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Abstract The study and the nature of the research define proactive career behavior and subjective career success,

which have a positive relationship when an employee thinks about his/her career and its success of it. A
survey was conducted with a sample size of 200. The questionnaires was filled by the employees of different firms,
educational institutions, and organizations in which there were three variables one was proactive career behavior, the second
was subjective career success, and the third was mentoring, which were mentioned before the results after the test was
positive and significant by which we understand that there is a direct and positive relationship among our two variables,
but our moderator doesn’t have the effect we were expected to have the moderator was insignificant, and the result was

negative with proactive career behavior, and subjective career success and the results are discussed.
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Introduction

In the past, when people used to talk about the
model of stages of career success, it was not easy
to hear or understand because very little or too
little work was available on the subject. Now,
many researchers today show their importance to
this topic because the model is moving towards
new topics. Functional literature mainly focused
on the creation of theories (Seibert, Kraimer &
Liden, 2001), then the creation of models
(Kammeyer Mueller & Bretz, 2004), and then the
creation of job intervention programs (Solberg et
al, 1998). The purpose of all these theories,
models, and programs was to predict new trends
and enable career progression (Heslin, 2005).
Many studies identified career success as
achievements in outcomes associated with
desired work at any of point in an individual's
work experience over time. As a whole, people
appreciate the dynamics of the life cycle model of
labor inputs, productivity, and investments,
including the best career choice and gradual

progress in salaries and specific skills that vary
from job to career. This helps to understand the
exchange between different career options and
the desired level of productivity in labor markets
as well as in various professions. The very short
time effects are then taken into consideration in
order to measure productivity. The profession
can be defined by the researcher as non-
collapsible chains and experiences in the life of a
individual's work across extended time frames
(Arthur, Hall, Lawrence, 1989). The word
"career" has its own meaning and shows different
results. The word "career" means that the whole
person's life is what he or she has done in his or
her entire life and at the end of what they have
achieved. If a male or female wants to measure
his or her career success, he or she should see it
between the two sides of the profession in which
they are standing and at what stage they feel less
stressed. These two aspects are the success of the
career goal and the self-employment success,
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which are further explained in the following
paragraphs; objective career success can be
described as the external perspective of the
individual, which illustrates concrete / potential
indicators such as status, family status,
occupation, mobility, mission characteristics,
Function (Van Maanen, 1977). The important
aspects of the success of a career goal in salary
and the level of job progress mean the amount
earned by one job and at what level is employed
in the organization. However, personal success
can be described as an individual's fears of
internal dimensions and then an evaluation of the
profession, introduced through any of these
dimensions (Van Maanen, 1977). It is worth
mentioning that different people have different
aspirations and have gone out of their careers,
such as salary, job security, job location, job
status, experience growth, promotion prospects,
job relevance versus family time, and vice versa.

Over the years, they were playing traditional
guidance in Career success. Great attention is
paid to the Academy as well Communities of
practitioners. The researchers found that the
routing relations are linked with some of
subjective outcomes such as progress and job
satisfaction (Allen et al Al, 2004). "Career success”
is a way over which anyone can meet their needs
Desires through achievement, achievement, and
energy (Lau & Shaffer, 1999; The Prophet, 1999).
The individual progresses through the
professional age (Ng et al Al 2005). Self-
achievement is analyzed in terms of own
observation of successful job attainment (Aryee
et al., 1994; Kuijpers et al., 2006. From a staff
perspective, career success is also gaining
material progress. When one gets benefits from
career success, he feels more happier and more
successful, using their inner abilities and values.

Statement of Problem

Many studies have been done on the Proactivity
of career behavior (Spurk, Volmer, Hagmaier, &
Kauffeld, 2013), Subjective career success(Dyke &

Duxbury, 2011), and career mentoring (A. Ismail,
Abdullah, & Francis, 2009) but those studies have

not shown the impact of these variables as shown
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in this study by integration of these three
variables. This study provides a more extensive
comprehension of career mentoring capacities,
their influence on employees' careers, career
satisfaction, and authoritative commitment on
new development of networking (M. Ismail,
Garavan, & Rasdi, 2011) .

Nowadays, subjective career success is a
challenge to all employees in the organization,
and also the turnover of employees has increased
over time; the organizations can invest in their
employees in the form of training and
development, providing mentors and financial
benefits to retain the competent employees,
increase work satisfaction, create ease to achieve
targets by dealing with challenging tasks. Career
mentoring can be seen as key to improving
employee viability which not only helps to
achieve individual goals but also organizational
goals.

Research Questions

Based on our problem statement, our study aims
to answer the following questions.

