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Abstract 

 
This study aims to identify the predominant career profiles among Generation Y in Brazil and investigate the 

influence of demographic and professional characteristics in these profiles. Career profiles are defined as 

combinations of the presence of Boundaryless and Protean career attitudes. This study is descriptive, the sample 

is non-probabilistic and intentional and consists of 2,376 people. Cluster Analysis and Chi-square tests were used. 

The results show that people from Generation Y have a high presence of attitudes related to new careers and that 

these new careers are associated with high education and high income, mainly the Boundaryless career. However, 

there is a small portion of the sample that doesn’t present new career attitudes, indicating that this is just a 

movement and cannot be considered a reality for all studied subjects. 

 

Key words: generations; career; boundaryless career; protean career; career profile. 
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Introduction 

 

 
New career theories are recent and several studies about them are being conducted, nevertheless, 

there is still need for empirical verification of concepts (Clarke, 2013; Rodrigues & Guest, 2010). In 
order to reduce this gap, it has been recommended that researchers develop more empirical studies about 

new careers and the impact of potential influencers, such as, age, gender, scholarship, etc. (Briscoe, 

Hall, & DeMuth, 2006; Segers, Inceoglu, Vloeberghs, Bartram, & Henderickx, 2008; R. C. da Silva, 
Dias, Silva, Krakauer, & Marinho, 2012). 

One of these potential influencers is the demographic change that is happening in Brazil related 
to the larger number of young professionals joining the workforce and the large number of people 

advancing to retirement age (Instituto Brasileiro de Geografia e Estatística [IBGE], n.d.).  

These young professionals are getting attention from media and organizations. Born after 1981, 
they are named Generation Y (Amaral, 2004). Generation Y has the main characteristic of being born 

in a digital environment (with the frequent presence of computers, cell phones, internet access, etc.) and 

that is why Tapscott (2010) calls them the Net Generation. Considering generational differences, these 
individuals have different expectations and attitudes regarding their careers compared to other 

Generations (Lyons, Schweitzer, & Ng, 2015).   

Taking into consideration the new careers theories and their need for empirical verification and 
also the economic importance of the large number of professionals from Generation Y joining the 

Brazilian workforce, the current study objective is to identify the career profiles of Generation Y and 

investigate how demographics and professional characteristics affect these profiles. Career profiles are 
based upon combinations of the Boundaryless and Protean career attitudes (Briscoe & Hall, 2006).  

Understanding the presence of new career attitudes allows organizations to develop more 
effective career management and generational inclusion practices. It is also relevant to career actors, 

because it supports different ways for them to develop careers aligned with their values and interests 

during an important moment of their professional identity formation.  

 

 

Literature Review  

 

 
During the last 25 years, the most commonly used approaches to reflect on new careers were the 

Boundaryless and Protean careers (Baruch, Szucs, & Gunz, 2014). After detailing these concepts, this 
section will also go deeper into the subject of Generations, focusing mainly on Generation Y as the main 

target of this paper. 

 

Boundaryless career 

 
Arthur and Rousseau (1996) define the Boundaryless career as the opposite of the organizational 

career. The name Boundaryless is used because the limits of the organizational career are broken, such 

as hierarchical structures and career advancement principles.  

The career actor is shaped by economic forces but also influences those forces, therefore, he/she 
is the product and the producer of the work environment in which he/she participates, reversing the 
traditional career logic that positions the career actor as passive towards environmental changes (Arthur, 

1994; Arthur, Inkson, & Pringle, 1999). 

The Boundaryless career emphasizes the numerous possibilities that a career presents – it isn’t 
related to a single organization and isn’t represented in an orderly and vertical sequence. It is supported 

by networks from outside the organization and acknowledges that family and personal relationships play 
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an important role. According to this construct, the career must be interpreted in a subjective way, 

according to the career actor perspective about his/her own career (Arthur, 1994, 2014; Briscoe & Hall, 

2006). 

