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Abstract: Introduction: It is assumed that protean career orientation and work-life 

balance have a positive relationship and predicted that this relationship is weakened by 

perceived stress but augmented by person organization fit. It is argued that mitigating 

effect of person organization fit is more salient among employees who exhibit low 

perceived stress. The results were studied from women employees working in 

telecommunication sector, who confirmed the hypotheses.  

Methodology: Survey method was used and a total of 352 responses were collected from 

women employees working in the telecommunication industry. Statistical Package for the 

Social Sciences (SPSS) software was used in the study to analyze the association between 

protean career orientation and work-life balance.  

Implications: The current research has practical implications for managers who seek 

motivated employees who would help the organization flourish.  

Originality: Firstly, the study explores the three-way interaction by investigating how 

protean career orientation’s contribution to work-life balance depends on employees 

perceived stress and their person-organization fit with the company. Secondly, the 

current research studying working women in telecommunication sector in the context of a 

developing country.  

Findings: The results came out to be significant of the three-way interaction as it showed 

that career oriented women experience stress and fatigue but if they manage to achieve a 

good fit with the organization they can achieve a balanced life. 

Keywords: protean career orientation; work-life balance, person-organization fit, 

perceived stress, three-way interaction; telecommunication sector 
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Introduction: 

Work-life balance (WLB) has been considered important since the last few decades 

and the advantages of supporting employees to maintain a balanced life has been 

acknowledged by academics (Jammaers & Williams, 2020). The literature has identified 

some blind spots (Beigi & Shirmohammadi, 2017; Kelliher, Richardson & Boiarintseva, 

2019), including viewing work-life balance as a gender issue. Issues of maintaining 

balanced work-life of working women in developing countries has been sidelined (Uddin 

et al., 2021). This neglect is conspicuous, as the facts suggest that women in developing 

countries experience work-life balance issues more than men owing to the social and 

cultural dilemma (Rehman & Roomi, 2012). Women bear the sole responsibility of 

parenting, caregiving, domestic labor and face discrimination in the patriarchal society 

(Schur, Kruse, & Blanck, 2013). In this situation balancing work-life gets even more 

difficult for women. Women are being increasingly employed due to globalization which 

is resulting in more families having dual earners (Piriu, 2022). Therefore, women are 

likely to have less time to accomplish multiple roles (Uddin, 2021). The various role 

demands coexistence along with limited support from family and government creates 

hurdles (e.g. stress, failure and burnout) for employee’s (He et al., 2020). Hence, the 

current research focuses on analyzing how perceived stress and person-organization fit 

(POF) impact the work-life balance of protean career oriented (PCO) women in a 

developing country.  

PCO is a concept that helps in understanding careers of contemporary employees 

(Verma, 2020). Employees are considered to be agents of their career destiny (Musaev, 

2021). PCO states an individual’s tendency to endorse career which focuses to attain 

success with sovereign career management (Haenggli et al., 2021). There are two 

approaches of PCO: Self-directed approach is the first approach towards managing one’s 

career. In this approach, individuals exert special control on their career development by 

initiating to make career decisions and explore career options (Cortellazzo et al., 2020). 

Value-driven approach is the second approach, in which individuals chase personally 

meaningful goals and values that help create standards for experiencing psychological 
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success and also provide motivation for career decisions. WLB is significant for majority 

of the employees (Haralayya, 2021) as it plays a significant role in assessing workers’ 

career success (Zahoor, Abdullah & Zakaria, 2021). Hence it is essential to understand 

the relation between PCO and WLB. WLB is defined as achieving equilibrium amongst 

both personal and professional life (Marques & Berry, 2021). Conservation of resources 

(COR) perspective can provide lens that will analyze the relation amongst PCO and 

WLB. COR is a stress theory that explains motivation, which drives individuals to 

maintain the current resources and also to pursue the new resources (Hobfoll, 1989). 

However, the current study aims to evaluate the relation amongst PCO and WLB by 

considering career and work-related outcomes, such as, POF and perceived stress.  

The present research contributes to the extant literature in multiple ways.  Firstly, 

work and career-related outcomes of PCO, such as POF being studied for the first time as 

a moderator between the relationship of PCO and WLB. Secondly, the research focused 

on women employees working in telecommunication sector in a developing country, 

Pakistan; which is an under researched area. Thirdly, three-way interaction is being 

studied between perceived stress, person-organization fit and PCO. Accordingly, the 

research examines the interplay of PCO with two contingencies (perceived stress and 

person-organization fit) as distinct dimensions that underlie work-life balance.  

