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Abstract
Purpose – Our study aimed to understand how a negative career shock (CS), caused by the COVID-19 
pandemic, a global crisis, impacted employees’ career success and life satisfaction in China.
Design/methodology/approach – Employees (n 5 737) from industries adversely impacted by COVID-19-
related restrictions (e.g. (a) catering, hotel and tourism; (b) construction and real estate; (c) finance; (d) 
technology; (e) logistics and (f) manufacturing) responded to an online survey on a negative CS, subjective 
career success, objective career success (OCS), life satisfaction and protean career orientation (PCO).
Findings – A negative CS was negatively associated with OCS and life satisfaction. Subjective and OCS were 
positively associated with life satisfaction. PCO moderated the association between a negative CS and OCS.
Practical implications – The practical contribution comes from informing strategies for individuals and 
employers in China to enact when facing future chance events on a national or global scale.
Originality/value – The theoretical contribution of our research comes from advancing the conservation of 
resources theory by considering the impact of a negative CS as an independent variable and PCO as a moderator 
on career success and life satisfaction.
Keywords Career shock, China, COVID-19 pandemic, Life satisfaction, Objective career success, 
Subjective career success, Protean career orientation
Paper type Research paper

Introduction
The COVID-19 pandemic represented a global-level chance event that caused significant 
disruption to our daily lives (Legrand et al., 2023), including via career shocks (CSs) 
(Akkermans et al., 2020; Mouratidou and Grabarski, 2022). A CS is “a disruptive and 
extraordinary event that is, at least to some degree, caused by factors outside the focal 
individual’s control and that triggers a deliberate thought process concerning one’s career” 
(Akkermans et al., 2018, p. 4). It is important to note that a CS can be positive (e.g. an 
unexpected promotion) or negative (e.g. unexpected redundancy) (Akkermans et al., 2021). 

There has been a growing interest in the career literature examining CSs induced by the 
COVID-19 pandemic-related restrictions (e.g. Mousa and Abdelgaffar, 2023; Silva et al., 
2023). There has also been interest in the impacts of CSs on subjective and objective career
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success (OCS) (e.g. Okay-Sommerville, 2023; Spurk et al., 2019) and life satisfaction and 
protean career orientation (PCO) (e.g. Legrand et al., 2023). However, there is a notable gap in 
the literature regarding the perspectives of workers in China, especially within industries most 
vulnerable to disruption during the pandemic.

Understanding such views is vital since the Wuhan lockdown, which began on 23rd 
January 2020, was the earliest example of a lockdown imposed upon a population. The World 
Health Organization (2020) referred to the move as “unprecedented in public health history.” 
Additionally, the pandemic-related restrictions impacted different people in different ways, 
including via CSs (Akkermans et al., 2020). Given that, as of mid-2023, China was the second-
most populous country in the world by population (Statista, 2023), it merits empirical research 
and attention on this topic.

Furthermore, the cultural context of China, characterized by collectivism, high power 
distance and a strong emphasis on societal harmony (Hofstede, 1984; House et al., 2004), 
plays a significant role in shaping career experiences and responses to CSs. The unique societal 
and organizational structures in China may influence how CSs are perceived and managed, 
which has not been sufficiently explored in existing research (Farh et al., 2007a, b).

Consequently, our research aimed to understand how a negative CS caused by the COVID-
19 pandemic, a global crisis, impacted employees’ career success and life satisfaction in 
China. We opted to focus explicitly on a negative CS and on industries that were most 
significantly impacted in China by the restrictions, which included (1) catering, hotel and 
tourism; (2) construction and real estate; (3) finance; (4) technology; (5) logistics and (6) 
manufacturing. A total of 734 employees completed an online questionnaire during the 
pandemic-related restrictions. The theoretical contribution of our research comes from 
advancing the conservation of resources (CoR) theory (Hofboll, 1989, 2012; Hobfoll et al., 
2018) by considering the impact of a negative CS (Akkermans et al., 2018, 2020; Seibert et al., 
2013) and PCO (Hall, 1976, 2004) as a moderator on career success and life satisfaction. The 
practical contribution comes from informing strategies for individuals and employers in China 
to enact when facing future chance events on a national or global scale.

Literature review and hypotheses development
Negative career shock and life satisfaction
Life satisfaction, a key component of psychological well-being, refers to the cognitive process 
of assessing quality of life based on personal criteria (Jawahar and Liu, 2017). Research by 
Donald and Jackson (2022) highlights that COVID-19 pandemic restrictions negatively 
impacted life satisfaction. Pandemic-related job insecurity was also negatively correlated with 
employees’ life satisfaction (Lee and Tsai, 2022). A useful framework for understanding this is 
the CoR theory.

The CoR theory (Hobfoll, 1989) captures how an individual is motivated to acquire new 
resources while guarding against losing existing resources. One of the principles of CoR is that 
one’s motivation to invest effort in acquiring resources comes from one of the following three 
reasons: (1) to protect against resource loss, (2) to recover from resource loss or (3) to gain 
resources in their own right (Hobfoll, 2002). The other principle of CoR is that “it is 
psychologically more harmful for individuals to lose resources than it is helpful for them to 
gain the resources they lost” (Halbesleben et al., 2014, p. 1335). Based on the two principles of 
CoR theory, it would seem logical that a negative CS (loss of existing resources) will 
negatively impact life satisfaction, especially since the acquisition of resources has been 
shown to enhance both life satisfaction and career sustainability in India (Nimmi et al., 
2021, 2022).

Hobfoll (2012) also introduces the abstract notion of resource caravans and resource 
passageways. A resource caravan represents the resources that an individual has accumulated, 
while resource passageways represent the opportunity to operationalize one’s resource 
caravan (Hobfoll et al., 2018). During a negative CS, the resources in one’s resource caravan

JWAM
17,2

236

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026



may be threatened, and the ability to deploy these resources via resource passageways may 
also be limited. For instance, Suzanne et al. (2023) discuss how a health-related CS, such as a 
stroke, can lead to identity shredding. Similarly, pandemic-related restrictions increased 
mental health issues and reduced opportunities to work, diminishing life satisfaction (Hou 
et al., 2022; Lam and Zhou, 2020).

In collectivist cultures like China (Hofstede, 1984), where family well-being and social status 
play pivotal roles in life satisfaction (Lu and Gilmour, 2004), the pandemic disrupted economic 
and traditional social structures, amplifying stress and reducing life satisfaction (Jiang et al., 
2023). Furthermore, academic and career success, heavily emphasized in Chinese culture, made 
career disruptions during the pandemic more detrimental to life satisfaction compared to more 
individualistic cultures (Han and Kakabadse, 2009). Consequently, we propose:

H1. A negative CS is negatively associated with employees’ life satisfaction.

Negative career shock and career success
Career success can be described as accomplishing desirable work-related outcomes (Judge 
et al., 1999) and consists of two dimensions: subjective career success and OCS. Subjective 
career success is the evaluation of one’s career attainments through internal, subjective 
experiences (Spurk et al., 2019). In contrast, OCS is directly observable by others, for 
example, a salary rise or promotion (Dries et al., 2009) or increased responsibilities (Van der 
Heijden et al., 2009).