Research Question 1: Does proactive career
behavior has a positive relationship with
subjective career success?

Research Question 2: Does Career mentoring
have a positive relationship on subjective
career success?

Research Question 3: Does Career mentoring
moderate the relationship between
proactive career behavior and subjective
career success?

Objective of Research

e To examine the moderation of career
mentoring on proactive career behavior
and subjective career success

e To determine the relationship between
proactive behavior and the role of career
mentoring

e  To determine the relationship between

subjective career behavior and the role of
career mentoring

Global Management Sciences Review (GMSR)
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Supporting Theory

The positive impact is found on an individual’s
career success when he or she is proactive in
nature, Drawing on the “Career Development
Theory”, we studied the relationship between
proactive career behaviors, moderator, which is
‘career mentoring’, and subjective career success.
As the career development theories are ‘growing
out of their times’ but also there is much
influence on the way in which career guidance
has been provided. Career guidance began with
a requirement and conditions in different jobs,
we tested our hypothesis using a 200 sample size,
which showed a strong relationship among the
proactivity of employee and subjective career
success and career mentoring.

We investigated on the bases of changes in
employees career development where moderator
is related to career mentoring and its relation
with variables like proactive career behaviors as
well as subjective career success, motivation and
career development.

Proactive behavior regarding career was
very important for subjective knowledge
requirement of employment success in different
kinds of conditions within high collectivism
impact of group, and less uncertainty avoidance.
Our research findings highlight that subjective
career success is a variable that is shaped by
career proactivity.

Significance of the Study

Our research has two types of significance
theoretical and practical both Theoretically this
research has been backed up by different research
paper and by interlining theory of career
development theory which has created some
base ground for the research to be done in a
proper manner, and after understanding the
theory, we have selected are scale on which base
are research would be conducted and from the
past research paper we came to know that are
variables do have an impact and by mentoring
employee, they can achieve success in the career
much more easily.
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Practically our research has an impact as we
examined the variables like proactive career
behavior, subjective success, and career
mentoring role, which directly creates a huge
influence on employees in practice where an
employee has to for work a longer time. His work
would be much more effective as compared to
before mentoring experience. the employee’s
performance gets much more effective and
efficient which leads to success in the career.
where it doesn’t only affect the employees’ work
performance but also impact on their job
satisfaction and so the behavior of employees is
changed towards work, which helps them to
archive their goals with less time intake. Our
study also impacts organizational goal
achievements by retaining the skilled employees
through delighting them subjective career
success after their proactive behavior towards
goal achievement and under the supervision of
career mentor.

Literature Review
Proactive Career Behavior

Proactive performance varies from the general
behavior of being reactive and motivated, by
taking advanced measures and targeting an
intended effect (Grant, A. M., & Ashford et al.,
2008). Some of the proactivity constructs
includes personal initiative (Frese, Fa
Hilburger, Leng, & Almut, 2001), proactive
character (Frese et al., 2001), taking responsibility
of oneself (Morrison & Phelps, 1999) etc, all such
things require goals that helps to improve the
environment also (De Vos, De Clippeleer, &
Dewilde, 2009) refers to the process that the
starting point to indulge into proactive career
behavior is individual’'s goal that develops
further achievements. The proactive career of
employees may include right marketing plan for
advertisement and its repetition without creating
boredom for the customer. Proactive work
behavior can include improving and shaping
working methods, making ideals and standards,
coping with stress etc.

Some literature (Claes &  Ruiz-
Quintanilla, 1998; King, 2004; Kuijpers, Schyns
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2006 et al). discloses proactive career
behaviors ‘indicators that show diverse
behaviors and perceptions. There are two of
components that has become more prominent
in determining proactive career behavior
therefore the behavioral and cognitive
component (De Vos & Soens, 2008). the early
people mentioned it to perceptions that people
are developed in their own objectives for
preforming goals, but now people relate it to
the behaviors those people initiate, in order to
manage their careers.

Subjective Career Success

Career success is demarcated as the ways
through that one fulfills the desire of needs and
demands by gaining power, achievements and
attainments (Lau & Shaffer, 1999; Nabi, 1999).
Career success is emphatically connected with
mental or work associated accomplishment
(Seibert, Crant, and Kraimer, 1999), which can be
gathered in a person through work related
involvement. Career success has two dimensions,
therefore subjective and objective career success.
The objective career success shows that
employees will gauge themselves with
colleagues or companion in terms of work, and
by this the employees estimate their jobs and
career (Judge, Cable, Boudreau, and Bretz, 1995;
Dries, Pepermans, and Carlier, 2008;
Ngetal.,2005; Dette et al,, 2004;
Nicholson&DeWaal-Andrews,2005; Abele and
Wiese, 2008; Arnold and Cohen, 2008) .Subjective
career achievement concentrates on promotions,
salary and on career satisfaction. We are
discussing the career contrast just to clear the
essential  distinction between these two
considerations with the goal that one can,
without much of a stretch, judge or make a
decision (Arthur, Khapova, & Wilderom, 2005).
The parameters are likewise unique for these two
sorts, like subjective and objective career success
on the name of researcher (NG, EBY,
SORENSEN, & FELDMAN, 2005) had kept up
that the people contend more towards the
subjective career success. Studies show that the
employees who achieve Subjective career success
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become more happier and successful by making
and using standards of their own.