Sullivan and Arthur (2006) describe the Boundaryless career in two dimensions: the physical and 

psychological. The career actor demonstrates physical mobility when he/she moves between employers 

and demonstrates psychological mobility when he/she builds relationships outside the boundaries of a 
single employer. Those two dimensions are represented as a continuum. It is important to clarify that 

the Boundaryless career isn’t based only on physical mobility and that someone who has high tenure in 

a single organization can still have a boundaryless mindset.  

 

Protean career 

 
The Protean career is characterized by frequent change and self-invention, autonomy and self-

management, guided by individual needs instead of organizational needs. That is why the name Protean 
was chosen, referring to the Greek god called Proteus that changes his own shape according to his will 

(Hall, 2002).  

The Protean career is managed by the career actor according to his/her own needs, values and the 
search for psychological success, instead of an external definition of success. For the career actor to 

manage his/her career requires flexibility and adaptability, but also to be driven by a strong sense of 
identity and self-awareness that will work as an internal compass to make career decisions (Hall, 2002). 

Considering the Protean approach, the employer has the role of offering opportunities, flexibility 

and resources to allow the employee to develop self-awareness and adaptability and be in the command 
of his/her own career. The role of the employee is to give performance and discretionary effort in return 

(Hall, 2002).  

Big cities, such as São Paulo, enable Protean career development because they have facilities that 
strengthen autonomy, such as access to education, a large number of employers, high financial 

investments, health care system, etc. (Ribeiro, Trevisan, & Guedes, 2009). 

Briscoe and Hall (2006) define two main dimensions of the Protean career: the self-direction and 

the values driven. The first grants the ability to adapt in terms of performance and learning demands, 
and the second allows a clear direction and career success measurement, replacing external motivational 

drivers, such as job title and salary.   

 

Boundaryless and Protean career attitudes scales and career profiles 

 
In order to support more empirical studies about new careers, Briscoe, Hall and DeMuth (2006) 

proposed scales to measure Boundaryless and Protean career attitudes. The authors developed and 

validated a model with four scales, two for each construct and with 7 questions each. The model is 
described in Table 1: 
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Table 1 

 

Boundaryless and Protean Career Attitudes Scale 

 

Boundaryless Career Protean Career 

Psychological mobility: general attitude of working 

beyond organizational boundaries, presenting interest in 

interacting with people from outside the organization and 

having constant new work and learning experiences. 

Self-directed: the career actor drives his/her own 

career and builds development opportunities and 

the ability to adapt in terms of work and 

performance demands.  

Physical mobility: interest in moving between different 
employers. 

Values driven: the individual prioritizes his/her 
own personal values when defining priorities and 

goals and making career decisions.  

Note. Source: adapted by the authors based on Briscoe, J. P., & Hall, D. T. (2006). The interplay of boundaryless and protean 
careers: Combinations and implications (p. 5). Journal of Vocational Behaviour, 69(1), 4-18. 

https://doi.org/10.1016/j.jvb.2005.09.002 

After building the scales, Briscoe and Hall (2006) proposed eight career profiles using 
combinations of the career dimensions. Considering the four career scales, it is possible to build sixteen 

career profiles, but only eight were suggested, based on the practical experience of the authors. The most 
probable profiles are described in Table 2. 

 

Table 2 

 

Career Profiles 

 

Career Profiles 
Protean: Self-

directed 

Protean: Values 

Driven 

Boundaryless: 

Psychological 

Mobility 

Boundaryless: 

Physical 

Mobility 

Lost Low Low Low Low 

Fortressed Low High Low Low 

Wanderer Low Low Low High 

Idealist Low High High Low 

Organization man/woman High Low High Low 

Solid Citizen High High High Low 

Hired gun High Low High High 

Protean career architect High High High High 

Note. Source: adapted by the authors based on Briscoe, J. P., & Hall, D. T. (2006). The interplay of boundaryless and protean 
careers: Combinations and implications (p. 8). Journal of Vocational Behaviour, 69(1), 4-18. 
https://doi.org/10.1016/j.jvb.2005.09.002 