Building on CoR theory and the development of H1, the COVID-19-related restrictions 
threaten subjective career success, driven by stress (Titova, 2021) and job insecurity 
(Nemteanu et al., 2021). These impacts also threaten OCS since the pandemic adversely 
affected low-paid workers and those in specific sectors compared to others (Donald, 2020; 
Larrimore et al., 2022). In China, restaurants, manufacturing, real estate, tourism and 
transportation were among the industries most affected by the pandemic-related restrictions 
(Lu et al., 2021). Loss of opportunities for overtime work increased financial stress, along with 
decisions not to raise the minimum wage (Cho, 2020). Given the threat to one’s existing 
resources within their resource caravan (Hobfoll, 2012), coupled with reduced opportunities to 
operationalize one’s resource caravan along resource passageways (Hobfoll et al., 2018), we 
propose:

H2. A negative CS is negatively associated with an employee’s job satisfaction (i.e. 
subjective career success).

H3. A negative CS is negatively associated with objective career success.

Career success and life satisfaction
The CoR theory (Hobfoll, 1989) proposes that career success indicators, such as high wages or 
status, motivate individuals to maintain and expand their resources. Career success is closely 
tied to life satisfaction, with reciprocal relationships between the two (Bialowolski and 
Weziak-Bialowolska, 2020). For instance, Judge and Kammeyer-Mueller (2012) found that 
individuals with high levels of career success live longer and report higher life satisfaction up 
to 32 years later. Similarly, those with prestigious jobs maintain high subjective well-being 
levels post-retirement (Judge et al., 2010).

Subjective and OCS can function as a resource (Spurk et al., 2019), leading to increased life 
satisfaction (Choi and Nae, 2022) and career sustainability (Donald et al., 2024c). This aligns 
with career construction theory (Savickas, 2013), which emphasizes life satisfaction as a key 
outcome due to spillover from work to non-work settings. Put differently, subjective career 
success is positively related to life satisfaction because perceived career satisfaction can 
influence happiness (Abele et al., 2016). Similarly, OCS can lead to preferential treatment and 
more resources via resource gain cycles (Spurk et al., 2019).
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In China, career success is evaluated not only through individual achievement but also 
through societal and familial expectations (Mayrhofer et al., 2016). High career success 
enhances social status and brings honor to one’s family, a critical source of life satisfaction in 
collectivist cultures (Mayrhofer et al., 2016). However, failure to meet these expectations can 
lead to stress and reduced life satisfaction (Yang, 2003), contrasting with more individualistic 
cultures, where personal satisfaction plays a larger role in assessments of life satisfaction 
(Diener et al., 1995). Therefore, we propose:

H4. Subjective career success is positively associated with an employee’s life satisfaction.

H5. Objective career success is positively associated with an employee’s life satisfaction. 

Based on H2 and H4, as well as H3 and H5, we further propose the following hypotheses:

H6. Subjective career success mediates the relationship between negative CS and life 
satisfaction.

H7. Objective career success mediates the relationship between negative CS and life 
satisfaction.

The moderating role of protean career orientation
PCO is defined by Hall (1976) as:

a process which the person, not the organization, is managing. It consists of the entire person’s varied 
experience in education, training, work in several organizations, changes in occupational field, etc. 
The protean person’s own personal career choices and search for self-fulfillment are the unifying or 
integrative elements in his or her [their] life (p. 201).

The protean career, inspired by the shape-shifting Greek God Proteus, reflects an individual’s 
ability to adapt to external environments (Mirvis and Hall, 1994). From a CoR theory 
perspective (Hobfoll, 1989), individuals can deploy the resources within their resource 
caravan (Hobfoll, 2012) in different ways based on the opportunities afforded by a resource 
passageway at any given point in time (Hobfoll et al., 2018). Studies have also shown that PCO 
positively influences career success (e.g. Haenggli et al., 2021; Herrmann et al., 2015; Wiernik 
and Kostal, 2019).

Additionally, PCO is part of “career identity capital” in Donald et al.’s (2024a) 
employability capital growth model, where personal outcomes can include career success. 
High-PCO individuals have strong identity awareness (Hall et al., 2018) through self-
reflection, self-exploration and self-management (Hirschi and Koen, 2021), knowing their 
needs and aspirations. They also display high career adaptability (Hall et al., 2018), a valuable 
asset in turbulent working conditions (Savickas, 2013), and actively seek better opportunities 
and resources (Cortellazzo et al., 2020).

Moreover, high-PCO individuals are more likely to be proactive, make plans and initiate 
change (Baruch, 2014), especially when facing unexpected events (Hall et al., 2018). They 
tend to perceive themselves as employable (Baruch et al., 2020) and seek new work 
opportunities proactively (Ayoobzadeh, 2022). Relying less on external resources, they are 
more likely to retain employment due to traits like proactivity, optimism and adaptability 
(Waters et al., 2014). Consequently, we propose:

H8. PCO moderates the association between a negative CS and subjective career success; 
therefore, as protean career orientation increases, the negative association between a 
negative CS and objective career success decreases.

H9. PCO moderates the association between a negative CS and objective career success 
such that, as PCO increases, the negative association between a negative CS and 
objective career success decreases.
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Hypothesized model
Figure 1 depicts the relationships between the variables in this study, grounded in the CoR 
theory, where individuals strive to acquire, maintain and protect resources, and resource loss or 
threat of loss can lead to stress and negative outcomes. In this model, negative CS signifies 
resource loss or threat, which can negatively affect subjective career success (H2) and OCS 
(H3), ultimately reducing overall life satisfaction (H4, H5), as individuals may feel diminished 
in their ability to achieve personal and professional goals.

Additionally, the model incorporates PCO as a moderating variable. A PCO reflects a self-
directed and values-driven career attitude, which can serve as a resource or a coping 
mechanism in the face of CSs. According to the COR theory, individuals with a higher PCO 
may better manage the loss of resources, thereby reducing the negative impact of a CS on 
career success (H6 and H7). This moderating role of PCO is represented by the dashed lines in 
the figure.

Finally, H1 represents the relationship between subjective and OCS, suggesting that career 
success in one domain may contribute to success in the other as individuals accumulate 
resources that enhance their overall career outcomes. Together, these hypotheses demonstrate 
how resource loss (negative CS) and resource accumulation (career success and protean 
orientation) interact to influence life satisfaction.

Methods
Data collection and procedures
Data collection took place in China in late 2020, nearly a year after the stringent COVID-19 
lockdown restrictions, focusing on industries vulnerable to the prolonged impacts of the 
pandemic (Xia, 2020). We commissioned Questionnaire Star (https://www.wjx.cn) for data 
collection, with over one million members who can be randomly invited to participate. Ethics 
approval was obtained via the institutional review board, and all participants provided 
informed consent before participating in the study. Out of 910 responses received, 737 valid 
responses were retained for analysis.

The sample comprised 382 women (51.8%) and 355 men (48.2%), providing a balanced 
and representative gender distribution. Of these, 141 (19.1%) had an education level of a 
bachelor’s degree or below, while 596 (80.9%) held postgraduate qualifications, reflecting a 
highly educated workforce, which is relevant given the study’s focus on career success. 
Industry sectors included manufacturing (190, 25.8%), information communications 
technology (159, 21.6%), catering, hotel and tourism (138, 18.7%), finance (99, 13.4%), 
construction and real estate (92, 12.5%) and logistics (59, 8.0%). The diversity of industries

Source(s): Figure created by authors

Figure 1. Hypothesized research model
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covered allows for the generalization of findings across various sectors, which is crucial for 
understanding CSs and success across different professional environments. Respondents were 
aged between 18 and 69 (mean age 32.28 and standard deviation 6.89), representing a broad 
range of career stages, from early to mid-career professionals, which is important for exploring 
how a CS impacts individuals at different points in their career trajectory.

