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Abstract: The present study consists of a systematic literature review, based on the PRISMA model,
with the objective of analyzing the relationship between organizational support and career self-
management in order to address the gaps in the existing literature. Specifically, it seeks to answer
whether organizational support influences career self-management behaviors and whether the inverse
also occurs. To systematize the scientific knowledge on this topic over the past 13 years (2010–2023),
three databases were consulted: Web of Science, Scopus, and Core. This research resulted from
the combination of the keywords “career self-management” and “organizational support: and
involved the screening of 353 studies. For the systematic literature review, a total of six studies
were identified that met the established eligibility criteria. The main conclusions of this study
are that organizational support, in the form of perceived organizational support, human resource
management practices/perception of human resource management practices, and leader–member
exchanges, appears to positively influence career self-management, as well as the inverse. Such
evidence can be observed through the direct and indirect relationships established between the
variables. This relationship leads, for example, to workers being more satisfied with their careers
while also becoming more committed to the organization. Overall, this systematic literature review
provides practical implications for organizations and their workers. It is suggested that future
research should explore the relationship between career self-management and organizational support,
as well as other potential mediators of this relationship.

Keywords: career self-management; organizational support; systematic literature review

1. Introduction

In the course of the Fourth Industrial Revolution or Industry 4.0, with rapid techno-
logical advancement leading to the elimination of several jobs and changes in the skills
required for many others, careers will become increasingly volatile, uncertain, ambiguous,
and complex (WEF 2020; Wilhelm and Hirschi 2019). Due to growing job and career inse-
curity, workers must engage in self-directed career behaviors to survive in the job market
(Yogalakshmi and Suganthi 2020). Simultaneously, the conception of a career has changed,
and a career is now considered as a process of personal development (e.g., Brown and Lent
2021; Barroso 2016) instead of a linear path where growth occurs vertically in the hierarchy
of an organization (e.g., Barroso 2016; Gerber et al. 2009).

In this context, career self-management emerges as essential for professionals, with
organizational support potentially serving as a supporting mechanism in this process.
Considering the reviewed literature, this study aims to analyze the relationship between
organizational support and career self-management through a systematic literature review.
Specifically, it seeks to answer the following questions: Does organizational support in-
fluence career self-management behaviors? Conversely, does the inverse occur? To this
end, organizational support will be examined through perceived organizational support,
perception of human resource management practices, and leader–member exchange. On
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the other hand, career self-management will be addressed through its concept or career
self-management behaviors. With the systematization of scientific knowledge on this topic
over the past 13 years (2010–2023), the aim is to unveil the theoretical foundations of
this relationship and present its effectiveness for both organizations and individuals. In
contemporary times, the need for strategies that benefit both parties is crucial. The need
for this study stems from the importance of investing in scientific studies on the impact of
organizational support on career self-management, and vice versa, to address the current
gaps in the existing literature on this topic, as this is an emerging area of research. Thus,
conducting a systematic literature review is essential to understand the state of the art on
this topic. Furthermore, there is currently no systematic literature review that addresses
the relationship between these two concepts.

2. Theoretical Background
2.1. Career Self-Management

The contemporary conception of a career is, therefore, related to current challenges,
requiring resources such as career adaptability (e.g., Barroso 2016; Paradnike et al. 2016)
and mechanisms for self-actualization and career self-management (Paradnike et al. 2016).
According to Wilhelm and Hirschi (2019), career self-management is a process of managing
personal and contextual resources through processes such as goal setting and planning,
among others, that lead to positive career outcomes. On the other hand, according to
authors such as Akkermans et al. (2012) and Kossek et al. (1998), career self-management
concerns the proactive behavior of an individual, aiming at managing their career. Thus,
although the definition of career self-management is not unanimous among various re-
searchers, all point to its dynamic, self-directed, and proactive nature, with cognitive
and behavioral components (Hirschi and Koen 2021). In order to include the aforemen-
tioned aspects, Hirschi and Koen (2021) adopt in their study the definition from Greenhaus
et al. (2010, p. 12), which conceptualizes career self-management as ‘a process by which
individuals develop, implement, and monitor career goals and strategies’.

In summary, it is evident that career self-management is characterized by a strong
emphasis on the individual, as they take control of this entire process (Wilhelm and Hirschi
2019). Therefore, a worker should develop self-awareness regarding their career aspirations
and interests as well as develop self-efficacy beliefs and engage in career planning, goal
setting, networking, generating opportunities, and exploring their own career (Coetzee
and Schreuder 2018; Hirschi and Koen 2021).

Jung and Takeuchi (2018) consider career self-management as one of the most influen-
tial personal resources in achieving career satisfaction, having corroborated this significant
relationship with empirical evidence. Career satisfaction is directly or indirectly associated
not only with individual outcomes (Jung and Takeuchi 2018), such as happiness (Pan and
Zhou 2013) and subjective well-being (Joo and Lee 2017), but also with organizational
outcomes (Jung and Takeuchi 2018), such as professional performance (Trivellas et al. 2015),
decreased intention of individuals to leave the organization, and consequently low turnover
(Chan and Mai 2015). The effect of career self-management in organizations can therefore be
extremely beneficial and become an asset, both for the worker and for the organization, and
how the organization handles this process is crucial (Wilhelm and Hirschi 2019). Despite its
importance, the study of career self-management and organizational management practices
in encouraging career self-management is incipient and therefore deserves more attention
and research.