Briscoe and Hall (2006) described the characteristics of each profile. The Lost, for example, 

represents the traditional career profile. The career actors that have this profile lack emphasis on their 

personal values, that could drive them, and lack a boundaryless mindset that could provide them with 
more possibilities. Therefore, they are restricted to few options in which they have limited control. These 

are the individuals that need strong adaptation to the new economy. On the other hand, the Protean 

career architect is the most modern profile. The career actors with this profile are physically and 
psychologically boundaryless and actively manage their own careers based on their personal values in 

a journey to define career success.  

The identification of career profiles allows the exploration of personal challenges that a career 
actor can face to keep their status-quo. They are also a useful tool for organizations, support groups, 

career counselors and mentors that are interested in supporting career development. Understanding the 
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strengths of a career profile allows the careful development of powerful combinations of career 

competencies (Briscoe & Hall, 2006). 

 

Influence of demographic and professional characteristics on career attitudes and profiles 

 
Briscoe, Hall and Mayrhofer (2012) alert that the current research about careers is based on the 

universalist paradigm. They therefore assume that individuals and organizations are identical 

everywhere and that there is an ideal way to manage them. These authors argue that organizations and 
individuals are socially impacted by the external environment and culture that they live in, which makes 

them adapt to current structures and engage in behaviors to cope with their context. Considering this 

argument, they propose a contextual approach to studying careers, putting culture as a critical element 
of differentiation of the way that a career is perceived and managed. The current study uses this 

contextual approach and aims to understand how demographics and professional elements impact career 

attitudes.  

One of the studies that also uses this approach is the one made by Segers, Inceoglu, Vloeberghs, 

Bartram and Henderickx (2008). The researchers adapted the items of a motivation scale to the four 

career attitudes dimensions proposed by Briscoe et al. (2006) and evaluated the relationship between 
the career attitudes of 13,000 European individuals and their demographic characteristics. The main 

findings were: 

 Gender: women presented higher psychological mobility and men presented higher physical 

mobility. These findings are associated with the career disruptions that happen to women due to child 
birth and due to social expectations towards men related to family support obligations.   

 Age: the younger respondents presented higher psychological mobility, because of their interest in 
building relationship and networks, and presented lower values orientation. People joining the 

workforce go through a trial and error stage looking for ways to manage their careers. The desire to 
move physically decreases with the age.  

 Education: individuals with higher educational levels present more self-direction, physical and 
psychological mobility and less values orientation. 

 Professional experience: individuals with higher professional experience present higher self-
direction, physical and psychological mobility. 

Besides the findings mentioned above, Segers et al. (2008) study identified four clusters, three of 
them described by Briscoe and Hall (2006): Lost, Hired Gun, and Protean career architect, and a 

fourth one not mentioned before presenting low scores on the Protean career dimensions and high scores 

on the Boundaryless career dimensions. This last cluster was named as Curious. They also identified 

the demographic profile predominant in each of the four clusters. These results are presented in Table 3.  
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Table 3 

 

Relationship between Demographic Characteristics and Career Profiles  

 

Career Profile Gender Age Education Work Experience 

Lost  Predominantly male More than 30. Most 
part between 40 

and 50 

Up to High School More than 10 years 

Curious Predominantly female Less than 30 Up to High School From 0 to 5 years 

Hired Gun Predominantly male Less than 40 College or above From 3 to 10 years 

Protean Career 

Architect 
Predominantly female Between 30 and 50 College or above More than 5 years; 

managerial experience 

Note. Source: adapted by the authors based on Segers, J., Inceoglu, I., Vloeberghs, D., Bartram, D., & Henderickx, E. (2008). 