 The current study has been structured in the following way: It comprises an 

introduction, followed by the past literature, methodology adopted in the research is 

discussed which consists of sample, research design and measures that were adopted. 

Furthermore, the results of the study are discussed. Additionally, the findings of the study 

are presented which have implications for the managers.  

Hypothesis Development  
Conservation of resources (COR) theory explains resources to be energies, states 

and, personal characteristics which people value (Ten Brummelhuis & Bakker, 2012) as 

assets help in achieving individual aims (Halbesleben et al., 2014). The COR concept 

validates that motivated individuals retain their resources (Hobfoll, 2002). The theory 

also emphasizes that individuals avoid stressful situations and protect their residual 
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resources (Hobfoll, 1989). This theory helps us understand how protean career orientated 

women want to avoid stress and maintain a balanced life.  

Another theory, helps us understand how person organization fit is important for 

studying the relationship of PCO and WLB. The self-regulation theory proposes that 

individuals try to bring a fit between the organization and themselves (Jennings, Lanaj & 

Kim, 2022). As the theory suggests, internal control is experienced by individuals to 

handle stress and also try to achieve a good fit with the organization (Li, Sun, Tao & Lee, 

2021). It suggests that, if working women in telecommunication industry can handle 

stress and achieve a good fit with the company, it would contribute to a balanced work-

life.  

Protean Career Orientation (PCO) and Work-Life Balance (WLB) 
Sekarani, Ahadiat and Djimad (2021) identified balance to arise from satisfaction 

and effectiveness in numerous roles of life. The research suggested that protean career 

oriented employees will have a balanced life as they will make deliberate effort to fulfil 

both responsibilities; at home and at work. Based on the job demand resource fit 

perspective, study suggested, resources are considered important for achieving balance as 

it enables workers to cater demand of family and work domain and effectively join in 

both domains (Voydanoff, 2005). The research concerning antecedents of work-family 

enrichment and conflict had been constant with Voydanoff’s declaration. As enrichment 

enhances feeling of balance and conflict reduces balance feelings (Greenhaus, Ziegert & 

Allen, 2014), hence it’s concluded that balance can be achieved with the help of 

resources (Voydanoff, 2005).  

The literature suggests that it’s important for employees to achieve personal 

goals as having strong PCO will motivate them to achieve work and career-related 

outcomes, for instance, Person Organization Fit. Person organization fit is considered to 

enhance job satisfaction (Pratama, Suwarni & Handayani, 2022) helping workers to lead 

a balanced work-life. It is expected that PCO will significantly impact WLB (H1).  

Hypothesis 1: There is a significant relationship between protean career orientation and 

work life balance. 
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Moderating Role of Perceived Stress  

 Perceived stress is described as unfavorable person environment relationship 

when there is a disparity between situational demands and resources of the individual 

(Lazarus, 1993). Working women, bare more stress as they deal with managing multiple 

responsibilities such as looking after, kids, work and home (Kapoor et al., 2021). When 

they manage so many responsibilities simultaneously, it leads to work-family spillover, 

making anxiety and stress permanent ally.  Occupational stress causes difficulties and 

forces women to give up work and concentrate more on family (Lockey et al., 2022). 

Mostly people experience perceived stressors in their lives and that interferes with 

maintaining and adopting behaviors (Garbóczy et al., 2021). According to this, perceived 

stress has been considered a negative indicator of quality of life (Matuska & Bass, 2016). 

It has also been found that stress acts as a mediator between psychological health and 

work family conflict (Zahoor, Abdullah & Zakaria, 2021). As the literature suggested that 

stress impact balance of work-life specifically for women, it can be concluded that 

perceived stress is a moderator between protean career orientation and work life balance 

relationship (H2).  

Hypothesis 2: The significant relationship between protean career orientation and work 

life balance is moderated by perceived stress, such that the relationship is weaker at 

higher levels of perceived stress. 