2.2. Organizational Support

In the 21st century, the topic of organizational support has gained increasing relevance
(Dursun 2015), although its concept dates back to the previous century. According to orga-
nizational support theory, workers personify the organization, and, therefore, the actions
of those who represent it are understood by workers as being those of the organization
itself (Eisenberger et al. 2020; Ciliato et al. 2019). As a consequence, perceived organiza-
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tional support is defined by the worker’s perception of the organization, ranging from
the appreciation of their contributions to concern for their well-being (Eisenberger et al.
1986). Eisenberger et al. (1986) consider that worker interactions with the organization are
characterized by expectations of reciprocity, invoking Blau’s social exchange theory (1964)
and Gouldner’s norm of reciprocity (1960) as bases for their rationale.

According to Blau (1964), social exchanges involve actions taken by individuals with the
expectation of return and typically result from other returns. This theory presupposes that
positive and beneficial exchanges between the worker and the organization strengthen their
relationship (Tavares 2021). Blau’s (1964) social exchange theory converges with Gouldner’s
(1960) norm of reciprocity. This latter infers that workers reciprocate favorable treatment
made by those who represent the organization (Settoon et al. 1996; Tavares 2021). Thus,
it can be concluded that when workers feel valued and perceive favorable treatment from
organizations, they also respond positively (Eisenberger et al. 2020; Kurtessis et al. 2017).

Organizational support is associated with a variety of positive outcomes for the indi-
vidual and the respective organization. For example, organizational support is positively
related to trust in the organization, organizational commitment (Dursun 2015; Kurtessis
et al. 2017), work engagement (Kurtessis et al. 2017), performance (Ciliato et al. 2019), job
satisfaction, and intention to stay in the organization (Kurtessis et al. 2017), among others.
On the other hand, it is negatively related to work stress, burnout (Kurtessis et al. 2017),
absenteeism (Ciliato et al. 2019), and turnover (Kurtessis et al. 2017).

In current career contexts, organizational support involves supporting the process
of workers’ career self-management. This includes offering opportunities for work and
career autonomy, supporting and structuring skills development, continuous training and
qualification of workers, incentives for exploration and the establishment of networking and
relationships, and formative and results-based evaluation across a variety of dimensions
over time (Taveira 2022).

2.3. Career Self-Management and Organizational Support

Yogalakshmi and Suganthi (2020) demonstrated that perceived organizational support
positively influences career self-management. Organizational support is characterized not
only by general support for the employee, such as concern for their well-being (Wilhelm
and Hirschi 2019), but also by the support provided for career development, including
career guidance and counseling, development opportunities, mentoring programs, career
workshops, career planning, and performance feedback (Baruch 1999; Wilhelm and Hirschi
2019). In this regard, it is ideal for organizations to encourage their employees to proac-
tively manage their careers while providing support for their career development. This
relationship will possibly translate into increased organizational productivity as well as
improved worker well-being (Wilhelm and Hirschi 2019). For this relationship to func-
tion effectively, organizations need to provide career development support tailored to the
organizational culture as well as offer personalized career opportunities, which do not
necessarily imply advancement to a higher hierarchical level but rather the development of
career opportunities within and between individual job functions (Wilhelm and Hirschi
2019). However, the current reality of the organizational world requires that individuals
take control of their careers (Coetzee 2018), and, therefore, we should not place this respon-
sibility solely on organizations. In the same way that organizational support influences
career self-management, the inverse also occurs, as self-directed career behaviors, such as
networking, help justify the provision of, for example, impartial career counseling services,
which consequently reinforce these behaviors, creating a “virtuous circle” (Sturges et al.
2002). In light of the reciprocal relationship between organizational support and career
self-management (Wilhelm and Hirschi 2019), it becomes evident that career management
should be a joint responsibility between the worker and the organization (Orpen 1994).
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3. Methods

Considering the nature of the problem under study, a systematic literature review
was conducted to analyze the relationship between organizational support and career
self-management over the past 13 years (2010–2023). This approach allowed for an in-depth
exploration of the topic under analysis through the collection, analysis, description, and
interpretation of the viewpoints of various authors (Zawacki-Richter et al. 2020). This
systematic review was based on the Preferred Reporting Items for Systematic Reviews
and Meta-Analyses (PRISMA) model, which consists of a checklist of twenty-seven items
considered essential for transparent communication of a systematic review and a four-
phase flow diagram named identification, screening, eligibility, and inclusion (Selçuk 2019).
This tool aims to assist researchers during the review process, with the PRISMA flow
diagram used to document the search strategy, providing a clear graphical representation
of the entire process. It includes details on the number of studies identified and included
or excluded for review and provides an explanation for each excluded article, eligibility
verification, and the final selection of articles included in the systematic literature review
(Pati and Lorusso 2018).

The bibliographic search was conducted on 20 March 2023 through three databases:
Web of Science, Scopus, and Core. The first two were chosen because they are reference
databases in the field of psychology, a discipline that addresses the topic. The third
was selected after testing various dissertation/thesis databases to address the insufficient
number of articles found. This research was conducted with the aim of completing a
master’s thesis in 2023 (Martins 2023).

3.1. Eligibility Criteria

The evaluation of the studies was conducted according to the following inclusion
criteria: (a) studies published in English or Portuguese; (b) publications in scientific articles,
dissertations, or theses; (c) studies published between 2010 and 2023; (d) studies that ana-
lyze the relationship between organizational support and career self-management. In turn,
the exclusion criteria were as follows: (a) studies not in English or Portuguese; (b) books,
book chapters; (c) studies published before 2010; (d) duplicate studies; (e) studies not ac-
cessible in full text; (f) studies that do not analyze the relationship between organizational
support and career self-management.