Career Mentoring

Nowadays, many scholars use terms like
sponsor or coach with mentor
interchangeably, but they have different roles
and relations (De Janasz and Sullivan, 2004).

Mentoring is another variable used in this
study that has gained much interest in academics
and practitioner societies. Career Mentoring in
the workplace means dealing with the issues of
employees in professional success, promoting the
successful path by psychological support that
broadens the wisdom of an employee, to be used
properly to attain subjective career success. The
mentor mostly in an organization can be a senior
employee of the same organization or a
professional outside the organization who
provide guidance to less experienced employees.

Researchers show that employees under
mentorship has more opportunities to get
promoted and develop work satisfaction than
those who are not. Furthermore, different studies
have shown that how much employees can
improve positively in the development of skills
and abilities related to career and job redesign
(Plomp et al., 2016).

The mentor can be from within the
organization or professional outside the
organization. If an employee is mentored the
chances of achieving pre-planned target
increases, and so the likelihood of success in
those targets.

Mentoring is divided further into two
types, Formal and informal mentoring. The
formal mentoring is structured and based on
specific objective, it ends formally when the
objective is met. It includes objectives like,
measurable outcomes, shaping the workforce
and systematic knowledge transfer, whereas
informal mentoring is less structured and
depends on mutual consent. Here the mentor
provides more psychosocial support that deals
with interpersonal facets like counseling and
role modeling, and it's a long-term

Global Management Sciences Review (GMSR)
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relationship. It includes unspecified goals.
This study focuses on both aspects of
mentoring as a moderator on proactive
behavior for a career and subjective success in
a career. Studies provide evidence that by
mentoring one gets benefits like job
satisfaction, promotion, self-esteem and work-
family conflicts (Nadu & Nadu, 2015).

Proactive Career behavior and Subjective
Career Success

Process of proactivity in career and success in
career are two samples of graduates who step in
from theoretical to practical life and due to which
employees’ chance of career success increases
more positively and so their networking
behaviors. A clear direction to work for
employees leads them towards career
construction and the motivational source for it is
the power of future work and elaboration
(Strauss, Griffin, & Parker, 2012).

In proactive career behavior, the career goals
are very crucial because it becomes a benchmark
or standard when a career decision is made
(Stickland, 1996), these goals are future-oriented
(Crant, 2000; Parker et al., 2006) which allows an
individual to make a framework to achieve the
goals which is “Career planning” that involves
setting goals, evaluating options and
developing plans, which reflects the efforts of
man to master their careers. Proactive career
practices are probably self-endorsed, that ought
to fulfill the fundamental requirement of self-
governance. This thusly, encourage sentiments of
individual achievement and success. Due to this,
individual become responsible for his own
profession and relate it with their targets (Raabe
et al., 2007) in light of the fact that through
proactivity, one can accomplish goals and by
esteemed objectives, which improve career
satisfaction (Renee Barnett & M. Bradley, 2007).

The career proactivity requires careful
analysis and decision making where strategies
for career are made or analyzed which then are
evaluated on the bases of their outcomes (Parker
et al., 2006). Proactive practices recommend that
proactive people who seek after their objectives
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will infer more career satisfaction and career
achievement (Liao & Parker, 2016).

Career proactivity, is a critical phase as in
this individuals connect with what they
anticipated psychologically and what behavioral
plans they created (Grant, A. M., & Ashford et al.,
2008) The networking behavior in career success
provide a path to people to maintain and make
relationships with others that are the potential
helpers for their their careers by providing
support, taking advices and required information
for support in job and future, here networking
helps to increase the expectation of high salary
and promotions as it increases the employees
visibility and therefore leads to career success
(Claes & Ruiz-Quintanilla, 1998).

The proactive profession practices ought to
encourage to have applicable data for career
development and capitals which would assist
people with improving the chances of fitness
between desired and supposed level for a career
(Ng et al., 2005). The information is viewed as a
significant way to get feedback, that likewise
improves an individual's repute or impact inside
a firm (De Vos & Soens, 2008), which thus
impacts career satisfaction (Judge and Bretz,
1994).