Moderating Role of Person-organization fit  

 POF is considered to be an important construct in ensuring that workers’ quality 

of work-life is ensured by enhancing their performance and reducing turnover rate (Babin 

et al., 2021). It was found that job seekers experience high POF for companies that 

replace standard pay with work-life balance in recruitment materials. On the other hand, 

employees’ experience low POF for organizations that replace regular salary with health 

benefits (Firfiray & Mayo, 2017). Being consistent with POF perception, balance in 

work-life and fit perception speculates employees undergoing low balance along with 

greater strain when there is a misfit amongst the resources to cope with the demands from 
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social environment (Fan, 2018). However, if logically analyzed, we can conclude that 

employees who are satisfied with their job and experience POF manage their WLB better 

(H3). 

Hypothesis 3: The significant relationship between protean career orientation and work 

life balance is moderated by person organization fit, such that the relationship is stronger 

at higher levels of person organization fit. 

Despite the potential of protean career oriented women to achieve a balanced 

work-life, there are many social pressures that might disrupt this connection. Women in 

developing countries, like Pakistan, suffer from stress and pressure due to the unfair 

distribution of family and children responsibilities (Uddin et al., 2021). Being consistent 

with POF perception (O'Reilly et al., 1991), balance in work-life and fit perception 

speculates employees suffering from imbalance in work-life along with greater strain 

when there is a misfit amongst the resources to cope with demands from social 

environment (Voydanoff 2005; Fan, 2018). In light of these hurdles, the research 

considered two contingencies that might influence the baseline relationship between PCO 

and WLB:  perceived stress and person-organization fit. Hence it is concluded that both 

perceived stress and person organization fit moderates the relationship of PCO and WLB 

(H4).  

Hypothesis 4: The significant interaction effect between protean career orientation and 

person organization fit on work life balance is moderated by perceived stress, such that 

this interaction effect is weaker at higher levels of perceived stress. 

The relationship between protean career orientation and work-life balance is 

being studied by considering two moderators, including person organization fit and 

perceived stress. The research focuses on considering each moderator separately and later 

on exploring the three-way interaction of protean career orientation, POF and perceived 

stress on work-life balance. Hence, the following conceptual model is suggested.   

---Insert Figure 1--- 
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Materials and Method 

Sample and data collection  

Women respondents were selected from the telecommunication industry. 

Goodhue, Lewis and Thompson, (2006) proposed to keep minimum sample of 200 

responses. The current research collected 373 responses and 352 were found to be usable. 

The response rate came out to be 94.36%. Current research used self-administered and 

online surveys which have been used by many researchers earlier (Direnzo et al., 2015). 

Location and geographical area selected for data collection included Lahore, Karachi, 

Islamabad, the three major cities of Pakistan. Telecommunication companies such as, 

Mobilink, Warid and Ufone, were contacted and with consent of managers, surveys were 

conducted. Moreover, an online questionnaire was also circulated within the companies. 

Online survey was used as data can be handled easily and it also helps in cost reduction 

(Kaplowitz, Hadlock & Levine, 2004). Online surveys have a higher response rate as 

compared to traditional paper surveys (McCabe, 2004).  

Measures  
Validated scales from the past literature were used. Items were extracted from 

Valentine, Godkin & Lucero, (2002) to measure person-organization fit. Respondents had 

to select options amongst “strongly disagree” to “strongly agree” using Likert scale of 

five point. Sample question is, “I feel that my personal values are a good fit with this 

organization.” Items were extracted from Baruch, (2014) to measure PCO. Respondents 

had to select options amongst “strongly disagree” to “strongly agree” using Likert scale 

of five-point. Sample question for is “I take responsibility for my own development.” 

Shukla & Srivastava, (2016) proposed items to measure work-life balance. Respondents 

had to select options amongst “strongly disagree” to “strongly agree” using Likert scale 

of five-point. Items were extracted from (Cohen et al., 1983) to measure perceived stress. 

Respondents had to select options amongst “strongly disagree” to “strongly agree” using 

Likert scale of five-point. Sample question for is “In the last month, how often have you 

felt that you were unable to control important things in life?” 
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Control variables: In order to account for any alternative explanation for work-life 

balance, the research controlled for age, monthly income and education of female 

employees working in the telecommunication sector.  