Participants were asked about the characteristics of their companies, including 
establishment time and employee size. In total, 77 companies (10.4%) had been established 
within the previous 3 years, 335 (45.5%) between 3 and 10 years before the study, while 325 
(44.1%) over 10 years prior. This range of company ages provides insight into how 
organizational stability and maturity might influence employees’ career experiences and 
responses to a CS. In terms of company size, 108 companies (14.7%) had less than 30 
employees, 260 (35.3%) had 30 to 100 employees and 369 (50.1%) had over 100 employees, 
offering a balanced representation of small, medium and large enterprises, which could affect 
career development opportunities and the impact of a CS. Additionally, 467 companies 
(63.4%) had a monthly income of CNY8,000 (1177.6 USD) and below, while 270 (36.6%) 
earned over CNY8,000 (1177.6 USD), reflecting a range of economic conditions that may 
affect both organizational resources and employee outcomes.

Measures
Back translation was employed to prepare the questionnaire (Table 1), which was initially 
developed in English. The process began with the lead author translating the scales into 
Chinese. To reduce translation bias, a native English speaker then undertook back translation, 
and two independent academics evaluated content validity.

The scales were chosen based on their strong validity, reliability and relevance to the 
constructs in this study. Negative CS was measured using Seibert et al.’s (2013) scale, which 
captures unanticipated career disruptions. Career success was assessed using scales from 
Shockley et al. (2016) and Spurk et al. (2019) to distinguish between subjective career success 
and OCS, both critical to understanding career outcomes. Life satisfaction was measured using 
the widely validated scale by Diener et al. (1995). Finally, PCO was assessed using Briscoe 
et al.’s (2006) scale, which captures self-directed career management. Control variables were 
gender and age.

Strategy of analysis
Partial least squares structural equation modeling (PLS-SEM) was employed for analysis due 
to its suitability for exploratory research and for situations where the model is not fully 
established. PLS-SEM is advantageous in handling complex models with multiple constructs 
and indicators, especially when the primary objective is prediction rather than confirmation 
(Hair et al., 2019). Additionally, PLS-SEM allows for greater flexibility in theory development 
and is effective for models in the early stages of theoretical development (Hair et al., 2019).

We operationalized PLS-SEM by first evaluating the measurement model. We examined 
factor loadings to ensure that each indicator reliably measured its intended construct, only 
retaining items with loadings above 0.70. We assessed composite reliability (CR) to confirm 
internal consistency (CR > 0.70) and convergent validity using the average variance extracted 
(AVE), ensuring that constructs explained more than 50% of the variance in their indicators 
(AVE > 0.50). For discriminant validity, we applied both the Fornell–Larcker criterion 
(ensuring that the square root of each construct’s AVE was larger than its correlation with other 
constructs) and the heterotrait-monotrait (HTMT) ratio (ensuring HTMT values did not 
exceed the threshold of 0.90) (Fornell and Larcker, 1981; Henseler et al., 2015).

Next, we assessed the structural model by examining path coefficients, t-values and 
significance levels to evaluate the strength and significance of the relationships between 
constructs. We also tested for multicollinearity using the variance inflation factor (VIF),
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ensuring that all VIF values were below 5, indicating no problematic collinearity among 
predictor variables.

Finally, we conducted bootstrapping (with 5,000 subsamples) to test the significance of the 
moderation effects and to obtain robust standard errors and confidence intervals (Davison and 
Hinkley, 1997). This allowed us to evaluate whether PCO moderated the relationships between 
a negative CS and career success as hypothesized.

Results
Measurement model evaluation
Column (3) of Table 2 shows the factor loadings. Hair et al. (2019) recommend loadings 
>0.708. One factor loading less than >0.708 was retained because the AVE and CR were

Table 1. Operational definition

Construct Definition Measurement and items References

NCS Event that triggers deliberation 
involving the prospect of a change in 
an important career-related behavior 
such as seeking further education, 
changing occupations or changing 
employment status

5-Likert Scale: from 1 5 have not
experienced it, to 5 5 had large
impact
Your organization went through a
significant negative event such as a
reduction in workforce, bankruptcy
or major ethical scandal

Seibert et al. 
(2013)

CS Accomplishment of desirable work-
related outcomes at any point in a 
person’s work experiences

7-Likert Scale from 1 5 strongly
dissatisfaction, to 7 5 strongly
satisfaction
Considering my career as a whole
1. . . . my career is personally

satisfying. (SCS)
2. . . . I am enthusiastic about my

career. (SCS)
3. . . . I have found my career quite

interesting. (SCS)
The gross income that you got in the
last month (OCS)
1. 2,000 and below
2. 2,000 to 4,000
3. 4,000 to 8,000
4. 8,000 and above

Shockley et al. 
(2016) and Spurk 
et al. (2019)

LSN Assessment that people make the 
overall quality of their lives

7-Likert Scale from 1 5 strongly
dissatisfaction, to 7 5 strongly
satisfaction
1. In most ways my life is close to

my ideal
2. The conditions of my life are

excellent
3. I am satisfied with my life

Diener et al. 
(1995)

PCO The degree to which individuals self-
directed their careers and are guided 
by their own values

5-Likert Scale from 1 5 to no
extent, to 5 5 to a great extent
1. I am in charge of my own career
2. Ultimately, I depend upon

myself to move my career
forward

3. I am responsible for my success
or failure in my career

Briscoe et al. 
(2006)

Note(s): NCS 5 negative career shock, CS 5 career success, SCS 5 subjective career success, 
OCS 5 objective career success, LSN 5 life satisfaction and PCO 5 protean career orientation
Source(s): Table created by authors
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satisfactory. Since all AVE and CR were above the threshold, items with factor loadings from 
0.50 to 0.70 were not deleted. Internal consistency reliability was evaluated using CR. As 
shown in Column 4, all values were <0.95 and were therefore satisfactory. Convergent 
reliability was assessed by AVE (Column 4), and all values were satisfactory at 0.50 or higher 
(Column 5).

Discriminant validity was evaluated using Fornell and Larcker’s (1981) metric, with each 
construct’s AVE compared to the squared inter-construct correlation. The minimum value of 
AVE was 0.713, suggesting satisfactory discriminant validity. Table 3 shows these values.

We next evaluated discriminant validity using HTMT (Henseler et al., 2015), which is 
defined as the mean value of item correlations across constructs relative to the geometric mean 
of average correlations for items measuring the same construct. Table 4 shows a maximum 
value of 0.729, suggesting reliable discriminant validity.

Structural model evaluation
The significance of each hypothesis was examined using bootstrapping to calculate the 
significance of the path coefficients. Table 5 shows that a negative CS was significantly 
associated with life satisfaction (β 5 �0.067, t-value 5 2.183). Thus, H1 was supported. A 
negative CS was not significantly associated with subjective career success (β 5 �0.018 and t-
value 5 0.488), but it was significantly related to OCS (β 5 �0.131 and t-value 5 3.640); 
therefore, H2 was rejected, while H3 was supported. Subjective career success was positively 
correlated with life satisfaction (β 5 0.566 and t-value 5 16.488); thus, H4 was supported.