Hypothesis 1: Proactive Career Behavior has a
Positive Relationship with Subjective Career
Success

Career Mentoring and Career Success

Mentoring has been recognized as a possible
answer to improve the fate of employees
(Grossman and Johnson, 1999). Encouraging
young people's involvement in numerous
positions contrarily influences their learning
(Sullivan et al., 2009). Career mentors play an
important function in employees' professional
progress by offering supervisory support
(Roling, Eby,and Baranik, 2010).

Arbitrarily chosen 2,323 members from over
the country of America, 72.9% announced about
having a mentor. More than 40% of them had
coaches while 11% were relatives, this includes
siblings, grandma or grand dad, and on the other
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hand an auntie or uncle. The left-behind tutors
are comprised of associates,
neighbors, companions' folks, specialists or
advisors. Investigation reasoned that the choice
of a tutor was related to larger amounts of
confidence and life fulfillment (DuBois &
Silverthorn, 2005).

Regular coaching connections grow casually
with someone else, where a strong relationship
starts to happen. Many of these connections are
shaped through a person's expanded mobility in
an organization. Further, (McMillen & Munson,
2008) found that gender plays an important role
in the field of Mentoring. Females detailed that
their coaching connections had altogether higher
quality than their male partners.

managers,

Formal coaching projects pursue
recommended structure guides (Mentor, 2005).
There are various factors inside formal tutoring
programs that influence the quality of the
program, for example, preparing training
necessities, detailing principles and standards,
time responsibility, a span of relationship
responsibility, and so on.

Commonly, two categories of mentoring are
recognized, psychosocial and career mentoring.
The Psychosocial category includes encouraging
of workers' certainty and
performance viability via giving an optimistic
good example of training and role modeling,
while career mentoring mentions to instrumental
help towards professional success. Psychosocial
mentoring is more related to individual
development. There is a strong view of a firm
when it focuses on a career. Studies
demonstrated that psychosocial mentoring
provides good quality relation with coach as
compared to career mentoring, which strongly
affects workers' connection or association with
the firm. Consequently, the examination centers
around category of career mentoring as it
empowers more extensive organization benefits
beyond the affiliation with the mentor (Rafferty
and Griffin, 2006)

Employees who go through individual
career tutoring have a more prominent chance to
participate in challenging tasks, to secure a more

improvements
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extensive arrangement of aptitudes, and to
demonstrate their capacity to satisfy employment
jobs when contrasted with their co-workers (De
Vos & Soens, 2008). Mentoring environment
pushes workers to apply the knowledge
practically, with the goal that they improve and
expand their abilities, yet in addition, it increases
employees' eagerness to develop through
learning (Nauta et al., 2009).

Studies have shown that an important
element in “career success” is Mentoring
(Kirchmeyer, 1998) as it is an influential tool
for measuring career success (Kram, 1985).

The career function deals with coaching,
sponsorship, dealing  challenging
assignments (kram (1985). When considered in
terms of help, then career function becomes
formal help where a person develops career
and competency within the organization and
the informal help therefore psychological
function enhances the interpersonal relations

and

within the organization which develops career
success of an employee (Nadu & Nadu, 2015)

The proactive behaviors vary according to
different behaviors of a person, different
approach and perception about their targets as
individuals and for organization, timing like
when and where, the frequency and strategies
one make, the intended target chosen for self
or organization (Bindl & Parker, 2010).
Employees find it difficult to answer correctly
all such questions, and they feel anxiety while
setting targets, thinking about perceived
outcomes, and chances of success. Our study
shows that mentoring of employees is the key
to all such problems, as it leads to the
development of demonstrated that difficult
assignments learning  opportunities
encourage a workers’ promotion ability as
assessed by the mentor. Promotion involves
bosses' "view of a person's abilities and readiness
to efficiently perform at higher levels"

and

Hypothesis 2: Career Mentoring has a Positive
Relationship on Subjective Career Success

Global Management Sciences Review (GMSR)
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The Moderating Role of Mentoring
between Proactive Career behavior and
Career Success

In this examination, we center around a person's
behavioral incorporates  the
development of skills, and setting meetings with
seniors. As compared with the works on
subjective career success, works related with the
impacts of career proactivity on subjective career
success, are uncertain and rare (Smale et al.,
2019). Although subjective career achievement
has a positive impact using career-related
strategies, for example, making chances (Park,
2010), and (Nabi, 1999), planning and
development, and Interacting, with
inconsequential impacts of self-directed career
behavior(De Vos & Soens, 2008), these practices
play a significant role in ones career system.
(Parker & Collins, 2010).