The current research, tested hypotheses in three interlinked steps. Firstly, the 

moderation of POF was tested via SPSS PROCESS macro between the relationship of 

PCO and WLB. Secondly, the moderation of perceived stress was tested via SPSS 

PROCESS macro between the relationship of PCO and WLB. Thirdly, three-way 

moderation was tested (PCO x POF x perceived stress) with WLB.  

Results 

 Table 1 shows the descriptive statistics and correlations and table 2 shows the 

regression results. The model included three control variables, age, education and 

monthly income. The model studies the three-way interaction (Protean career orientation 

x perceived stress x person-organization fit) along with its underlying two way 

interactions.   

--- Insert table 1 and 2 here --- 

Table 2 depicts in support of hypothesis 1, that protean career orientation significantly 

impacts work-life balance (β = 5.394, p < .01). The results also depict that perceived 

stress moderates the relationship between protean career orientation and work-life 

balance (β = - 1.424, p < .001). Hence it supports hypothesis 2. Hypothesis 3 stated that 

person-organization fit moderates the relationship of protean career orientation and work-

life balance, it was supported by the results (β = - 1.5095, p < .001). Hence the results 

support the attenuating effect of perceived stress (β = - 1.424, p < .001) and the 

invigorating effect of person organization fit (β = - 1.5095, p < .001) on PCO and WLB 

relationship. Thus, effectiveness of protean career oriented women as means of balancing 

work-life is greater when women exhibit lower perceived stress (hypothesis 2) and they 

experience higher person-organization fit (hypothesis 3). To clarify the nature of these 

interactions, graphs were plotted to show the effects of PCO on WLB for high and low 
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levels of perceived stress and POF in Figures 2 and 3, respectively, combined with a 

simple slope analysis for each (Aiken & West, 1991). The results in Figure 2 indicate that 

the relationship between PCO and WLB is significant as perceived stress moderates the 

relationship (t = -3.7030, p = < 0.001), Similarly, the same figure indicates that the 

relationship between PCO and WLB is significant with POF as a moderator (t = -3.6314, 

p = < 0.001). Lastly, it indicates a significant moderation of the three-way interaction of 

PCO x PS x POF (t = 4.3190, p = < 0.001). 

--Insert Figures 2 here-- 

Hypothesis 4 was also supported and accepted as the three-way interaction between PCO, 

POF and perceived stress came out to be significant (β = .4122, p < .001).  

This study adds to the theoretical perceptive by contributing to the research of 

WLB as it elaborates on how two critical factors (person organization fit and perceived 

stress) impact career oriented women trying to achieve a balanced life. The lack of 

pervious attention given to working women trying to achieve a balanced life is surprising. 

The novel idea of how stress aggravates the situation of women in developing country, 

who are already under a lot of pressure due to the social and cultural norms (Kapoor et 

al., 2021), highlights the importance of studying this phenomenon. Perceived stress 

means how an individual feel about the general stressfulness of their life and their ability 

to handle such stress (Khodami et al., 2022). On the other hand, POF means that there is 

good congruence between the person’s abilities and the organization (Pratama et al., 

2022). It was posited that perceived stress challenges the positive relationship between 

protean career oriented women and work-life balance, however POF enhances the 

relationship.  

Discussion and Conclusion  

The study researched about the impact of protean career orientation on work-life 

balance while considering two moderators, perceived stress and person organization fit. 

The sample was taken from women employees working in telecommunication sector. The 

study concluded that protean career orientation has a significant impact on work life 
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balance of women employees in the telecommunication sector (H1). The result is 

supported by extant literature, as it is proved that career oriented (self-motivated) 

employees make deliberate effort to maintain a balanced work life (Direnzo et al., 2015). 

However, in emerging economies like Pakistan, women bare all the burden of household 

responsibilities hence, women are more likely to have stress when trying to accomplish 

multiple roles (Uddin, 2021). There were two moderators included in the model; 

perceived stress and person organization fit; they were studied between the relationship 

of protean career orientation and work life balance. The second hypothesis, discussed 

perceived stress as a moderator between protean career orientation and work life balance. 

The results concluded that perceived stress did moderate the relationship of PCO and 

WLB. This was another contribution of the current research. The studies suggest that 

women bare all the burden of household responsibilities and various role demands 

coexistence along with limited support from family and government creates hurdles e.g. 

stress, failure and burnout (He et al., 2020). This suggested that stress is caused due to 

societal pressures in women particularly in emerging economies like Pakistan. Hence the 

results also suggested that stress does moderate the relationship of PCO and WLB (H2). 