3.2. Procedure

To initiate the process underlying a systematic literature review, an independent
bibliographic search was conducted to gain an idea of the keywords that should be used.
Concomitantly, various databases were tested. Initially, the chosen databases were Web of
Science and Scopus. However, due to the insufficient number of articles, it was necessary
to consult a database of dissertations or theses. After testing several databases, the choice
fell on Core for being a more comprehensive database.

The bibliographic search for this systematic literature review was conducted indepen-
dently by a researcher on 20 March 2023 using three databases: Web of Science, Scopus, and
Core. The keywords used in the search were “career self-management” and “organizational
support”, which effectively filtered the literature focused on the central theme, without the
need to add others. The search identified a total of 353 studies: 11 from Web of Science,
7 from Scopus, and 335 from Core. Additionally, the following automated tools were
applied: temporal period (2010–2023) and language of study (Portuguese and English).
The temporal period was defined based on the publication year of one of the pioneering
studies in this field (Sturges et al. 2010) and the search date cutoff (18 March 2023). By
restricting the temporal period to “2010–2023”, 292 studies were selected: 9 from Web of
Science, 7 from Scopus, and 276 from Core, while 61 studies were discarded. It should
be noted that the Core database only included studies published up to 2021 (limit up to
research date). Subsequently, the search was limited to studies in Portuguese and English,
resulting in 139 studies selected: 9 from Web of Science, 7 from Scopus, and 123 from Core,
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with 153 studies discarded. Due to the use of automated tools, the identified studies were
verified manually by the researcher to address potential gaps, leading to the exclusion of
three studies that did not meet the language criteria.

To illustrate the network of keywords used in the articles identified from the Web of
Science and Scopus databases, the VOSviewer software tool (version 1.6.19) was employed.
To this end, the RIS file was extracted from both databases, selecting the information related
to the keywords. Subsequently, the VOSviewer tool was used, where the data from the
RIS file were processed, and a map was created based on bibliographic data, specifically
focusing on the occurrence of keywords. It should be noted that this was not possible for
the Core database. The network analysis of the keywords used in the articles identified
by the Scopus and Web of Science databases can be observed in Figures 1 and 2, respec-
tively. In Figure 1, the bibliometric analysis presents two groups of keywords: (1) career
self-management, career, self-care, human, employee, human experiment, perceived orga-
nizational support, leadership, article; (2) adult, male, female, major clinical study, social
cognitive career theory and satisfaction. In Figure 2, the bibliometric analysis presents three
groups of keywords: (1) career self-management, work, commitment, proactive personality,
social cognitive career theory; (2) organizational support, outcomes, perceptions, satisfac-
tion, performance; (3) success, perceived organizational support, boundaryless career and
transformational leadership. The bibliometric analysis conducted using VOSviewer aimed
to explore the occurrence of keywords in the initial phase of the research, serving as an
exploratory step in this systematic literature review.
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After identifying the studies, 10 duplicate studies were discarded, leaving a total of
126 studies for title and abstract analysis. The titles and abstracts of the studies were then
reviewed, and based on the exclusion and inclusion criteria, 11 studies were identified
as relevant and 115 were discarded (6 were books or book chapters; 15 did not address
career self-management; 5 did not address organizational support; and 89 did not address
both variables of interest). The relevant articles were subsequently read and analyzed
to assess their eligibility, resulting in six studies being selected and five studies being
discarded (three did not analyze the relationship between organizational support and
career self-management; two were not accessible in full text).
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Throughout the entire process of selecting and analyzing the articles, the aforemen-
tioned inclusion and exclusion criteria were consistently checked. The selection process
can be observed through the PRISMA flow diagram below (Figure 3). The process was
monitored using Microsoft Excel and reviewed by two independent researchers. Any dis-
agreements were resolved through discussions between the two researchers, ensuring that
all eligibility criteria were met. Microsoft Excel was a significant facilitator in this process,
as it was used for two distinct purposes: firstly, to document the study selection process,
and secondly, to extract data from the studies included in this systematic literature review.
The data from the studies included in this review were extracted into Microsoft Excel,
highlighting their fundamental characteristics such as year of publication, authors, title,
hypotheses, methodology, study design, sample population and eligibility criteria, sample
size, gender, age, education level, tenure in the organization, main results, and limitations.

The quality and risk of bias of the studies were assessed using the Appraisal tool
for Cross-Sectional Studies (AXIS) (Downes et al. 2016). This tool contains 20 items and
evaluates aspects such as (1) clarity of study objectives, (2) appropriateness of study design,
and (3) sample size justification, among others. The Appraisal tool for Cross-Sectional
Studies (AXIS) developed by Downes et al. (2016) is accompanied by an informative guide
and was selected solely because its question typology is aligned with all studies included
in this review.

Based on an assessment of their quality and relevance, the data were interpreted, and
comparisons were made. That is, whenever a result referred to the relationship between
organizational support, in the form of perceived organizational support, perception of
human resource management practices, and leader–member exchange, and career self-
management, in the form of specific career self-management behaviors or the concept itself,
it was included. The information from the studies selected for this systematic literature
review was synthesized into three tables. It should be noted that both positive and negative
results from the studies were presented, as publishing these aspects enhances understanding
of the effectiveness of organizational support in career self-management and vice versa, as
well as their potential limitations. Upon completing this systematic literature review, its
quality was assessed using the PRISMA 2020 checklist (Page et al. 2021).
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Figure 3. PRISMA flow diagram. Note. Use of the PRISMA 2020 flow diagram (Page et al. 2021);
CSM = career self-management; OS = organizational support. * 3 studies were removed based on
researcher verification.