Protean and boundaryless careers: A study on potential motivators (p. 224). Journal of Vocational Behavior, 73(2), 212-230. 
https://doi.org/10.1016/j.jvb.2008.05.001 

J. de A. Silva (2009) studied the relationship between career and potential influencers in Brazil 
and found a positive association between psychological mobility and work experience and between 

physical mobility and age.  

Many Brazilians avoid planning their careers. People tend to guide their career by external 
appeals, such as compensation, prestige, etc., more than personal preferences. In addition to this, people 

face their career as the process of identifying opportunities at their companies or in the marketplace. 

This posture leads to a movement based on external conditions, in which the current and accessible 
possibilities play a key role in the decisions taken (Dutra, 2010). 

This paragraph concludes the conceptual background around careers. The next section will 
explore the theme Generations, summarizing the main theoretical aspects relevant to this study.  

 

Generations 

 
The most influent concept of Generations indicated by the current literature (Dencker, Joshi, & 

Martocchio, 2007; Edmunds & Turner, 2005; Parry & Urwin, 2011) is Mannheim and Yncera’s (1993). 

According to Mannheim and Yncera (1993), a Generation is part of the historical process that people of 

the same age and social class share during their youth. The birth date is an important driver, but doesn’t 
define the Generation. There are two critical elements to constitute a Generation: the presence of events 

that break the historical continuity and the life experience by this age group during their socializing 

process (teenage and beginning of adult life), predisposing them to certain experiences and ways of 

thinking.  

In order to build an effective analysis of the generational effects, they must be separated from the 

age effects (resulting from the age and maturing stage of the individual) and also from the period effect 
(environment impacts) (Dencker et al., 2007). There is a methodological difficulty in separating these 

effects and to minimize this difficult, Parry and Urwin (2011) recommend longitudinal studies to define 

generational effects. 

Nowadays people management practitioners present a great interest in Generations and their 

impacts on the workplace. Several books and media articles have being published during the past years 

based on the practical experience of the authors or general stereotypes (R. C. da Silva, Dutra, & Veloso, 
2014).  

Most international academic papers about the subject are theoretical and they cite sociologists, 
such as Mannheim, Ryder, Schuman and Scott, and psychologists to establish the conceptual basis. 

International articles are deeper, in technical terms, than most national articles because they work on 
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concepts instead of working on the characteristics of the Generations. International empirical articles 

use longitudinal analyses (Smola & Sutton, 2002; Twenge & Campbell, 2008; Twenge, Campbell, 

Hoffmann, & Lance, 2010) or statistical techniques to separate the age effect in the model (Benson & 
Brown, 2011), which puts them in a better position than the national studies regarding the recommended 

method to study Generations (Parry & Urwin, 2011). 

National academic studies about Generations and People Management have been published in the 
last years. The first studies compare Generations and identify similarities regarding career anchors 

(Gomes, Trevisan, Veloso, & Silva, 2013; Tieppo, Gomes, Sala, & Trevisan, 2011; Vasconcelos, Merhi, 

Lopes, & Silva, 2009), organizational commitment (Nogueira, Lemos, & Cavazotte, 2011; Vale, Lima, 
& Queiroz, 2011), career management and expectations considering the perspective of the career actor 

(Cavazotte, Lemos, & Viana, 2010; R. C. da Silva et al., 2012; Ribeiro et al., 2009; Sá, Lemos, & 

Cavazotte, 2014; Veloso, Dutra, & Nakata, 2008; Veloso, Silva, & Dutra, 2012) and career management 
considering the organizational perspective (R. C. da Silva, Dutra, & Veloso, 2013, 2014). There is a 

greater interest in Generation Y, according to the number of articles published during the past few years.  

Generations may vary according to national context, because individuals in different countries 
live different historical, social, economic and cultural backgrounds, which may interfere with the 

characteristics and limits between Generations (Briscoe, Hall, & Mayrhofer, 2012; Parry & Urwin, 

2011). Nevertheless, the concepts of Generations have been incorporated into national research in the 
same way that they are used in international studies, without contextualization of the characteristics and 

historic moments that contribute to the Generational groups in Brazil (Rocha-de-Oliveira, Piccinini, & 

Bitencourt, 2012). 