Table 2. Reliability and AVE of the outer model

Construct Indicators Factor loading Composite reliability AVE

PCO PCO1 0.799 0.750 0.508 
PCO2 0.535 – –
PCO3 0.774 – – 

SCS SCS1 0.851 0.879 0.707 
SCS2 0.838 – –
SCS3 0.833 – – 

LSN LSN1 0.874 0.892 0.735 
LSN2 0.884 – –
LSN3 0.811 – – 

Note(s): SCS 5 subjective career success, LSN 5 life satisfaction and PCO 5 protean career orientation 
Source(s): Table created by authors

Table 3. Fornell-Larcker criterion for discriminant validity

LSN NCS OCS PCO SCS

LSN 0.857
NCS �0.091 1.000
OCS 0.237 �0.131 1.000
PCO 0.305 �0.026 0.193 0.713
SCS 0.589 �0.018 0.225 0.393 0.841
Note(s): NCS 5 negative career shock, SCS 5 subjective career success, OCS 5 objective career success,
LSN 5 life satisfaction and PCO 5 protean career orientation. Diagonals represent the square root of the
average variance extracted, while other entries represent the correlations
Source(s): Table created by authors
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OCS was also positively correlated with life satisfaction (β 5 0.100 and t-value 5 2.882); 
therefore, H5 was supported.

Mediation analysis
The mediation analysis results (Table 6) show that OCS significantly mediates the relationship 
between negative CS and life satisfaction (H6, β 5 �0.014 and t-value 5 2.261). However, the 
mediating effect of subjective career success on the same relationship is not supported (H7, 
β 5 �0.01 and t-value 5 0.482).

Moderation analysis
We performed bootstrapping to examine the moderation effect of employees’ PCO (Davison 
and Hinkley, 1997). Table 7 shows that PCO did not moderate the relationship between a 
negative CS and subjective career success (β 5 �0.039 and t-value 5 0.952). However, it

Table 4. Results of discriminant validity by HTMT

LSN NCS OCS PCO SCS

LSN
NCS 0.101
OCS 0.263 0.131
PCO 0.361 0.072 0.234
SCS 0.729 0.041 0.253 0.504
Note(s): NCS 5 negative career shock, SCS 5 subjective career success, OCS 5 objective career success,
LSN 5 life satisfaction and PCO 5 protean career orientation
Source(s): Table created by authors

Table 5. Summary of inner model results

Hypotheses Path coefficients t-value Supported

H1 NCS → LSN �0.066* 2.163 Yes
H2 NCS → SCS �0.019 0.485 No
H3 NCS → OCS �0.131*** 3.625 Yes
H4 SCS → LSN 0.567*** 16.389 Yes
H5 OCS → LSN 0.105** 3.017 Yes
Note(s): NCS 5 negative career shock, SCS 5 subjective career success, OCS 5 objective career success and
LSN 5 life satisfaction. *p-value < 0.05; ** p-value < 0.01 and *** p-value < 0.001. Number of bootstrap
samples 5 5,000
Source(s): Table created by authors

Table 6. Mediation effect

Path coefficients t-value Supported

H6 NCS → OCS → LSN �0.014* 2.261 Yes
H7 NCS → SCS → LSN �0.010 0.482 No
Note(s): NCS 5 negative career shock, SCS 5 subjective career success, OCS 5 objective career success and 
LSN 5 life satisfaction. *p-value <0.05. Number of bootstrap samples 5 5,000
Source(s): Table created by authors
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moderated the path between a negative CS and OCS positively (β 5 �0.092 and t-
value 5 2.209). Thus, H6 was rejected, while H7 was supported.

Discussion
Our study aimed to understand how a negative CS, caused by the COVID-19 pandemic, 
impacted employees’ career success and life satisfaction in China. Consistent with Gundogan 
(2021), we found that a negative CS is negatively related to employees’ life satisfaction (H1). 
However, this effect is intensified in China, where societal stability and harmony are crucial 
(Farh et al., 2007a, b). For many Chinese employees, work is closely tied to self-worth and 
identity, and career setbacks may be seen as disruptions to social order, exacerbating negative 
effects on life satisfaction.

The positive relationship between objective and subjective career success and life 
satisfaction (H4 and H5) supports previous findings (Abele et al., 2016; Choi and Nae, 2022). 
In China, OCS – often measured by income, promotions or job titles – is particularly important. 
As Zhang et al. (2019) noted, Chinese employees prioritize objective career outcomes over 
subjective measures like job satisfaction, largely due to the cultural focus on material success 
and fulfilling familial and societal expectations. Societal pressure to achieve financial stability 
enhances the salience of OCS as a predictor of life satisfaction.

While a negative CS was negatively associated with OCS (H3), no significant relationship 
was found with subjective career success (H2). This may stem from cultural expectations to 
prioritize organizational goals over personal satisfaction (Lu et al., 2021). Despite external 
disruptions, Chinese employees may suppress dissatisfaction and remain committed to work 
due to societal expectations of perseverance and the Confucian work ethic, which emphasizes 
hard work, loyalty and endurance in the face of adversity (Farh et al., 2007a, b).

Finally, PCO moderated the relationship between a negative CS and OCS (H7) but not 
subjective career success (H6). Individuals with a high PCO can better navigate external 
challenges by leveraging personal resources and seeking new opportunities. However, in 
China, external validation and material success may limit the PCO’s influence on subjective 
career success, as income and job stability take precedence over personal fulfillment.

Theoretical implications
Our research contributes by advancing the CoR theory (Hobfoll, 1989) by examining the 
effects of a negative CS as an independent variable and PCO as a moderator on career success 
and life satisfaction. Our focus on the interaction of resource caravans and resource 
passageways (Hobfoll, 2012; Hobfoll et al., 2018) addresses calls for empirical research to 
capture the interplay of agentic and contextual factors (Akkermans et al., 2020, 2021).

While career scholars have emphasized the importance of considering objective and 
subjective career success on life satisfaction (e.g. Spurk et al., 2019), few empirical studies 
have explored these dimensions. Our findings, showing that a negative CS is not associated 
with subjective career success in China, contrast with previous findings from other countries 
(e.g. Larrimore et al., 2022; Nemteanu et al., 2021; Titova, 2021). These differences provide

Table 7. Moderation effect

Hypotheses Path coefficients t-value Supported

H8 NCS*PCO → SCS �0.039 0.940 No
H9 NCS*PCO → OCS �0.092* 2.195 Yes
Note(s): NCS 5 negative career shock, SCS 5 subjective career success, OCS 5 objective career success and
PCO 5 protean career orientation. *p-value <0.05. Number of bootstrap samples 5 5,000
Source(s): Table created by authors
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empirical support for Hofstede’s (1984) work on cultural differences in work-related values 
and coping with uncertainty. They also offer empirical support for the interplay between the 
person and context dimensions of sustainable career theory (De Vos et al., 2020).

Moreover, unlike studies that evaluated PCO in regular work contexts (e.g. Kumar et al., 
2022), our research explored PCO during a global crisis, adding to the literature by 
highlighting its moderating role between a negative CS and career success. Our findings 
suggest that while one can take ownership of their resource caravans to manage resource loss 
(Hobfoll, 2012; Hobfoll et al., 2018), individual agency can only moderate the effects of CSs 
and changes to resource passageways rather than entirely negate the negative CS. This 
supports calls to consider the interplay of agency and context in empirical career research 
(Akkermans et al., 2024; De Vos et al., 2020).

Practical implications
Our research provides practical insights for individuals and employers in China when 
responding to future national or global crises. While pandemic-related restrictions were 
deemed necessary to protect health services, they had clear negative effects on career success 
and life satisfaction. Therefore, national governments should consider increasing investments 
in healthcare capacity in preparation for future crises, aligning with Hite and McDonald’s 
(2020) emphasis on the interplay of individual and contextual factors in work and life.