Another moderator considered was POF; it was concluded that a career oriented (self-

motivated) person balances his/her life better only if they achieve a good fit with the 

organization (H3). Another contribution to the study was that three-way interaction of 

(PCO x perceived stress x POF) and its impact on WLB was gauged (H4). The results 

came out to be significant of the three-way interaction as it showed that career oriented 

women experience stress and fatigue but if they manage to achieve a good fit with the 

organization they can achieve a balanced life. 

Theoretical Implications  

The study contributes to the past literature in numerous ways. It extends the 

research on work-life balance by testing the relationship between PCO and WLB in the 

presence of two moderators; person organization fit and perceived stress. In consistent 

with the past literature, the research provides empirical evidence that person organization 

fit and perceived stress moderate the relationship of PCO and WLB. The relationship of 
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PCO and WLB was studied beforehand; nevertheless, there is a scarcity of research 

examining the impact of person organization fit and perceived stress on work-life 

balance, especially in women employees’ working in telecommunication sector in 

Pakistan. By introducing two moderators between the relationship of PCO and WLB, 

researchers can gain insight about how women live a balanced life along with trying to 

maintain a fit with the organization and carrying the burden of stress.  

Managerial Implications  

The study suggests from a practical perspective that managers should encourage 

women employees who are self-driven and self-motivated to achieve a balanced life. To 

achieve this, HR managers will have to come up with strategies to give comfort to 

women in the organization. They will have to reward on productivity based work 

employees do within the organization, that will help reduce the stress of women 

employees. It is very important for the managers to help hire women employees who are 

career oriented and have a good fit with organizational goals. That will help the 

organization have motivated employees who manage good balance in work-life. PCO is 

related with acquisition of resources (e.g person organization fit), individuals should 

appreciate the benefit of adopting self-directed approach for managing their careers. 

Strong PCO can be achieved by self-reflection of their career (Sargent & Domberger, 

2007) and also with the help of developmental relationships. For instance, managers can 

assist employees to develop their own definition of successful career (Greenhaus & 

Singh, 2007) and to develop proactive strategies in order to help attain their individual 

goals.  

 There are numerous informal, such as family-supportive supervision and 

organizational cultures, and formal, such as, flexibility policies, in an organization that 

can lead to less work family conflict or high work family enrichment, both contribute to a 

balanced work-life (Greenhaus et.al, 2014). Lastly, business institutions should accept 

that they play a significant role in guiding their students to decide their career path in a 

self-direct (protean) manner in order to achieve their career aims and a balanced life. 

Institutions can help students by giving them opportunities to develop a proactive 
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approach towards their career development, to learn what it’s like to work in real 

organizational setting and to understand their values. Such opportunities can be provided 

with different combination of individual career counseling, career management 

coursework, organizational experiences through education work assignments and 

internships and small group workshops.  

Limitations and Future Research Direction  
There are few limitations in the current study. Data has been collected from 

telecommunication industry only and because of that the results will only be relevant for 

the telecommunication industry. Future research should incorporate the relation between 

PCO with other work and career related outcomes, for instance, job engagement, 

different career planning behaviors and subjective and objective career success. Job 

related resources, such as autonomy, may intermingle with motivational factors, such as, 

felt responsibility for dependents, to predict work-life balance of employees. Clearly 

future research should incorporate such motivational factors and job related resources in 

order to assess the achievement of a balanced life. Moreover, research has only addressed 

the positive effect of PCO (Sullivan & Baruch, 2009). The future research should study 

what happens when self-driven employees are unable to achieve their goals. The negative 

impact of PCO on an individual’s personality is yet to be explored. The research should 

also consider the impact of PCO on part time employees as the work-life balance of part 

time employees will vary from full time employee’s life balance.  

References  

Aiken, Leona S., Stephen G. West, and Raymond R. Reno. Multiple regression: Testing 

and interpreting interactions. sage, 1991. 

Babin, Dhas Devadhasan, Natanya Meyer, Seetharampalayam Chettiannan Vetrivel, and 

Róbert Magda. "The mediating role of person-job fit between work-life balance (WLB) 

practices and academic turnover intentions in India’s higher educational 

institutions." Sustainability 13, no. 19 (2021): 10497. 