It is common sense between Generations researchers that there are four generations coexisting in 

the current workplace: Veterans, Baby Boomers, Generation X and Generation Y (Briscoe et al., 2012; 

Veloso et al., 2008). Besides the few national studies, authors don’t diverge significantly about the 
characteristics of each Generation (Veloso et al., 2008), but the finding of these researches usually aren’t 

similar, nor conclusive (R. C. da Silva et al., 2014).  

The current approach used to describe Generation Y can’t fully explain the youth of a country 
where a college degree is a privilege and digital inclusion is a challenge (Rocha-de-Oliveira et al., 2012). 

Considering that Generations also represent class conditions, the premise that there is a single and 
uniform Generation Y in Brazil would mean to simplify the national reality, referring to the economic 

inequality and low educational level of the population.  

Even though it isn’t enough to describe the national reality, the profile defined in international 
studies provides a good starting point to understand the aspirations and behaviors of the youth of middle 

class Western civilizations (Sá et al., 2014). It is especially true for the Generation Y study, because 

globalization and modern communication means, such as the internet, amplified the participation of 
young people of different countries in similar happenings and experiences, placing them in the same 

generational position (Edmunds & Turner, 2005; Tapscott, 2010).  

Based on a practical experience of more than 10 years studying the subject in Brazil, Amaral 
(2004) proposed the year of 1981 as the start date for the Generation Y for the country. Its main historical 

milestone is related to technology and its consequences, such as connectivity, accessibility, globalization 

and social networks, developing this group’s adaptability to a multi-tasking, agile and high-availability 
environment (Amaral, 2004; Dencker et al., 2007; Sá et al., 2014; Tapscott, 2010). 

This Generation was raised in a stable political and economic environment, during and after the 
nineties, with the Brazilian economy opening to the world and inflation under control. The workplace 

was volatile and without guarantees because of frequent outsourcing, downsizing and reengineering 

movements. In this context, the key words were competitiveness and employability (Amaral, 2004; 
Gomes et al., 2013). Excessive care from parents was frequent, because many from Generation Y were 

the only child of parents that faced difficulties in their work life balance and many ended up living with 

their parents for a prolonged period (Amaral, 2004). 
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Socialized in this context, the members of the Generation Y are described as individualist, 
flexible, controvert, and with desire for autonomy, work life balance and fast career growth (Amaral, 

2004; Gomes et al., 2013; Tapscott, 2010; Tieppo et al., 2011; Twenge et al., 2010; Veloso et al., 2012).  

At the workplace, they look for an environment that allows job satisfaction, learning and the 

development of a close network. They prefer to work with leaders that promote constant feedback and 

they are more inclined to higher job mobility (Briscoe et al., 2012; Cavazotte et al., 2010; Lyons et al., 
2015; R. C. da Silva et al., 2013; Twenge & Campbell, 2008; Twenge et al., 2010; Vasconcelos et al., 

2009; Veloso et al., 2012).  

In order to meet these needs, organizations are offering flexible work hours, locations and job 
descriptions. There are few evidences of adaptation in managerial practices specifically to attend the 

needs of different Generations (R. C. da Silva et al., 2013, 2014). 

Considering the characteristics mentioned, it is supposed that Generation Y has attitudes 

compatible with new careers, such as career self-management, decisions based on their personal values, 

search for psychological success, and physical and psychological mobility. Some studies found a 
positive correlation between being part of the Generation Y and presenting new career attitudes (R. C. 

da Silva et al., 2012; Veloso et al., 2012) and other studies found opposite results, such as Tieppo, 

Gomes, Sala and Trevisan (2011) and Sá, Lemos and Cavazotte (2014). This last one, for example, 
indicates that a big part of the interviewees that were members of Generation Y presented expectations 

related to the traditional career models, such as: vertical career growth inside the company, training 

offered by the company, compelling compensation and job stability.  