4. Results
4.1. Study Characteristics

The conducted research identified a total of six studies being eligible for inclusion in
the systematic literature review. All studies met the proposed inclusion criteria, focusing on
the analysis of the relationship between career self-management and organizational support.
The studies included for analysis consisted of four articles (66.7%) and two master’s theses
(33.3%). Considering the publication year of the six studies, with the exception of one study,
all others were published between 2016 and 2022 (83.3%), indicating a growing interest in
this topic among researchers in recent years. Regarding methodology, all studies opted
to use questionnaires (100%). However, four studies administered them at a single time
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point (66.7%), while two studies administered different questionnaires at two different time
points (33.3%).

The six included studies covered samples of workers from various organizations
located in Portugal (33.3%), the United Kingdom (16.7%), Japan (16.7%), India (16.7%),
and China (16.7%). Samples ranged from 257 (minimum) to 664 (maximum) workers.
Concerning participants, in the majority of studies (66.7%), the female sample exceeded the
male sample. Regarding participants’ age and tenure in the organization, studies differ or
fail to provide this information, making it impossible to accurately analyze their means and
standard deviations. Regarding participants’ educational background, although the study
by Polanska (2016) does not make any reference to it, looking at the remaining studies, it is
possible to deduce that the majority of participants attended higher education.

On average, the studies included in this systematic literature review identified ap-
proximately 2.67 limitations, with the most reported being the method used (100%) and
the selection of participant samples (83.3%). In Table 1, the main characteristics of the
studies are represented, including the authors, year and type of publication, method used,
and participant sample (population, size (N), gender of participants (N and/or %), age,
education level, and tenure in the organization).

4.2. Instruments

Regarding the studies included in this systematic literature review, it is important
to understand the instruments used to evaluate the variables, particularly the variables
of interest: career self-management/career self-management behaviors (CSM/CSMBs),
human resource management practices/perception of human resource management prac-
tices (HRMPs/PHRMP), perceived organizational support (POS), and leader–member
exchange (LMX).

The six studies included in this systematic literature review evaluated CSM/CSMBs.
Three of the studies (50%) selected items from the instrument by Sturges et al. (2000, 2002,
2005), two studies (33.3%) opted for the Career Aspirations Scale by Tharenou and Terry
(1998), and only one study (16.7%) preferred items from the Career Self-Management Scale
by Ma and Cheng (2010).

Regarding the instruments used to evaluate HRMPs/PHRMP, two of the four stud-
ies that assessed this variable (50%) used a customized measure with items representing
HRMPs, one study (25%) opted for items from the High-Performance Work Systems
(HPWS) developed by Takeuchi et al. (2007), while another (25%) preferred the Devel-
opmental HR Practices Scale developed by Kuvaas (2008). In turn, all four studies that
evaluated POS (100%) used items from Eisenberger et al. (1986, 2001, 2020). The only study
that evaluated LMX used the seven-item LMX scale (Liden and Graen 1980; Scandura and
Graen 1984).



Adm. Sci. 2024, 14, 286 9 of 19

Table 1. Characteristics of the studies included in the systematic literature review.

Authors and Year
of Publication

Type of
Publication Method Sample Population

Total Participants
(N) Male (M) and

Female (F)
Participants’ Age Participants’

Education Level
Tenure in the
Organization

Sturges et al.
(2010) Article Cross-sectional

survey

Workers from a “new”
media company in the

United Kingdom
(established 7 years ago,
representing the “new”

career environment)

N = 257
F: 58%

<30 years old: 61%
30–39 years old: 35%
≥40 years old: 4%

82% have higher
education

x = 1.79 years
(SD = 1.40)

Polanska (2016) Master’s Thesis

Utilization of
cross-sectional

questionnaire data
from the “5C” project

Self-employed workers or
employees of organizations

in Portugal (with at least
2 years of experience)

N = 351
M: 139 (38.6%)
F: 221 (61.4%)

x = 36.1
(SD = 10.94), with
70% of the sample

being up to 40 years
old

---- ----

Jung and
Takeuchi (2018) Article

Questionnaire with
temporal lag (Time 2
after 6 months from

Time 1 with a
different

questionnaire)

Employees of private
manufacturing companies in

Japan (with more than
100 employees)

Time 1
N = 664

M: 462 (69.6%)
F: 202 (30.4%)

Time 2
N = 364

M: 278 (76.4%)
F: 86 (23.6%)

Time 1
x = 30.6 years old

(SD = 4.6)
Time 2

x = 30.7 years old
(SD = 4.4)

Time 1
The majority have
higher education

Time 2
Majority (80.1%)

have higher
education

Time 2
x = 7.5 years

(SD = 5.2)

Varela (2018) Master’s Thesis Cross-sectional
survey

Employees of a bank in
Portugal

N = 432
F: 50.7%

x = 41.80 years old
(SD = 12.02)

87.5% attended
higher education

x =15.81 years
(SD = 12.48)

Yogalakshmi and
Suganthi (2020) Article Cross-sectional

survey

Workers in the IT industry in
South India (designated as

“talents”, with at least
2 years of experience in the

organization and under
35 years of age)

N = 270
M:87%
F:13%

x = 29 years old Highly skilled
workers

Between 2 and
12 years
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Table 1. Cont.