 

13 

 

 

                                                                                                                Qualitative Research Vol 24 Issue 3, 2024 
Baruch, Yehuda. "The development and validation of a measure for protean career 

orientation." The International Journal of Human Resource Management 25, no. 19 

(2014): 2702-2723. 

Beigi, Mina, and Melika Shirmohammadi. "Qualitative research on work–family in the 

management field: A review." Applied Psychology 66, no. 3 (2017): 382-433. 

Cohen, Sheldon, Tom Kamarck, and Robin Mermelstein. "A global measure of perceived 

stress." Journal of health and social behavior (1983): 385-396. 

Cortellazzo, Laura, Sara Bonesso, Fabrizio Gerli, and Joan M. Batista-Foguet. "Protean 

career orientation: Behavioral antecedents and employability outcomes." Journal of 

Vocational Behavior 116 (2020): 103343. 

Direnzo, Marco S., Jeffrey H. Greenhaus, and Christy H. Weer. "Relationship between 

protean career orientation and work–life balance: A resource perspective." Journal of 

Organizational Behavior 36, no. 4 (2015): 538-560. 

Fan, Peng. "Person–organization fit, work–family balance, and work attitude: The 

moderated mediating effect of supervisor support." Social Behavior and Personality: an 

international journal 46, no. 6 (2018): 995-1010. 

Firfiray, Shainaz, and Margarita Mayo. "The lure of work‐life benefits: Perceived 

person‐organization fit as a mechanism explaining job seeker attraction to 

organizations." Human Resource Management 56, no. 4 (2017): 629-649. 

Garbóczy, Szabolcs, Anita Szemán-Nagy, Mohamed S. Ahmad, Szilvia Harsányi, 

Dorottya Ocsenás, Viktor Rekenyi, Ala’A. B. Al-Tammemi, and László Róbert 

Kolozsvári. "Health anxiety, perceived stress, and coping styles in the shadow of the 

COVID-19." BMC psychology 9, no. 1 (2021): 1-13. 

Goodhue, Dale, William Lewis, and Ron Thompson. "PLS, small sample size, and 

statistical power in MIS research." In Proceedings of the 39th Annual Hawaii 

International Conference on System Sciences (HICSS'06), vol. 8, pp. 202b-202b. IEEE, 

2006. 



 

14 

 

 

 

                                   Three-way Interaction between Protean Career Orientation … 

Goodhue, Dale, William Lewis, and Ron Thompson. "PLS, small sample size, and 

statistical power in MIS research." In Proceedings of the 39th Annual Hawaii 

International Conference on System Sciences (HICSS'06), vol. 8, pp. 202b-202b. IEEE, 

2006. 

Greenhaus, J. H., J. C. Ziegert, and T. D. Allen. "Relationships of work-family conflict 

and enrichment with work-family balance." In Contribution to the Symposium “What is 

balance, pp. 14-17. 2014. 

Greenhaus, Jeffrey H., and Ellen Ernst Kossek. "The contemporary career: A work–home 

perspective." Annual Review of Organizational Psychology and Organizational 

Behavior 1, no. 1 (2014): 361-388. 

Greenhaus, Jeffrey H., and Romila Singh. "Mentoring and the work-family 

interface." Handbook of mentoring at work (2007): 519-544. 

Haenggli, Madeleine, Andreas Hirschi, Cort W. Rudolph, and José María Peiró. 

"Exploring the dynamics of protean career orientation, career management behaviors, and 

subjective career success: An action regulation theory approach." Journal of vocational 

behavior 131 (2021): 103650. 

Halbesleben, Jonathon RB, Jean-Pierre Neveu, Samantha C. Paustian-Underdahl, and 

Mina Westman. "Getting to the “COR” understanding the role of resources in 

conservation of resources theory." Journal of management 40, no. 5 (2014): 1334-1364. 

Haralayya, Bhadrappa. "Work Life Balance of Employees at Karanja Industries Pvt Ltd, 

Bidar." Iconic Research And Engineering Journals 4, no. 12 (2021): 243-254. 