Career advancement needs to turn out to be
progressively adaptable to guarantee a versatile
group of employees and support from mentors.
Because of the close relation of the effect of the
workers ‘work, career mentors seems to play an
important role by providing support to
employees for career progressiveness.

proactivity,

Profession coaching appears an encouraging
way to accomplish the improvement and

progression of representatives. Career coaching
fundamentally works on separately, it empowers
personalized encounters that help career
progress (Alfes, Truss, Soane, Rees, & Gatenby,
2013). In any case, the viability of tutoring is
dependent upon how workers assess their
experience of mentoring.

The adequacy of mentoring is suffered when
workers that if they are able to meet their coach's
targets (Ensher & Murphy, 2011). Workers
insights coaching
encounters as well as by watching their
supervisors coaching practices toward others in
the gathering, with the end goal that professional
tutoring may work at the group and the
individual level (Nielsen & Daniels, 2012). In this
study, we suggest that the various concepts of
coaching  would  effect  mentor-related
promotability and mentees or employees' aim to

are molded by quirky

remain in an organization (Van Vianen,
Rosenauer, Homan, Horstmeier, & Voelpel,

2018). As professional inspiration could improve
workers' promotability, it could likewise urge
representatives to look for chances of career out
of the company’s boundary, declining a
company's desire to hold competitive and skillful
workers (Van Vianen et al., 2018).

Hypothesis 3: Career Mentoring Moderates the Relationship between Proactive Career behavior and

Subjective Career Success

Theoretical Framework

Career Mentoring

Proactive Career
Behavior

>

Subjective career
Success

Figure 1: Theoretical Model of Proactive Career behavior, Career Mentoring and Subjective Career
Success

Research Methodology

Our research methodology includes research
design, sample, population, procedures, and
statistical tools that explain the research
hypothesis.

Vol. VI, No. 1V (Fall 2021)

Nature of Study

the nature of study was casual, intended to
measure the impacts of proactive career behavior
on the subjective career success in the presence of
moderating role of career mentoring.
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Study Setting

The questionnaires were filled by the employees
of different educational institutions located in
Quetta in their natural work environment.

Time Horizon

Our data has been collected within four months
(July, 2019). Our study is correctional as collected
in one time.

Unit of Analysis

Every organization’s member is called a unit, and
a single element of the population is called the
units of analysis.in our study, individual
employees, working in different firms were the
unit of analysis.

Purpose of the Study

It was made to test the proposed model. This
research study explains the association between
the independent and dependent variables of the
proposed research model to examine whether the
association is positively or negatively linked, or
no association exists in them. This research also
examined the moderating role of career
mentoring of employees.

Populations and Sample

Populations of the current study were employees
of different firms of Quetta, 200 respondents
were contacted and requested to complete the
questionnaires. From 200 questionnaires, none of
them w excluded. The rate of response was 100%.

Sampling Technique

Method to collect data was the survey method
which is a simple random sampling that not only
helps to gather data from respondents at the
same time but also helps to generalize results on
the whole population. We used this technique
due to the scarcity of resources and time.

Instrumentation

For data collection, Close-ended, structured
questionnaires were used. The scales were five
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points on the Likert scales (1= Strongly Disagree,
while 5= Strongly Agree).

Proactive Career Behavior

The scale was developed by Tharenou and
Terry's (1998) for EMA (Enacted Managerial
Aspirations), which is used to measure Proactive
career behavior. It consisted of 6 items out of
which we used 5 original items , reported on a 7-
point Likert scale where 1 indicates never and 7
indicates very frequently(Smale et al., 2019).
Mentoring

Career mentoring is measured by (Ragins &
Cotton 1999) scale. It consist of 33 items, out of
which 12 items are selected as per the
requirement of our study, reported on 7 point
Likert scale.

Subjective Career Success

The scale developed by (Greenhaus,
Parasuraman, & Wormley, 1990) measured
subjective career success . it contained five items
and all of those 5 items are used in this study with
5 point Likert scale (Spurk, Abele, & Volmer,
2011).

Data Collection Procedure

The data was collected by survey method. To
generalize the result on the whole population,
this method is mostly used in most of the
research studies. Due to the limitation of time and
resources this particular method was chosen.
This study collects data from 200 employees of
different firms in Quetta, out of which 54% male
and 46 % female.

Data Analysis Techniques and Tools

In this study, Process software was used for
confirmatory factor analysis (CFA) while SPSS
was used for reliability, descriptive, correlation
and regression analysis. Hayes (2012) process
method was used moderation and regression
analysis.