Authors and Year
of Publication

Type of
Publication Method Sample Population

Total Participants
(N) Male (M) and

Female (F)
Participants’ Age Participants’

Education Level
Tenure in the
Organization

Liu et al. (2022) Article

Questionnaire with
temporal lag (Time 2
after 1 month from

Time 1 with a
different

questionnaire)

Workers from organizations
in Southwest China across

different industries and
functional areas

(organizations with at least
100 employees and

established for at least 5
years)

Time 1
N = 663
Time 2
N = 571
F: 53.9%

Time 2
26–35 years old:

89.2%

Time 2
93.2% have 4 years or

more of higher
education

Time 2
>3 years = 66.7%

Note. Project “5C”—“Cross-Cultural Collaboration on Contemporary Careers”.
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Table 2 presents the instruments used to evaluate the variables in the six studies,
specifically the aforementioned variables of interest.

Table 2. Instruments used in the studies included in the systematic literature review to assess their
respective variables.

Authors and Year
of Publication

Variables and Their Assessment Instruments
CSM/CSMBs POS HRMPs/PHRMP Others

Sturges et al.
(2010)

Items adapted from
measures developed by

Sturges et al. (2002,
2005)

Likert scale (1–7 points)

5 items from the scale
developed by

Eisenberger et al. (1986)
Likert scale (1–7 points)

----

LMX: LMX scale of 7 items
(Liden and Graen 1980;

Scandura and Graen 1984)
Likert scale (1–4 points)
LC: scale of perceived
mastery and control

developed from the 7-item
Mastery Scale by Pearlin and

Schooler (1978)
Likert scale (1–7 points)

Polanska (2016)

Career Aspirations Scale
of 5 items developed by

Tharenou and Terry
(1998)

Likert scale (1–7 points)

----

Measure with 11 items,
where each item
represents an HR

practice
Binary scale (Yes/No)

PE: Scale of Self-perceived
Employability from the

output-based approach, 3 items,
developed by Janssens et al.

(2003).
Likert scale (1–7 points)
OC: adaptation of the

Affective Commitment Scale,
8 items, developed by Meyer

and Allen (1984).
Likert scale (1–7 points)

Jung and
Takeuchi (2018)

8 items from the
Individual Career

Management Scale
developed by Sturges

et al. (2002)
Likert scale (1–7 points)

Time 1
6 items from

Eisenberger et al. (2001)
Likert scale (1–7 points)

Time 1
13 items from the

High-Performance Work
Systems (HPWS) scale
of 21 items, developed
by Takeuchi et al. (2007)
Likert scale (1–7 points)

Time 2
CS: Career Satisfaction Scale of

5 items, developed by
Greenhaus et al. (1990)
Likert scale (1–7 points)

Varela (2018)

5-item Career
Aspirations Scale

developed by Tharenou
and Terry (1998)

Likert scale (1–7 points)

----

A measure with
9 items, where each

item represents an HR
practice

Likert scale (1–7 points)

EI: Scale of 16 items
developed by Wong and Law

(2002)
Likert scale (1–7 points)

WE: Utrecht Work Engagement
Scale (UWES)—short version

of 9 items
Likert scale (1–7 points)

Yogalakshmi and
Suganthi (2020)

Scale developed by
Sturges et al. (2000,

2002)
Likert scale (1–5 points)

8 items from
Eisenberger et al.’s

(1986) scale
Likert scale (1–5 points)

----

PE: Psychological
Empowerment Scale, 12-item

scale developed by
Spreitzer (1995)

Likert scale (1–5 points)
AC: 6-item scale by
Meyer et al. (1993)

Likert scale (1–5 points)
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Table 2. Cont.

Authors and Year
of Publication

Variables and Their Assessment Instruments
CSM/CSMBs POS HRMPs/PHRMP Others

Liu et al. (2022)

Time 2
13 items from the

20-item Career
Self-management Scale
developed by Ma and

Cheng (2010)
Likert scale (1–5 points)

Time 2
8-item measure by

Eisenberger et al. (2020)
Likert scale (1–5 points)

Time 1
The developmental HR
practices scale with 3

subscales: career
development, training

opportunities, and
performance appraisal,
developed by Kuvaas

(2008)
Likert scale (1–5 points)

Time 1
TL: 26-item scale from an

adapted version of Li and Shi
(2005)

Likert scale (1–5 points)
Time 2

OCB: 10-item OCB scale
developed by
Bachrach et al.

(2007)
Likert scale (1–5 points)

Note. CSM = career self-management; CSMBs = career self-management behaviors; POS = perceived organi-
zational support; HRMPs = human resource management practices; PHRMP = perception of human resource
management practices; LMX = leader–member exchange; LC = locus of control; PE = perceived employability;
OC = organizational commitment; CS = career satisfaction; EI = emotional intelligence; WE = work engage-
ment; PE = psychological empowerment; AC = affective commitment; TL = transformational leadership;
OCB = organizational citizenship behavior.

Table 3 below presents the main results obtained from the six studies included in this
systematic literature review.

Table 3. Principal findings of the studies included in the systematic literature review.