He, Sylvia Y., Sui Tao, Mee Kam Ng, and Hendrik Tieben. "Evaluating Hong Kong’s 

spatial planning in new towns from the perspectives of job accessibility, travel mobility, 

and work–life balance." Journal of the American Planning Association 86, no. 3 (2020): 

324-338. 

Hobfoll, Stevan E. "Conservation of resources: a new attempt at conceptualizing 

stress." American psychologist 44, no. 3 (1989): 513. 



 

15 

 

 

                                                                                                                Qualitative Research Vol 24 Issue 3, 2024 
Hobfoll, Stevan E. "Social and psychological resources and adaptation." Review of 

general psychology 6, no. 4 (2002): 307-324. 

Jammaers, Eline, and Jannine Williams. "Care for the self, overcompensation and bodily 

crafting: The work–life balance of disabled people." Gender, Work & Organization 28, 

no. 1 (2021): 119-137. 

Jennings, Remy E., Klodiana Lanaj, and You Jin Kim. "Self‐compassion at work: A 

self‐regulation perspective on its beneficial effects for work performance and 

wellbeing." Personnel Psychology (2022). 

Kaplowitz, Michael D., Timothy D. Hadlock, and Ralph Levine. "A comparison of web 

and mail survey response rates." Public opinion quarterly 68, no. 1 (2004): 94-101. 

Kapoor, Vartika, Jaya Yadav, Lata Bajpai, and Shalini Srivastava. "Perceived stress and 

psychological well-being of working mothers during COVID-19: A mediated moderated 

roles of teleworking and resilience." Employee Relations: The International 

Journal (2021). 

Kelliher, Clare, Julia Richardson, and Galina Boiarintseva. "All of work? All of life? 

Reconceptualising work‐life balance for the 21st century." Human Resource 

Management Journal 29, no. 2 (2019): 97-112. 

Khodami, Mohammad Ahsan, Mohammad Hassan Seif, Roghayeh Sadat Koochakzadeh, 

Reza Fathi, and Harleen Kaur. "Perceived stress, emotion regulation and quality of life 

during the Covid-19 outbreak: A multi-cultural online survey." In Annales Médico-

psychologiques, revue psychiatrique, vol. 180, no. 6, pp. 514-518. Elsevier Masson, 

2022. 

Lazarus, R. S. "From psychological stress to the emotions: a history of changing 

outlooks." (1993): 1-21. 

Li, Jo-Yun, Ruoyu Sun, Weiting Tao, and Yeunjae Lee. "Employee coping with 

organizational change in the face of a pandemic: The role of transparent internal 

communication." Public Relations Review 47, no. 1 (2021): 101984. 



 

16 

 

 

 

                                   Three-way Interaction between Protean Career Orientation … 

Lockey, Steven, Les Graham, Yuyan Zheng, Ian Hesketh, Marisa Plater, and Sara 

Gracey. "The impact of workplace stressors on exhaustion and work engagement in 

policing." The Police Journal 95, no. 1 (2022): 190-206. 

Marques, Vanda C., and Gregory R. Berry. "Enhancing work‐life balance using a 

resilience framework." Business and Society Review 126, no. 3 (2021): 263-281. 

Matuska, Kathleen, and Julie Bass. "Life balance and stress in adults with medical 

conditions or obesity." OTJR: occupation, participation and health 36, no. 2 (2016): 74-

81. 

Musaev, Bekzod. "The System Of Employing Migrant Workers In Uzbekistan Through 

Private Employment Agencies: An Analysis Of Existing Problems." The American 

Journal of Political Science Law and Criminology 3, no. 08 (2021): 40-49. 

O'Reilly III, Charles A., Jennifer Chatman, and David F. Caldwell. "People and 

organizational culture: A profile comparison approach to assessing person-organization 

fit." Academy of management journal 34, no. 3 (1991): 487-516. 

Piriu, Andreea Alexandra. "Globalization and Gender‐Specific Patterns in Individual 

Fertility Decisions." Population and Development Review 48, no. 1 (2022): 129-160. 

Pratama, Eko Nur, Emi Suwarni, and Midiana Astuti Handayani. "The Effect Of Job 

Satisfaction And Organizational Commitment On Turnover Intention With Person 

Organization Fit As Moderator Variable." APTISI Transactions on Management 

(ATM) 6, no. 1 (2022): 74-82. 