Given the adverse effects on OCS and life satisfaction, national governments might 
consider offering stronger financial support, such as minimum wage protections, to mitigate 
the loss of financial resources and reduce health-related quality of life impacts (Ikeda et al., 
2022). This could help lower unemployment, safeguard national well-being and alleviate 
pressures on mental health services (Bui et al., 2022).

Organizations can also cultivate PCO behaviors in their employees, as high-PCO 
individuals provide value during chance events and negative CSs (Ayoobzadeh, 2022). 
However, precarious workers often lack resources for personal development, exacerbating 
socioeconomic inequalities (Côt�e, 2024). Governments should therefore offer targeted 
funding and ongoing career guidance to support these groups, not just during times of 
unemployment. This reflects calls for the liminality of career support to foster a sustainable 
career ecosystem (Donald et al., 2024b).

Limitations and future research
The cross-sectional design limits our ability to deduce causality and restricts confidence in our 
mediation findings. Additionally, the focus on a negative CS at a specific point in time meant 
considering the evolution of these impacts over time or those of positive CSs (Akkermans 
et al., 2020) was beyond the scope of our study.

Future research could employ a time-lagged research design to validate our mediation 
findings and longitudinal studies to examine the long-term effects of positive and negative CSs 
on life satisfaction. Additionally, incorporating views from socially diverse groups or 
comparing different regions or industries could provide richer insights.

Conclusion
Our research examined how a negative CS caused by the COVID-19 pandemic impacted 
employees’ career success and life satisfaction in China, focusing on heavily affected 
industries. Findings showed that a negative CS was negatively associated with OCS and life 
satisfaction, while subjective and OCS positively influenced life satisfaction. PCO moderated 
the association between a negative CS and OCS. The study advanced the CoR theory by 
considering a negative CS as an independent variable and PCO as a moderator of career 
success and life satisfaction. Practically, it offers strategies for individuals and employers in 
China to manage future chance events.

Journal of Work- 
Applied 

Management

245

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026



References
Abele, A.E., Hagmaier, T. and Spurk, D. (2016), “Does career success make you happy? The mediating 

role of multiple subjective success evaluations”, Journal of Happiness Studies, Vol. 17 No. 4, 
pp. 1615-1633, doi: 10.1007/s10902-015-9662-4.

Akkermans, J., Seibert, S.E. and Mol, S.T. (2018), “Tales of the unexpected: integrating career shocks 
in the contemporary careers literature”, SA Journal of Industrial Psychology, Vol. 44, p. 1503, 
doi: 10.4102/sajip.v44i0.1503.

Akkermans, J., Richardson, J. and Kraimer, M.L. (2020), “The Covid-19 crisis as a career shock: 
implications for careers and vocational behavior”, Journal of Vocational Behavior, Vol. 119, 
103434, doi: 10.1016/j.jvb.2020.103434.

Akkermans, J., Rodrigues, R., Mol, S.T., Seibert, S.E. and Khapova, S.N. (2021), “The role of career 
shocks in contemporary career development: key challenges and ways forward”, Career 
Development International, Vol. 26 No. 4, pp. 453-466, doi: 10.1108/cdi-07-2021-0172.

Akkermans, J., Donald, W.E., Jackson, D. and Forrier, A. (2024), “Are we talking about the same 
thing? The case for stronger connections between graduate and worker employability research”, 
Career Development International, Vol. 29 No. 1, pp. 80-92, doi: 10.1108/cdi-08-2023-0278.

Ayoobzadeh, M. (2022), “Freelance job search during times of uncertainty: protean career orientation, 
career competencies and job search”, Personnel Review, Vol. 51 No. 1, pp. 40-56, doi: 10.1108/ 
pr-07-2020-0563.

Baruch, Y. (2014), “The development and validation of a measure for protean career orientation”, 
International Journal of Human Resource Management, Vol. 25 No. 19, pp. 2702-2723, doi: 
10.1080/09585192.2014.896389.

Baruch, Y., Bhaskar, A.U. and Mishra, B. (2020), “Career dynamics in India: a two-wave study of 
career orientations and employability of graduates”, Personnel Review, Vol. 49 No. 3,
pp. 825-845, doi: 10.1108/pr-10-2018-0429.

Bialowolski, P. and Weziak-Bialowolska, D. (2020), “Longitudinal evidence for reciprocal effects 
between life satisfaction and job satisfaction”, Journal of Happiness Studies, Vol. 22 No. 3, 
pp. 1287-1312, doi: 10.1007/s10902-020-00273-1.

Briscoe, J., Hall, D.T. and De Muth, R.L.F. (2006), “Protean and boundaryless careers: an empirical 
exploration”, Journal of Vocational Behavior, Vol. 69 No. 1, pp. 30-47, doi: 10.1016/j. 
jvb.2005.09.003.

Bui, D., Drager, L., Hayo, B. and Nghiem, G. (2022), “The effects of fiscal policy on households 
during the COVID-19 pandemic: evidence from Thailand and Vietnam”, World Development, 
Vol. 153, 105828, doi: 10.1016/j.worlddev.2022.105828.

Cho, Y.S. (2020), “China’s workers left behind as wages lag in post-COVID recovery”, NIKKEI Asia, 
available at: https://asia.nikkei.com/Economy/China-s-workers-left-behind-as-wages-lag-in-
post-COVID-recovery

Choi, B.K. and Nae, E.Y. (2022), “When career success enhances employees’ life satisfaction: different 
effects of two types of goal orientations”, Personnel Review, Vol. 51 No. 1, pp. 335-352, doi: 
10.1108/pr-04-2020-0218.

Cortellazzo, L., Bonesso, S., Gerli, F. and Batista-Foguet, J.M. (2020), “Protean career orientation: 
behavioral antecedents and employability outcomes”, Journal of Vocational Behavior, Vol. 116, 
103343, doi: 10.1016/j.jvb.2019.103343.

Côt�e, S. (2024), “A multidimensional framework for examining the effects of social class on 
organizational behaviour”, Journal of Management, Vol. 50 No. 3, pp. 928-948, doi: 10.1177/ 
01492063221126490.

Davison, A.C. and Hinkley, D.V. (1997), Bootstrap Methods and Their Application, Cambridge 
University Press, Cambridge.

De Vos, A., Van der Heijden, B.I.J.M. and Akkermans, J. (2020), “Sustainable careers: towards a 
conceptual model”, Journal of Vocational Behavior, Vol. 117, 103196, doi: 10.1016/j. 
jvb.2018.06.011.

JWAM
17,2

246

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026

https://doi.org/10.1007/s10902-015-9662-4
https://doi.org/10.4102/sajip.v44i0.1503
https://doi.org/10.1016/j.jvb.2020.103434
https://doi.org/10.1108/cdi-07-2021-0172
https://doi.org/10.1108/cdi-08-2023-0278
https://doi.org/10.1108/pr-07-2020-0563
https://doi.org/10.1108/pr-07-2020-0563
https://doi.org/10.1080/09585192.2014.896389
https://doi.org/10.1108/pr-10-2018-0429
https://doi.org/10.1007/s10902-020-00273-1
https://doi.org/10.1016/j.jvb.2005.09.003
https://doi.org/10.1016/j.jvb.2005.09.003
https://doi.org/10.1016/j.worlddev.2022.105828
https://asia.nikkei.com/Economy/China-s-workers-left-behind-as-wages-lag-in-post-COVID-recovery
https://asia.nikkei.com/Economy/China-s-workers-left-behind-as-wages-lag-in-post-COVID-recovery
https://doi.org/10.1108/pr-04-2020-0218
https://doi.org/10.1016/j.jvb.2019.103343
https://doi.org/10.1177/01492063221126490
https://doi.org/10.1177/01492063221126490
https://doi.org/10.1016/j.jvb.2018.06.011
https://doi.org/10.1016/j.jvb.2018.06.011


Diener, E., Suh, E.M., Lucas, R.E. and Smith, H.L. (1995), “Subjective well-being: three decades of 
progress”, Psychological Bulletin, Vol. 125 No. 2, pp. 276-302, doi: 10.1037//0033-
2909.125.2.276.