Global Management Sciences Review (GMSR)
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Sample Characteristics
Respondents’ Demographics Characteristics
Table 1. Gender

Gender

Male Female
Percentage 54 46
Frequencies 108 9

Table represents gender of sample composition.it
represents that 545(108) where male respondents
while 46%(92) were female respondents, which

indicates that male respondents were more in
population than female respondents

Table 2. Age
_ 20-30 31-40 41-50 50 and above
Percentages 67 29 3 1
Frequencies 134 58 6 2

Table represents the age of our sample 31-40 years of age cluster, 3%(6) belonged to 41-

composition. It represents that respondents
belong to a range of various age groups. 67%
(134) belonged to 20-30 years , 29%(58) were from

Table 3. Qualification

50 years of age and 1%(2) belonged to 50 and
above years age group. Majority of population
respondents were of young age (20-30 years).

Qualification BS MS PHD Others
Percentages 49 46 4.5 0.5
Frequencies 98 92 9 1

Table represents qualification composition. It
represents that respondents belong to a range of
various qualification levels. 49% (98) belonged to
Bachelors, 46%(92) belonged to Masters ,4.5%(9)

Table 4. Work experience

belonged to PhD and 0.5%(1) belonged to other
qualification level. The majority education of our
respondents were of bachelor's level.

Work Exp 5-10 11-15 16-20 21-22 Others
Percentages 50.5 14 4 2.5 29
Frequencies 101 28 8 5 58

Table represents work experience composition of ~ belonged to ‘OTHERS" work experience

sample of respondents. 50.5%(101) belonged to 5-
10 years work experience, 14%(28) belonged to
11-15 years of work experience,4%(8) belonged to
21-22 years of work experience and 29% (58)

Vol. VI, No. 1V (Fall 2021)

category. This table shows that respondents who
had work experience between 5-10 years were
more in number in sample size.
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Results

Chapter 4 shows the relationship of the variables
with the help of descriptive, correlation and
regression analysis of data.

Table 5. Descriptive Statistics

Arishma Imtiaz, Nimra Urooj and Zakria Mujtaba

Descriptive Statistics

This table provides a summary of standardized
values of variables by showing mean, sample
size, minimum and maximum values, and S.D.

Mean Std. Deviation N
Mentoring 3.6072 .80354 200
SCS_Mean 3.5640 93137 200
PCS_Mean 3.4320 .85383 200

Table shows statistics of variables in this study
our sample size was 200.Likert scale ranging
from 1 to 5 was used. Career mentoring shows
mean (3.06) and S.D(0.80), (moderator),
Subjective career success shows mean (3.56) and
SD (0.93), (Independent variable).Proactive
career behavior shows mean (3.43) and S.D (0.85).

Correlations

The correlation test shows the relationship
between two variables and their directions that is

Table 6. Correlations

indicated by the level of significance and positive
and negative signs, respectively. For correlation
coefficient, Pearson correction analysis is used, its
value lies between +1 to -1 and 0 means there is
no correlation between variables. The variables
here for this analysis, proactive career behavior,
subjective career success and career mentoring.

Mentoring SCS_Mean PCS_Mean

Pearson Correlation 1 157 463"
Mentoring Sig. (2-tailed) .026 .000

N 200 200 200

Pearson Correlation 157 1 218"
SCS_Mean Sig. (2-tailed) .026 .002

N 200 200 200

Pearson Correlation 463 218" 1
PCS_Mean Sig. (2-tailed) .000 .002

N 200 200 200

*. Correlation is significant at the 0.05 level (2-tailed).

**. Correlation is significant at the 0.01 level (2-tailed).

In table, the Career mentoring is positively
corelated with Subjective career success (r = .15,
p<0.05), Proactive career Behavior(r = .46,
p<0.01),the subjective career success is positively
corelated with mentoring (r=0.15, p<0.05) and
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proactive career behavior (r=0.21, p<0.10).further
the Proactive career behavior is positively
corelated with mentoring(r-0.46,P<0.10) and
subjective career success(r=0.21,p=0.10)
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Regression Analysis
Hypothesis 1

The Regression analysis of Hypothesis one in

Table 7. Coefficients

shown in table 4.3 where Subjective career
success is Dependent variable and proactive
career behavior is Independent variable.

Model Unstandardized Coefficients Standardized Coefficients g Sig
B Std. Error Beta
1 (Constant) 2.749 268 10.276  .000
PCS_Mean 237 .076 218 3.137 .002
a. Dependent Variable: SCS_Mean
Table 4.3 shows that proactive career behavior ~ Hypothesis 2

(B=0.23, t= 3.13 , p<0.05) has a significant and
positive relationship with subjective career
success. P-value shows the higher value of
significance gives evidence of a positive
relationship between these variables

Table 8. Coefficients

The Regression analysis of Hypothesis two is
shown in table 4.4 where Subjective career
success is Dependent variable and career
mentoring is Independent variable.