Rehman, Sumaira, and Muhammad Azam Roomi. "Gender and work‐life balance: a 

phenomenological study of women entrepreneurs in Pakistan." Journal of small business 

and enterprise development (2012). 

Sargent, Leisa D., and Shelley R. Domberger. "Exploring the development of a protean 

career orientation: values and image violations." Career development 

international (2007). 



 

17 

 

 

                                                                                                                Qualitative Research Vol 24 Issue 3, 2024 
Sekarani, Debby Anchika, Ayi Ahadiat, and Habibullah Djimad. "The Effect Of Protean 

Career Orientation On Work Life Balance And Career Planning On Employee Of PT. 

Supraprimatamanusantara." NVEO-NATURAL VOLATILES & ESSENTIAL OILS 

Journal| NVEO (2021): 2492-2510. 

Shukla, Abhishek, and Rajeev Srivastava. "Examining the effect of emotional 

intelligence on socio-demographic variable and job stress among retail 

employees." Cogent Business & Management 3, no. 1 (2016): 1201905. 

Sullivan, Sherry E., and Yehuda Baruch. "Advances in career theory and research: A 

critical review and agenda for future exploration." Journal of management 35, no. 6 

(2009): 1542-1571. 

Ten Brummelhuis, Lieke L., and Arnold B. Bakker. "A resource perspective on the 

work–home interface: The work–home resources model." American psychologist 67, no. 

7 (2012): 545. 

Uddin, Mahi, Kalsom Binti Ali, Mohammad Aktaruzzaman Khan, and Afzal Ahmad. 

"Supervisory and co-worker support on the work-life balance of working women in the 

banking sector: A developing country perspective." Journal of Family Studies (2021): 1-

21. 

Uddin, Mahi. "Addressing work‐life balance challenges of working women during 

COVID‐19 in Bangladesh." International Social Science Journal 71, no. 239-240 (2021): 

7-20. 

Valentine, Sean, Lynn Godkin, and Margaret Lucero. "Ethical context, organizational 

commitment, and person-organization fit." Journal of business ethics 41, no. 4 (2002): 

349-360. 

Voydanoff, Patricia. "Consequences of boundary-spanning demands and resources for 

work-to-family conflict and perceived stress." Journal of occupational health 

psychology 10, no. 4 (2005): 491. 



 

18 

 

 

 

                                   Three-way Interaction between Protean Career Orientation … 

Zahoor, N., N. Abdullah, and N. Zakaria. "The role of high performance work practices, 

work-family conflict, job stress and personality in affecting work life 

balance." Management Science Letters 11, no. 4 (2021): 1367-1378. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

19 

 

 

                                                                                                                Qualitative Research Vol 24 Issue 3, 2024 
Appendix  

Table 1: Means, Standard Deviations, and Correlations 

 

 

 

 

Table 2: Regression Results (Dependent Variable: Work Life Balance) 

 Mean SD 1 2 3 4 5 6 

1. Work-life 

balance 
4.168 .8087       

2. Protean 

Career 

Orientation 

4.285 .8019 0.662**      

3. Perceived 

Stress 
4.468 .6130 0.576** 0.745**     

4. Person-

organization 

fit 

4.1922 .7730 0.661** 0.67** 0.605**    

5. Age 1.43 .717 0.237** 0.317** 0.329** 0.219**   

6. Education 2.79 .641 
-

0.212** 

-

0.217** 

-

0.240** 

-

0.280** 

-

0.417** 
 

7. Monthly 

Income 
2.28 1.341 

-

0.176** 

-

0.152** 

-

0.177** 

-

0.175** 
0.039 0.08 
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 Model 1 

Age - 0.0099 

Education 0.0031 

Monthly Income - 0.0318 

H1: Protean Career Orientation 5.3942** 

H2: Protean Career Orientation x Perceived Stress - 1.4243*** 

H3: Protean Career Orientation x Person Organization Fit - 1.5095*** 

H4: Protean Career Orientation x Person Organization Fit  x 

Perceived Stress 
0.4122*** 

F-value 

R2 

R2 change 

49.7075 

0.5931 

0.0223 

Notes: N = 352; 

***p < 0.001; **p < 0.01, *p < 0.05 
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Figure 1: Theoretical Framework  
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Figure 2: Three-way interaction between Protean career orientation, person 

organization fit and perceived stress 

 

 