Authors and Year
of Publication Main Results

Sturges et al.
(2010)

Significant evidence was not found that POS is positively related to career advancement-oriented CSMBs
within the organization (networking and visibility behaviors); however, it was observed that POS is negatively
related to career advancement-oriented CSMBs outside the organization (mobility behaviors).
LMX are positively related to career advancement-oriented CSMBs within the organization, specifically in
terms of visibility behaviors but not regarding networking behaviors, and negatively related to career
advancement-oriented CSMBs outside the organization.
No evidence was found that being female is positively related to career advancement-oriented CSMBs within
or outside the organization.
The relationship between gender and CSM appears to be moderated by POS in the opposite direction expected;
that is, women are more favorable than men to engage in networking and visibility behaviors at lower levels of
POS. However, no significant evidence was found regarding mobility behaviors, despite being in the
expected direction.
The relationship between gender and CSM appears to be moderated by LMX, with women being more
favorable than men to engage in networking behaviors at higher levels of LMX. However, no evidence was
found regarding visibility behaviors and behaviors directed towards mobility.
No evidence was found that having an internal locus of control is positively related to career
advancement-oriented CSMBs within the organization; however, it was observed that having an internal locus
of control is negatively related to career advancement-oriented CSMBs outside the organization.
The relationship between locus of control and CSM appears to be moderated by POS, with holders of an
internal locus of control being more favorable than holders of an external locus of control to engage in
networking and visibility behaviors at high levels of POS. However, no significant evidence was found
regarding behaviors directed towards mobility.
The relationship between locus of control and CSM appears to be moderated by LMX in the opposite direction
expected, with holders of an internal locus of control being more favorable than holders of an external locus of
control to engage in networking behaviors at low levels of LMX. However, no evidence was found regarding
visibility behaviors and behaviors directed towards mobility.

Polanska (2016)

HRMPs are positively related to CSMBs.
CSMBs and HRMPs are positively related to perceived employability.
The effect of HRMPs on perceived employability is partially mediated by CSMBs.
CSMBs and HRMPs are positively related to organizational commitment.
The effect of HRMPs on organizational commitment is partially mediated by CSMBs.
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Table 3. Cont.

Authors and Year
of Publication Main Results

Jung and
Takeuchi (2018)

CSM is positively related to career satisfaction.
PHRMP and POS are positively related to career satisfaction.
Existence of a synergistic effect of CSM and PHRMP on career satisfaction in young workers and
compensatory effect in middle-aged workers.
Existence of a synergistic effect of CSM and POS on career satisfaction in young workers and compensatory
effect in middle-aged workers.

Varela (2018)
PHRMPs are positively related to CSMBs.
The relationship between PHRMP and CSMBs is mediated by managers’ emotion regulation and
work engagement.

Yogalakshmi and
Suganthi (2020)

POS and psychological empowerment are positively related to CSM.
CSM is positively related to affective commitment.
The relationship between POS and affective commitment is partially mediated by CSM.
The relationship between psychological empowerment and affective commitment is mediated by CSM.

Liu et al. (2022)

HRMPs were positively related to CSM and organizational citizenship behavior.
The relationship between HRMPs and CSM is partially mediated by transformational leadership.
The relationship between HRMPs and organizational citizenship behavior is partially mediated by
transformational leadership.
The relationship between transformational leadership and CSM is moderated by POS, being more positive for
higher levels of POS.
The relationship between transformational leadership and organizational citizenship behavior is moderated by
POS, being more positive for higher levels of POS.
The mediating effect of transformational leadership in the relationship between HRMPs and CSM is
moderated by POS, with the effect being stronger for higher levels of POS.
The mediating effect of transformational leadership in the relationship between HRMPs and organizational
citizenship behavior is moderated by POS, with the effect being stronger for higher levels of POS.

Note. CSM = career self-management; CSMBs = career self-management behaviors; POS = perceived organi-
zational support; HRMPs = human resource management practices; PHRMP = perception of human resource
management practices; LMX = leader–member exchange.

4.3. Studies on Career Self-Management and Organizational Support

The relationship between organizational support and career self-management was the
focus of investigation in the six studies included in this systematic literature review. Orga-
nizational support was mentioned in the various studies through the terms perceived orga-
nizational support (POS) and/or human resource management practices/perception of hu-
man resource management practices (HRMPs/PHRMP) and/or leader–member exchanges
(LMX), while career self-management was approached through the concept/behaviors of
career self-management (CSM/CSMBs).

4.3.1. Career Self-Management and Human Resource Management Practices

The relationship between human resource management practices and career self-
management was explored in four of the six studies analyzed. The results of the three stud-
ies that examined the direct relationship between the variables indicated that HRMPs were
positively related to CSM, suggesting that the adoption of human resource management
practices by organizations promotes employees’ engagement in career self-management
behaviors (Liu et al. 2022; Polanska 2016; Varela 2018).

Regarding indirect relationships, two studies observed the mediating effect of different
variables in the relationship between PHRMP and CSM. Varela (2018) demonstrated that
the relationship between PHRMP and CSM can be mediated either by leaders’ emotional
regulation or by work engagement. These results suggest that workers’ positive PHRMP
leads to higher levels of work engagement, which promotes the adoption of CSM. Similarly,
HRMPs influence leaders’ emotional regulation; consequently, emotionally intelligent
leaders project a ‘role model’ image, exerting a positive influence on workers, resulting in
their engagement in CSM (Varela 2018). In line with this idea, Liu et al. (2022) found that
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the relationship between HRMPs and CSM can be partially mediated by transformational
leadership. These results suggest that HRMPs influence transformational leadership;
consequently, the latter has a significant influence on workers and may contribute to the
adoption of CSM (Liu et al. 2022).

