7
https://doi.org/10.11113/jt.v64.2234
https://doi.org/10.1017/jmo.2019.75
https://doi.org/10.1016/j.jvb.2015.09.003
https://doi.org/10.1016/j.tsc.2008.07.002
https://doi.org/10.1108/cdi-05-2018-0135
https://doi.org/10.1007/s12144-022-04142-3