Besides the several methodological limitations, the Generations concept is useful because it casts 

light on the groups, the basis for their formation and consequences in work-related behaviors. Based on 

these valuable insights, many practitioners are developing people strategies and human resources 
practices based on this approach, understanding that generational issues are a key element to people 

management success. Academia is also interested in building a conceptual background on the subject. 

The practitioners and academic interest in the subject should be supported by empirical evidence and a 
national conceptualization should be built.  

This research used Amaral’s (2004) study as a basis to define the broad reality of Generation Y 
in Brazil, its characteristics and historic milestones. These milestones put them at a different generational 

position from previous generational groups. This study also considers the concept of Generations as 

described by Mannheim and Yncera (1993) and Rocha-de-Oliveira, Piccinini and Bitencourt (2012), by 

identifying and analyzing social variables of the sample studied and the impacts these variables have on 
career profiles. This is done while acknowledging that a single and uniform career profile of the 

Generation Y in Brazil could be limited and apart from the country reality.  

Nevertheless, it is clear that individuality must be respected in all studies and several measures 
should be taken to avoid generalization that, when made without a strong conceptual basis, may hurt 

academic backgrounds and people management practices in organizations. 

 

 

Methodological Procedures  

 

 
The data collection instrument is based on the Boundaryless and Protean career attitudes scale 

developed by Briscoe et al. (2006), translated into Portuguese and validated in Brazil by Cordeiro and 
Albuquerque (2016).  

The individuals were classified into career profiles using Cluster Analysis. Cluster Analysis is 
used to divide a sample of a population into a small number of groups based on the similarities, 

maximizing the homogeneity inside the groups at the same time that it maximizes the heterogeneity 

between groups (Hair, Black, Babin, Anderson, & Tatham, 2009).  
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According to Hair, Black, Babin, Anderson and Tatham (2009), since Cluster Analysis is a 
descriptive technique and may present different solutions, it is recommended to use theory to define the 

clusters. In this case, the basis was the conceptual career profiles defined by Briscoe and Hall (2006).  

Considering that the study objective was to analyze the most prominent career profiles, the 

technique chosen for the Cluster Analysis was the K-means. The group divisions should respect the 

combinations of high and low career attitudes and this could only be done using concepts to define the 
seeds that would separate the groups.  

The seeds were defined based on the combination of the 16 possible career profiles and the 8 
profiles described as the most frequent. Briscoe and Hall (2006) specify the profiles in theoretical terms 

and the definitions of high or low presence of career attitudes aren’t quantitatively defined. For this 

research, absolute values were used to define the seeds: -0.5 to represent low presence of career attitude 
and +0.5 to represent high presence of career attitude. 

Cluster Analysis generated centroids for each group and each dimension. Groups with centroids 

below zero were considered as groups with low presence of the career attitude. On the other hand, groups 
with centroids above zero were considered as groups with high presence of the career attitude. Centroids 

close to zero had their significance tested by the Mann-Whitney test.   

The influence of demographic and professional characteristics were investigated using the Chi-
square test. The variables tested were defined based on articles that identified characteristics that could 

impact career profiles (R. C. da Silva et al., 2012; Scalabrin, 2008; Segers et al., 2008; Sullivan & 
Arthur, 2006). Demographic (age, gender, education, marital status, number of children, city of 

residence, individual and family income) and professional variables (tenure, position, number of 

employers in the last 5 years) were tested. 

The survey was administered with the support of NextView, a research company specialized in 
tendencies in people management and development. The link to access the survey was sent by email to 

40,000 people and advertised on the ClickCarreira webpage. The data was collected using a 
SurveyMonkey electronic questionnaire between March 8th and May 14th, 2012(1).  