Donald, W.E. (2020), Viewpoint: COVID-19 and the Future of Careers, Graduate Recruitment Bureau: 
Brighton.

Donald, W.E. and Jackson, D. (2022), “Subjective wellbeing among university students and recent 
graduates: evidence from the United Kingdom”, International Journal of Environmental 
Research and Public Health, Vol. 19 No. 11, p. 6911, doi: 10.3390/ijerph19116911.

Donald, W.E., Baruch, Y. and Ashleigh, M.J. (2024a), “Construction and operationalisation of an 
employability capital growth model (ECGM) via a systematic literature review (2016-2022)”, 
Studies in Higher Education, Vol. 49 No. 1, pp. 1-15, doi: 10.1080/03075079.2023.2219270.

Donald, W.E., Van der Heijden, B.I.J.M. and Baruch, Y. (2024b), “Introducing a sustainable career 
ecosystem: theoretical perspectives, conceptualization, and future research agenda”, Journal of 
Vocational Behavior, Vol. 151, 103989, doi: 10.1016/j.jvb.2024.103989.

Donald, W.E., Van der Heijden, B.I.J.M. and Manvile, G. (2024c), “(Re)Framing sustainable careers: 
towards a conceptual model and future research agenda”, Career Development International, 
Vol. 29 No. 5, pp. 513-526.

Dries, N., Pepermans, R., Hofmans, J. and Rypens, L. (2009), “Development and validation of an 
objective intra-organizational career success measure for managers”, Journal of Organizational 
Behavior, Vol. 30 No. 4, pp. 543-560, doi: 10.1002/job.564.

Farh, J.-L., Zhong, C.-B. and Organ, D.W. (2007a), “Organizational citizenship behavior in the 
People’s Republic of China”, Organization Science, Vol. 15 No. 2, pp. 241-253, doi: 10.1287/ 
orsc.1030.0051.

Farh, J.-L., Hackett, R.D. and Liang, J. (2007b), “Individual-level cultural values as moderators of 
perceived organizational support–employee outcome relationships in China: comparing the 
effects of power distance and traditionality”, Academy of Management Journal, Vol. 50 No. 3, 
pp. 715-729, doi: 10.5465/amj.2007.25530866.

Fornell, C. and Larcker, D.F. (1981), “Evaluating structural equation models with unobservable 
variables and measurement error”, Journal of Marketing Research, Vol. 18 No. 1, pp. 39-50, doi: 
10.2307/3151312.

Gundogan, S. (2021), “The mediator role of the fear of COVID-19 in the relationship between 
psychological resilience and life satisfaction”, Current Psychology, Vol. 40 No. 12,
pp. 6291-6299, doi: 10.1007/s12144-021-01525-w.

Haenggli, M., Hirschi, A., Rudolph, C.W. and Peiro, J.M. (2021), “Exploring the dynamics of protean 
career orientation, career management behaviors, and subjective career success: an action 
regulation theory approach”, Journal of Vocational Behavior, Vol. 131, 103650, doi: 10.1016/j. 
jvb.2021.103650.

Hair, J.F., Risher, J.J., Sarstedt, M. and Ringle, C.M. (2019), “When to use and how to report the results 
of PLS-SEM”, European Business Review, Vol. 31 No. 1, pp. 2-24, doi: 10.1108/ebr-11-
2018-0203.

Halbesleban, J.R.B., Neveu, J.-P., Paustian-Underdahl, S.C. and Westman, M. (2014), “Getting to the 
“COR”: understanding the role of resources in conservation of resources theory”, Journal of 
Management, Vol. 40 No. 5, pp. 1334-1364, doi: 10.1177/0149206314527130.

Hall, D.T. (1976), Careers in Organizations, Goodyear Publishing Company, Pacific Palisades, CA.
Hall, D.T. (2004), “The protean career: a quarter-century journey”, Journal of Vocational Behavior, 

Vol. 65, pp. 1-13, doi: 10.1016/j.jvb.2003.10.006.
Hall, D.T., Yip, J. and Doiron, K. (2018), “Protean careers at work: self-direction and values orientation 

in psychological success”, in Morgeson, F. (Ed.), Annual Review of Organizational Psychology 
and Organizational Behavior, Vol. 5 No. 1, pp. 129-156, doi: 10.1146/annurev-orgpsych-
032117-104631.

Journal of Work- 
Applied 

Management

247

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026

https://doi.org/10.1037//0033-2909.125.2.276
https://doi.org/10.1037//0033-2909.125.2.276
https://doi.org/10.3390/ijerph19116911
https://doi.org/10.1080/03075079.2023.2219270
https://doi.org/10.1016/j.jvb.2024.103989
https://doi.org/10.1002/job.564
https://doi.org/10.1287/orsc.1030.0051
https://doi.org/10.1287/orsc.1030.0051
https://doi.org/10.5465/amj.2007.25530866
https://doi.org/10.2307/3151312
https://doi.org/10.1007/s12144-021-01525-w
https://doi.org/10.1016/j.jvb.2021.103650
https://doi.org/10.1016/j.jvb.2021.103650
https://doi.org/10.1108/ebr-11-2018-0203
https://doi.org/10.1108/ebr-11-2018-0203
https://doi.org/10.1177/0149206314527130
https://doi.org/10.1016/j.jvb.2003.10.006
https://doi.org/10.1146/annurev-orgpsych-032117-104631
https://doi.org/10.1146/annurev-orgpsych-032117-104631


Han, Y. and Kakabadse, N.K. (2009), “Job satisfaction: what is its true meaning in Greater China?”, 
Asia-Pacific Journal of Business Administration, Vol. 1 No. 2, pp. 155-164, doi: 10.1108/ 
17574320910989104.

Henseler, J., Ringle, C.M. and Sarstedt, M. (2015), “A new criterion for assessing discriminant validity 
in variance-based structural equation modeling”, Journal of the Academy of Marketing Science, 
Vol. 43 No. 1, pp. 115-135, doi: 10.1007/s11747-014-0403-8.

Herrmann, A., Hirschi, A. and Baruch, Y. (2015), “The protean career orientation as predictor of career 
outcomes: evaluation of incremental validity and mediation effects”, Journal of Vocational 
Behavior, Vol. 88, pp. 205-214, doi: 10.1016/j.jvb.2015.03.008.

Hirschi, A. and Koen, J. (2021), “Contemporary career orientations and career self-management: a 
review and integration”, Journal of Vocational Behavior, Vol. 126, 103505, doi: 10.1016/j. 
jvb.2020.103505.

Hite, L.M. and McDonald, K.S. (2020), “Careers after COVID-19: challenges and changes”, Human 
Resource Development International, Vol. 23 No. 4, pp. 427-437, doi: 10.1080/ 
13678868.2020.1779576.

Hobfoll, S.E. (1989), “Conservation of resources: a new attempt at conceptualizing stress”, American 
Psychologist, Vol. 44 No. 3, pp. 513-524, doi: 10.1037//0003-066x.44.3.513.