One study evaluated the mediating effect of CSM on the relationship between HRMPs
and other variables. Polanska (2016) revealed the mediating effect of CSM in the rela-
tionship between HRMPs and organizational commitment. The results suggest that the
adoption of HRMPs by organizations promotes workers’ engagement in CSM, which in
turn enhances workers’ commitment to the organization. According to Polanska (2016),
CSM accounted for 20% of the effect of HRMPs on organizational commitment. This author
also demonstrated that the relationship between HRMPs and perceived employability
was partially mediated by CSMBs. The results suggest that the adoption of HRMPs by
organizations encourages employees’ engagement in CSM; consequently, these behaviors
lead to gains that promote employability and subsequently the perceived employability of
workers. According to Polanska (2016), CSMBs accounted for 28% of the effect of HRMPs
on perceived employability.

Another study investigated the mediating effect of HRMPs on the relationship be-
tween CSM and career satisfaction in young and middle-aged workers (Jung and Takeuchi
2018). The results determined that the relationship between CSM and career satisfaction in
young workers was strengthened when there were high levels of PHRMP. On the other
hand, the relationship between CSM and career satisfaction in middle-aged workers was
strengthened when there were low levels of PHRMP. Regarding direct relationships, re-
searchers demonstrated that CSM and HRMPs were positively related to career satisfaction
(Jung and Takeuchi 2018).

4.3.2. Career Self-Management and Perceived Organizational Support

The relationship between perceived organizational support and career self-management
was explored in four of the six articles analyzed. However, only two studies addressed the
direct relationship between these two variables.

Yogalakshmi and Suganthi (2020) concluded that POS was positively related to CSM.
In other words, when workers perceive support from the organization, they tend to engage
in CSMBs. In contrast to the findings of Yogalakshmi and Suganthi (2020), Sturges et al.
(2010) did not find evidence that POS was positively related to CSMBs oriented to career
advancement within the organization (networking and visibility behaviors). However,
the same researchers found that POS was negatively related to CSMBs oriented to career
advancement outside the organization (mobility behaviors).

Two studies investigated POS as a moderating variable. Liu et al. (2022) observed that
the mediating effect of transformational leadership in the relationship between HRMPs
and CSM, highlighted earlier, can be moderated by POS, with the strongest effect observed
for higher levels of POS. In other words, for workers who perceive higher levels of POS, the
effect of transformational leadership can function as a signal of support from the organiza-
tion, resulting in engagement in CSM. Similarly, Sturges et al. (2010) found evidence of POS
as a moderating variable but in the relationship between CSM and other variables (gender
and locus of control). Sturges et al. (2010) demonstrated that the relationship between locus
of control and CSM can be moderated by POS, where individuals with an internal locus of
control were more favorable to networking and visibility behaviors at higher levels of POS
compared to those with an external locus of control. On the other hand, the relationship
between gender and CSM was moderated by POS in the opposite direction to that expected
by the researchers; that is, women were more favorable than men to engage in networking
and visibility behaviors at lower levels of POS (Sturges et al. 2010). It should be noted
that no significant evidence was found for interactions between locus of control * POS and
gender * POS regarding mobility-directed behaviors (Sturges et al. 2010).

One study assessed the mediating effect of CSM and concluded that it partially medi-
ates the relationship between POS and affective commitment (Yogalakshmi and Suganthi
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2020). The results indicate that, through social exchange theory and the norm of reciprocity,
the perception of organizational support motivates employees to engage in CSM, which
in turn enhances the opportunity to receive support from the organization, leading to
increased affective commitment of the employee towards the organization (Yogalakshmi
and Suganthi 2020).

Another study investigated the mediating effect of POS on the relationship between
CSM and career satisfaction in young workers and middle-aged workers (Jung and
Takeuchi 2018). The results determined that the relationship between CSM and career
satisfaction in young workers was strengthened when there were high levels of POS. On
the other hand, the relationship between CSM and career satisfaction in middle-aged work-
ers was strengthened when there were low levels of POS. In terms of direct relationships,
researchers demonstrated that CSM and POS were positively related to career satisfaction
(Jung and Takeuchi 2018).

4.3.3. Career Self-Management and Leader–Member Exchange

The relationship between leader–member exchange and career self-management was
explored in only one of the six articles analyzed.

Sturges et al. (2010) concluded that LMX was positively related to CSM oriented
towards career advancement within the organization, specifically regarding visibility be-
haviors but not regarding networking behaviors and negatively related to CSM oriented
towards career advancement outside the organization (mobility-directed behaviors).

The same study investigated LMX as a moderating variable. Sturges et al. (2010) found
evidence of LMX as a moderating variable in the relationship between CSM and other
variables (gender and locus of control). The authors demonstrated that the relationship
between gender and CSM can be moderated by LMX, with women being more favorable
than men to engage in networking behaviors at higher levels of LMX; however, no evidence
was found regarding visibility behaviors. On the other hand, the relationship between
locus of control and CSM appeared to be moderated by LMX in the opposite direction
expected, with individuals with an internal locus of control being more inclined than those
with an external locus of control to engage in networking behaviors at lower levels of LMX
(Sturges et al. 2010). It should be noted that no evidence was found for interactions between
gender * LMX and locus of control * LMX regarding mobility-directed behaviors (Sturges
et al. 2010).