Model Unstandardized Coefficients Standardized Coefficients Si
B Std. Error Beta &
1 (Constant) 2.907 301 9.671  .000
Mentoring 182 .081 157 2.238 .026

a. Dependent Variable: SCS_Mean

Table 4.4shows that career mentoring (B=
0.18,t=2.23, p<0.05) has a positive and significant
relationship with Dependent variable that is,
subjective career success. It means that career
mentoring causes 18% subjective career success.
The significance of these variables is high that
provides ground to accept this
hypothesis.

positive

Table 9. Moderation

Moderation
Hypothesis 3

The Moderation analysis of Career Mentoring in
Hypothesis three in shown in table 4.5 between
Subjective career success and proactive career
behavior

Moderation Analysis

R2 Change

SIG

0.0006

1.17

0.32

Table 4.5 shows moderation analysis taking
career mentoring. The resulting value of R2
Change (0.0006) is negligible with insignificant
value of p (0.32).as a result hypothesis 3 is
rejected as career mentoring does not show
positive relationship as moderator between
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proactive career behavior and subjective career
success. We found out that the reasons of the non-
moderating behavior of career mentoring can be
Cultural factors of Pakistan, biasness of mentor,
variability in personalities, problem solving and
decision making towards target. Inappropriate
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communication, tribal work politics of both
mentor and mentee, lack of commitment and
experience of mentor which leads to rejected

Summary of hypothesis

Arishma Imtiaz, Nimra Urooj and Zakria Mujtaba

positive relationship of mentoring between
proactive career behavior and subjective career
success .

Hypothesis Statement Result

Hi1 Proactive Career Behavior has a positive relationship with Subjective  Accepted
Career Success.

H2 Career Mentoring has a positive relationship on Subjective Career Accepted
Success.

H3 Career Mentoring moderates the relationship between proactive career Rejected
behavior and subjective career success

Discussions H2: Career Mentoring has a Positive Relationship

Discussion on Research Question 1: Does
Proactive Career behavior has a Positive
Relationship with Subjective Career Success? For
finding the answer of research question 1, we set
hypothesis that

H1: Proactive Career Behavior has Positive
Relationship with Subjective Career Success
Studies have discussed that the proactive career
behavior is very important for employees. When
employees become proactive in organization,
they become able to achieve targets and success
in their career development. While discussing
proactive career behavior, we first discuss a
simple definition of it, that it is self-initiated
move which employee takes to meet the setting
of future goal. The basic definition of career is
overall process in life with ongoing activities.
Subjective career success is simply defined as
financial benefits in career i-e promotion etc.

Table 4.3 that proactive career behavior
(B=0.23, t= 3.13, p<0.05) has significant as well as
positive relationship with subjective career
success. P-value shows the higher value of
significance that indicates that there is positive
relationship between these two variables.
Therefore, our first hypothesis (H1) is accepted.

Discussion on Research Question 2: Does Career
Mentoring has a Positive Relationship on
Subjective Career Success? for finding the answer
of research question 2 ,we set hypothesis that
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on Subjective Career Success Studies have
discussed that mentoring is key to guide an
employee to attain goals. It helps employees to
overcome anxiety and provides a path to achieve
the target in a smooth manner.

The results showed that subjective career
success (B=0.13, t=2-24, p<0.05) has positive
relationship with career mentoring, which means
that subjective career success has a positive and
significant relationship with career mentoring,
with significance level 0.02. therefore, this
hypothesis is also accepted.

Discussion on Research Question 3: Does Career
mentoring moderates the relationship between
proactive career behavior and subjective career
success?_for finding the answer of research
question 3 ,we set hypothesis that

H3: Career Mentoring Moderates the
Relationship between Proactive Career behavior
and Subjective Career Success

Prior our research we were hypothesizing
that the career mentoring will have positive
impact on our both dependent and independent
variables that is, Subjective career success and
proactive career behavior respectively but the
results were surprising, the results were
insignificant , R2 Change (0.0006) negligible with
insignificant value of p (0.32).as a result
hypothesis 3 is rejected as career mentoring does
not show positive relationship as moderator
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between proactive career behavior and subjective
career success.