Hobfoll, S.E. (2002), “Social and psychological resources and adaptation”, Review of General 
Psychology, Vol. 6 No. 4, pp. 307-324, doi: 10.1037/1089-2680.6.4.307.

Hobfoll, S.E. (2012), “Conservation of resources and disaster in cultural context: the caravans and 
passageways of resources”, Psychiatry: Interpersonal and Biological Processes, Vol. 75 No. 3, 
pp. 227-232, doi: 10.1521/psyc.2012.75.3.227.

Hobfoll, S.E., Halbesleben, J., Neveu, J.-P. and Westman, M. (2018), “Conservation of resources in the 
organizational context: the reality of resources and their consequences”, Annual Review of 
Organizational Psychology and Organizational Behavior, Vol. 5 No. 1, pp. 103-128, doi: 
10.1146/annurev-orgpsych-032117-104640.

Hofstede, G. (1984), Culture’s Consequences: International Differences in Work-Related Values, 2nd 
ed., SAGE Publications, Beverly Hills, CA.

Hou, Y., Yan, S., Zhang, L., Wang, H., Deng, R., Zhang, W. and Yao, J. (2022), “Perceived stress and 
life satisfaction among elderly migrants in China: a moderated mediation model”, Frontiers in 
Psychology, Vol. 13, 978499, doi: 10.3389/fpsyg.2022.978499.

House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W. and Gupta, V. (2004), Culture, Leadership, and 
Organizations: the GLOBE Study of 62 Societies, (Eds.), Sage Publications.

Ikeda, T., Igarashi, A., Odani, S., Murakami, M. and Tabuchi, T. (2022), “Health-related quality of life 
during COVID-19 pandemic: assessing impacts of job loss and financial support programs in 
Japan”, Applied Research in Quality of Life, Vol. 17 No. 2, pp. 541-557, doi: 10.1007/s11482-
021-09918-6.

Jawahar, I.M. and Liu, Y.M. (2017), “Why are proactive people more satisfied with their job, career, 
and life? An examination of the role of work engagement”, Journal of Career Development, 
Vol. 44 No. 4, pp. 344-358, doi: 10.1177/0894845316656070.

Jiang, Y., Tan, Y., Wu, D., Yin, J. and Lin, X. (2023), “The double-edged impact of the COVID-19 
pandemic on Chinese family relationships”, Journal of Family Issues, Vol. 44 No. 1, pp. 91-111, 
doi: 10.1177/0192513x211041990.

Judge, T.A. and Kammeyer-Mueller, J.D. (2012), “Job attitudes”, Annual Review of Psychology, 
Vol. 63 No. 1, pp. 341-367, doi: 10.1146/annurev-psych-120710-100511.

Judge, T.A., Higgins, C.A., Thoresen, C.J. and Barrick, M.R. (1999), “The Big Five personality traits, 
general mental ability, and career success across the life span”, Personnel Psychology, Vol. 52 
No. 3, pp. 621-652, doi: 10.1111/j.1744-6570.1999.tb00174.x.

Judge, T.A., Ilies, R. and Dimotakis, N. (2010), “Are health and happiness the product of wisdom? The 
relationship of general mental ability to educational and occupational attainment, health, and 
well-being”, Journal of Applied Psychology, Vol. 95 No. 3, pp. 454-468, doi: 10.1037/a0019084.

JWAM
17,2

248

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026

https://doi.org/10.1108/17574320910989104
https://doi.org/10.1108/17574320910989104
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1016/j.jvb.2015.03.008
https://doi.org/10.1016/j.jvb.2020.103505
https://doi.org/10.1016/j.jvb.2020.103505
https://doi.org/10.1080/13678868.2020.1779576
https://doi.org/10.1080/13678868.2020.1779576
https://doi.org/10.1037//0003-066x.44.3.513
https://doi.org/10.1037/1089-2680.6.4.307
https://doi.org/10.1521/psyc.2012.75.3.227
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.3389/fpsyg.2022.978499
https://doi.org/10.1007/s11482-021-09918-6
https://doi.org/10.1007/s11482-021-09918-6
https://doi.org/10.1177/0894845316656070
https://doi.org/10.1177/0192513x211041990
https://doi.org/10.1146/annurev-psych-120710-100511
https://doi.org/10.1111/j.1744-6570.1999.tb00174.x
https://doi.org/10.1037/a0019084


Kumar, P., Kumar, S. and Lochab, A. (2022), “Impact of individual personality traits on organizational 
commitment of IT professionals in India: the moderating role of protean career”, South Asian 
Journal of Management Sciences, Vol. 29 No. 1.

Lam, K.K.L.L. and Zhou, M. (2020), “A serial mediation model testing growth mindset, life 
satisfaction, and perceived distress as predictors of perseverance of effort”, Personality and 
Individual Differences, Vol. 167, 110262, doi: 10.1016/j.paid.2020.110262.

Larrimore, J., Mortenson, J. and Splinter, D. (2022), “Income declines during COVID-19”, 134th 
Annual Meeting of the American-Economic-Association (AEA), Electr Network, Vol. 112, 
pp. 340-344, doi: 10.1257/pandp.20221042.

Lee, M.H. and Tsai, H.Y. (2022), “A study of job insecurity and life satisfaction in COVID-19: the 
multilevel moderating effect of perceived control and work-life balance programs”, Journal of 
Men’s Health, Vol. 18 No. 1.

Legrand, C., Naschberger, C., Baruch, Y. and Bozionelos, N. (2023), “Chance events in managers’ 
careers: positive and negative events, their expected and unexpected outcomes”, European 
Management Review, Vol. 20 No. 3, pp. 461-476, doi: 10.1111/emre.12546.

Lu, L. and Gilmour, R. (2004), “Culture and conceptions of happiness: individual oriented and social 
oriented SWB”, Journal of Happiness Studies, Vol. 5 No. 3, pp. 269-291, doi: 10.1007/s10902-
004-8789-5.

Lu, R., Xu, L.B., Ye, X.X. and Hai, T.T. (2021), “Study on resilience of Chinese private enterprises and 
influencing factors”, Business and Management Journal, Vol. 43 No. 8, pp. 56-73.

Mayrhofer, W., Briscoe, J., Hall, D., Dickmann, M., Dries, N., Dysvik, A., Ka�se, R., Parry, E. and 
Unite, J. (2016), “Career success across the globe: insights from the 5C project”, Organizational 
Dynamics, Vol. 45 No. 3, pp. 197-205, doi: 10.1016/j.orgdyn.2016.07.005.

Mirvis, P.H. and Hall, D.T. (1994), “Psychological success and the boundaryless career”, Journal of 
Organizational Behavior, Vol. 15 No. 4, pp. 365-380, doi: 10.1002/job.4030150406.

Mouratidou, M. and Granarski, M.K. (2022), “In the eye of the hurricane: careers under lockdown”, 
Sustainability, Vol. 14 No. 22, 15098, doi: 10.3390/su142215098.

Mousa, M. and Abdelgaffar, H. (2023), “Career shock of hotel employees and their individual 
resilience: an exploratory study”, Consumer Behavior in Tourism and Hospitality, Vol. 18 No. 2, 
pp. 228-240, doi: 10.1108/cbth-06-2022-0134.

Nemteanu, M.S., Dinu, V. and Dabija, D.C. (2021), “Job insecurity, job instability, and job satisfaction 
in the context of the COVID-19 pandemic”, Journal of Competitiveness, Vol. 13 No. 2,
pp. 65-82, doi: 10.7441/joc.2021.02.04.