5. Discussion

The present review aims to analyze the relationship between career self-management
and organizational support and to synthesize the information available over the past
13 years. It should be noted that only six studies were found for analysis, making it
difficult to draw generalizations based on such limited evidence. However, the main
conclusions of this study are that organizational support, in the form of perceived organi-
zational support, human resource management practices/perception of human resource
management practices, and leader–member exchange, appears to positively influence career
self-management, as well as the inverse. Such evidence can be observed through the direct
and indirect relationships established between the variables. These results are consistent
with the notion of a ‘virtuous circle’ proposed by Sturges et al. (2002), where the adoption
of career self-management behaviors by workers promotes organizational support, which
in turn intensifies workers’ involvement in career self-management behaviors, and so
on. This phenomenon can be explained through Blau’s social exchange theory (1964) and
Gouldner’s norm of reciprocity (1960), highlighting the positive impact of advantageous
exchanges between the worker and the organization and their reciprocal nature.

The empirical evidence seems to corroborate Wilhelm and Hirschi’s (2019) prediction
that the relationship between organizational support and career self-management translates
into increased organizational outcomes, as well as individual outcomes. Therefore, the re-
sults provide support for the reciprocal relationship between the two variables, reinforcing



Adm. Sci. 2024, 14, 286 16 of 19

Orpen’s (1994) understanding that responsibility for career management should be shared
by the worker and the organization.

5.1. Theoretical and Practical Implications

This study contributes to the state-of-the-art knowledge on career self-management,
specifically on the existing knowledge regarding the effect of organizational support on
career self-management and vice versa. Therefore, the present systematic literature review
can be relevant to guide future research.

Its results can also be useful for human resources professionals, as it presents strategies
to achieve the interests of both the organization and its workers. On one hand, at the
organizational level, these practices appear to promote the development of more committed
and motivated teams to achieve better results. On the other hand, at the individual
level, they seem to stimulate the development of skills and potentials of the worker and
consequently contribute to greater career satisfaction. Furthermore, career satisfaction
is negatively associated with turnover intention (Chan and Mai 2015); thus, this study
enables the understanding of two factors that contribute to career satisfaction (Jung and
Takeuchi 2018) and, consequently, employee retention in organizations. In this context, it is
essential that the organization pays attention to its workers and offers support in managing
their careers to ensure their fulfillment. To maximize individuals’ career satisfaction, the
organization should encourage career self-management behaviors and provide support
and resources for career development, thereby aligning the interests of both parties. This
can be achieved through initiatives such as career workshops, career counseling, training
opportunities, and performance evaluations, among others (Taveira 2022). For example,
performance evaluations should be conducted at regular intervals rather than being spaced too
far apart, and they should encompass a broader range of characteristics, including individuals’
competencies in career self-management, to provide valuable feedback (Taveira 2022).

However, the responsibility for career management should not solely rest on organiza-
tions. Considering that in career self-management, workers take control of their careers
(Wilhelm and Hirschi 2019), they should focus on proactivity and engagement in career
self-management behaviors, such as networking (Coetzee and Schreuder 2018). This proac-
tive approach will enhance individuals’ engagement in their careers and, consequently,
result in personal benefits. Furthermore, in line with Sturges’ virtuous circle logic (Sturges
et al. 2002), such a proactive attitude may encourage organizations to respond by offering
resources and organizational support.

The effect of organizational support on career self-management, as well as the inverse,
proves to be extremely beneficial for both parties, resulting in increased organizational
outcomes as well as individual outcomes. In this sense, we emphasize the relevance
of these two practices and their competitive advantage in today’s organizational world.
Moreover, we emphasize the importance of investing in scientific studies on the impact
of organizational support on career self-management and vice versa in order to overcome
current gaps in the literature.

5.2. Limitations

The present systematic literature review presents some limitations. Firstly, what was
once the motivation for conducting this review has now become its major limitation, as the
reduced number of studies found may compromise the accuracy of the results. Despite the
initial number of articles being 353, many articles address only one or none of the variables.
This occurs because the number of articles addressing both career self-management and
organizational support is limited, attributable to the incipience of the topic. Secondly,
assuming the possibility of unidentified studies due to the eligibility criteria used, and
especially due to the use of the Core database which, compared to the other two, appeared
not to filter studies as effectively. Thirdly, the heterogeneity of the studies made comparative
analysis difficult.
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Nevertheless, some limitations arise from elements of the reviewed studies, such as
the lack of information on issues related to the methodology stage, namely specifics of the
instruments used and the participant sample.

5.3. Future Research

Future research should explore the relationship between career self-management and
organizational support, and potential mediators of this relationship, in order to address
gaps in the existing literature. It would be valuable for these studies to include a diverse
range of sectors, utilizing robust and representative samples, in order to generate solid
data on the benefits of this relationship and its practical implications for individuals and
organizations. Moreover, the study of career self-management on an individual basis is
essential given the incipient nature of its research and the need to understand its dynamics
with other variables.

6. Conclusions

In conclusion, it is evident that the constant and rapid changes in the work environ-
ment foster feelings of insecurity regarding careers. The reviewed studies reinforce an idea
already supported in the literature that career self-management benefits employees and
organizations in today’s work environment. Additionally, organizational support can func-
tion as a support mechanism for the career self-management process, and vice versa. This
emphasizes that the responsibility for career management should be shared between work-
ers and organizations, rather than resting solely on one party. Furthermore, some variables
have been identified as central aspects of the dynamic between career self-management and
organizational support, such as managers’ emotion regulation, transformational lead-
ership, work engagement, organizational commitment, perceived employability, and
career satisfaction.
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