as people of Pakistan do not value the career
mentoring function in their careers, they want to
go ahead and gain career success on their own,
without feeling the need of guidance and support
of others. Another reason of this hypothesis
rejection can be that the mentoring experience
gained by the employees was bad, not
appropriate and instead of putting positive
impact, it adversely influenced employees.
Employees may fail to have the best career
mentor who provide the guidance which they
want, there may be mismatch in personalities,
thinking and procedures to achieve goal. The
mentor and employee should be matching, they
should understand each other's point of view,
respect opinions and work with collaboration.
The employees in Quetta are very much under
the influence of the caste system, organizations
face much difficulty to select the best mentor for
them as the tribes are highly resistive when in
large number. There are mostly unsatisfied
employees in the organization due to the
existence of such tribal work politics that leads to
a decrease in subjective career success and
motivation, also there are high chances of skilled
employees’ turnover. The mentors selected may
belong to such tribal work politics leading to
biased behavior and imposing decision to
achieve target. Their maybe lack of commitment,
lack of experience of mentor or conflicts that are
either personal or professional which leads to
failure in effective mentoring, as employees
when not mentored properly in career would
make wrong path towards target achievement,
leading to disturbance in proactive career
behavior and in turn subjective career success by
less achievement of targets or inability to give
100% to a target for promotion or other financial
benefits.
Limitations of Study

Our study was based on cross-sectional data
which consists variables that are proactive career
behavior, subjective career success and
moderator that is Career mentoring, our
variables are limited in this research where there
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is one independent variable (proactive career
success), one dependent variable (Subjective
career success and one moderator (career
mentoring) among them. The study was done
particularly in Quetta city and is generalized, not
in other cities of Pakistan. The data collected is
single-source data which means that one
questionnaire was filled by one individual, also
there were closed ended questions in the
questionnaire. Further our research targeted
employees only, not by his boss or co-workers.no
mediator was tested in the study

Recommendations

This research helps the employees in their career
success, the career development is a process that
is complex in nature involving different factors.
Employees feel anxiety when they come across
any challenging task, making decisions and
solving problems that shows his competency,
here career mentors play key role when provide
appropriate guidance to the employees to take
right decision in particular situations, dealing
with stressful situations and further career
satisfaction and promotions. The unbiased,
compatible, rationale and experienced mentor
molds the life of an employee to attain his
subjective career success, which also contributes
to organizational success. In order to understand
it more clearly, this study examined the
motivational resources of employees from Career
Mentors for improvement in their subjective
career success as well as guideline when
employees become proactive towards attainment
of goals. This study helps in predicting career
planning, skills  development,
understanding individual’'s aptitudes in stress,
employees’ level of interest in their work,
development of interest, knowledge in the
different areas, trainings related to employees
work and in different conditions. This study
guides Pakistani organizations to run smoothly
by retaining customers by providing them career
mentors to develop their organizations” Training
and Development area, for holding key
employees that can benefit organizational
success. It was hypothesized that greater clarity

proactive
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of employee future would predict engagement in
each of the proactive career behaviors would
have an additive effect in prediction of particular
career behaviors in line with an ability to match
employee result in successful career mentoring
because this research focuses on employee’s
subjective career success.

Suggestion for Future Research

Our research further suggests the future work
directions, the results show that by using multi-
wave and multi-source study method, it could
strengthen the research results. country-wide
sample can be taken as sample size for future
work. Diverse groups of employees from
multiple sectors can be taken as respondents.
further mediator or dedicators can be tested on
this research with variables or different variables
as dependent or independent variable as findings
which shows that behavior is always affected by
career that every individual want to have a good
future, so they always think about their future
while taking any kind of decision especially in
response to career success. This study can be
done using time series data also.

Conclusion

The aim of our research was to understand
Proactive Career Behavior’s impact on Subjective

22

Arishma Imtiaz, Nimra Urooj and Zakria Mujtaba

Career Success under the moderating role of
Career Mentoring. Because of the greater impact
of Proactive career behavior on subjective career
success of employees, our study discusses role of
mentoring in employees proactive behaviors and
subjective career success which showed that
inappropriate mentor cannot help in employees
Proactive career behavior and goal achievement
for subjective career success Future research can
be done by changing the variable, like cultural
dimension in the presence of career mentoring
that are applicable in Pakistan and comparison
with another country. We have drawn three
hypotheses out of which two were accepted and
one was rejected, which was showing
moderation role of mentoring between proactive
career behavior and subjective career success of
employees. There was a positive correlation in
our entire model and results showed a positive
association of proactive career behavior and
subjective career success. This study is very
helpful in organizations where mentoring is
neglected and focus on employees’ career
behaviors If the organizations and individuals
start focusing on these three variables discussed
in this result, there will be great results in future
for betterment of organizations and individual.
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