Nimmi, P.M., Kuriakose, V., Donald, W.E. and Nowfal, M. (2021), “HERO elements of psychological 
capital: fostering career sustainability via resource caravans”, Australian Journal of Career 
Development, Vol. 30 No. 3, pp. 199-210.

Nimmi, P.M., Joseph, G. and Donald, W.E. (2022), “Is it all about perception? A sustainability 
viewpoint of psychological capital and life wellbeing of management graduates”, Higher 
Education, Skills and Work-based Learning, Vol. 12 No. 2, pp. 384-398.

Okay-Sommerville, B. (2023), “Chance events in graduate career success: a chaos theory of careers 
perspective”, in Donald, W.E. (Ed.), Handbook of Research on Sustainable Career Ecosystems 
for University Students and Graduates, IGI Global, PA, pp. 300-318.

Savickas, M.L. (2013), “Career construction theory and practice”, in Lent, R.W. and Brown, S.D. 
(Eds), Career Development and Counselling: Putting Theory and Research into Work, 2nd ed., 
Wiley, Hoboken, NJ, pp. 147-183.

Seibert, S.E., Kraimer, M.L., Holtom, B.C. and Pierotti, A.J. (2013), “Even the best laid plans 
sometimes go askew: career self-management processes, career shocks, and the decision to 
pursue graduate education”, Journal of Applied Psychology, Vol. 98 No. 1, pp. 169-182, doi: 
10.1037/a0030882.

Shockley, K.M., Ureksoy, H., Rodopman, O.B., Poteat, L.F. and Dullaghan, T.R. (2016), “Development 
of a new scale to measure subjective career success: a mixed-methods study”, Journal of 
Organizational Behavior, Vol. 37 No. 1, pp. 128-153, doi: 10.1002/job.2046.

Journal of Work- 
Applied 

Management

249

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026

https://doi.org/10.1016/j.paid.2020.110262
https://doi.org/10.1257/pandp.20221042
https://doi.org/10.1111/emre.12546
https://doi.org/10.1007/s10902-004-8789-5
https://doi.org/10.1007/s10902-004-8789-5
https://doi.org/10.1016/j.orgdyn.2016.07.005
https://doi.org/10.1002/job.4030150406
https://doi.org/10.3390/su142215098
https://doi.org/10.1108/cbth-06-2022-0134
https://doi.org/10.7441/joc.2021.02.04
https://doi.org/10.1037/a0030882
https://doi.org/10.1002/job.2046


Silva, L., Bezzo, F.B. and van Ham, M. (2023), “Covid-19 restrictions: an opportunity to highlight the 
effect of neighbourhood deprivation on individuals’ health-related behaviors”, Social Science 
and Medicine, Vol. 325, 115917, doi: 10.1016/j.socscimed.2023.115917.

Spurk, D., Hirschi, A. and Dries, N. (2019), “Antecedents and outcomes of objective versus subjective 
career success: competing perspectives and future directions”, Journal of Management, Vol. 45 
No. 1, pp. 35-69, doi: 10.1177/0149206318786563.

Statista (2023), “Twenty countries with the largest population in mid-2023”, available at: https://www. 
statista.com/statistics/262879/countries-with-the-largest-population/

Suzanne, P.A., Voloshyna, V. and Zikic, J. (2023), “Reconstruction work awaits: work identity in the 
aftermath of health-related career shock”, Career Development International, Vol. 28 Nos 6/7, 
pp. 816-840, doi: 10.1108/cdi-04-2023-0099.

Titova, M. (2021), “Interrelation between job satisfaction and self-regulation resources in professionals 
under work stress due to the COVID-19 pandemic”, European Psychiatry, Vol. 64 No. S1, S306, 
doi: 10.1192/j.eurpsy.2021.822.

Van der Heijden, B.I.J.M., Boon, J., van der Klink, M. and Meijs, E. (2009), “Employability 
enhancement through formal and informal learning: an empirical study among Dutch non-
academic university staff members”, International Journal of Training and Development, 
Vol. 13 No. 1, pp. 19-37, doi: 10.1111/j.1468-2419.2008.00313.x.

Waters, L., Briscoe, J.P., Hall, D.T. and Wang, L. (2014), “Protean career attitudes during 
unemployment and reemployment: a longitudinal perspective”, Journal of Vocational Behavior, 
Vol. 84 No. 3, pp. 405-419, doi: 10.1016/j.jvb.2014.03.003.

Wiernik, B.M. and Kostal, J.W. (2019), “Protean and boundaryless career orientations: a critical review 
and meta-analysis”, Journal of Counseling Psychology, Vol. 66 No. 3, pp. 280-307, doi: 10.1037/ 
cou0000324.

World Health Organization (2020), “Wuhan Lockdown ‘Unprecendented’, shows commitment to 
contain virus: WHO representative in China”, Reuters, available at: https://www.reuters.com/ 
article/us-china-health-who-idUSKBN1ZM1G9/

Xia, J.C. (2020), “China’s service industry under the impact of the global pandemic: differentiation and 
innovative development”, Research on Financial and Economic Issues, Vol. 6, pp. 3-12.

Yang, K.S. (2003), “Beyond Maslow’s culture-bound linear theory: a preliminary statement of the 
duality theory of basic human needs”, Asian Journal of Social Psychology, Vol. 6 No. 3, 
pp. 263-285, doi: 10.1046/j.1467-839x.2003.00126.x.

Zhang, X., Kaiser, M., Nie, P. and Sousa-Poza, A. (2019), “Why are Chinese workers so unhappy? 
A comparative cross-national analysis of job satisfaction, job expectations, and job attributes”, 
PLoS One, Vol. 14 No. 9, 0222715, doi: 10.1371/journal.pone.0222715.

Corresponding author
Yin Ma can be contacted at: mayin@lzu.edu.cn

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

JWAM
17,2

250

Downloaded from http://ftp.nowpublishers.com/jwam/article-pdf/17/2/235/10296262/jwam-06-2024-0070en.pdf by guest on 30 May 2026

https://doi.org/10.1016/j.socscimed.2023.115917
https://doi.org/10.1177/0149206318786563
https://www.statista.com/statistics/262879/countries-with-the-largest-population/
https://www.statista.com/statistics/262879/countries-with-the-largest-population/
https://doi.org/10.1108/cdi-04-2023-0099
https://doi.org/10.1192/j.eurpsy.2021.822
https://doi.org/10.1111/j.1468-2419.2008.00313.x
https://doi.org/10.1016/j.jvb.2014.03.003
https://doi.org/10.1037/cou0000324
https://doi.org/10.1037/cou0000324
https://www.reuters.com/article/us-china-health-who-idUSKBN1ZM1G9/
https://www.reuters.com/article/us-china-health-who-idUSKBN1ZM1G9/
https://doi.org/10.1046/j.1467-839x.2003.00126.x
https://doi.org/10.1371/journal.pone.0222715
mailto:mayin@lzu.edu.cn

	Navigating the storm: understanding the impact of a COVID-19-induced negative career shock on career success and life satis ...
	Introduction
	Literature review and hypotheses development
	Negative career shock and life satisfaction
	Negative career shock and career success
	Career success and life satisfaction
	The moderating role of protean career orientation
	Hypothesized model

	Methods
	Data collection and procedures
	Measures
	Strategy of analysis

	Results
	Measurement model evaluation
	Structural model evaluation
	Mediation analysis
	Moderation analysis

	Discussion
	Theoretical implications
	Practical implications
	Limitations and future research

	Conclusion
	References