The initial database contained responses from 3,056 participants. Data cleaning eliminated 
respondents that answered the survey more than once (identified by the same email address), people that 

concentrate their responses in only one point of the scale, respondents that had less than one year of 

professional experience (because some questions were about past work experience) and respondents that 
were born before 1982 or after 1994. The final database had 2,376 answers and the results were analyzed 

using Excel and SPSS v. 20. 

Respondents are mainly singles (84%) without children (93%) and with a small predominance of 
women (57%), compared to the national reality that is formed by 51% women (IBGE, n.d.). The 

educational level of the sample is also higher than the national basis. 71% of the respondents have a 

college degree and 21% are post-graduates, compared to a national population of only 18% of national 
workers with college degrees or higher (Departamento Intersindical de Estatística e Estudos 

Socioeconômicos [DIEESE], 2011). 

59% of the respondents have individual income higher than the country average (IBGE, n.d.). The 
high family income indicates a sample composed of people belonging predominantly (75%) to the A 

and B classes (Associação Brasileira de Empresas de Pesquisa [ABEP], 2012). 75% of the sample have 

a family income above four minimum wages, compared to only 11% of the Brazilian population at the 
same family income level. 

50% of the respondents live in the state of São Paulo, 10% in Minas Gerais, 10% in Rio de Janeiro 
and the other 30% of the sample live in different Brazilian states. Compared to the national population 

distribution, with 22% of residents in São Paulo, 10% in Minas Gerais and 8% in Rio de Janeiro, it is 

clear that the sample has a higher proportion of people living in São Paulo. Even so, the other regions 
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were also represented, with 12% of the sample living in the South region, 9% in Northeast, 5% in the 

Midwest, and 2% in the North.  

The major part of the respondents are currently working (82.5%) and present high job mobility, 
considering that the average tenure in the country, according to RAIS (DIEESE, 2011) is 3.9 years. This 

group presented an average tenure of 1.5 to 2.5 years. Half of the respondents hold jobs as analyst or 

assistant, 18% are interns and 15% hold managerial positions (Director, Manager, Coordinator, 
Supervisor, and Consultant). 

This study is descriptive and quantitative. The sample used in this study is non-probabilistic and 
intentional, due to the limited number of respondents (2,376) compared to the national population of 

this age group (around 34 million) and also based on the characteristics of the sample described above. 

Even considering the limitations described, the diverse demographic characteristics and the large 
number of responses allowed for analysis, as presented in the next section.  

 

 

Analysis of Results 

 

 

Cluster analysis: career profiles  

 
Initially the analysis was made using 16 seeds, representing all possible combinations of career 

attitudes. In this first analysis, the 8 profiles defined by Briscoe and Hall (2006) and other 8 profiles 

were found, indicating that other career profiles may be a possibility. These 16 clusters divided the 

sample a lot, generating many groups with a similar number of individuals.  

The second analysis was built with only the 8 groups described as theoretically more probable. 

The results are described in Table 4.   

 
Table 4 

 

8-group Cluster Analysis  
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1 -2.18 -0.73 -1.54 -0.90 88 (4%) Low Low Low Low Lost 

2 0.68 0.38 -1.53 0.05* 283 (12%) High High Low Neutral Not defined 

3 -0.58 0.33 -0.65 0.49 312 (13%) Low High Low High Not defined 

4 -1.32 0.07* 0.78 0.35 302 (13%) Low Neutral High High Not defined 

5 0.31 -0.96 0.31 -1.12 254 (11%) High Low High Low 
Organization 
man/woman 

6 0.27 0.82 0.46 -1.44 275 (11%) High High High Low Solid Citizen 

7 0.41 -1.36 0.14 0.58 324 (13%) High Low High High Hired Gun 

8 0.54 0.54 0.53 0.56 538 (23%) High High High High 
Protean 

Career 
Architect 

Note. The symbol * indicates that the value is not significant to the reliability level of 5% in Mann-Whitney test. 
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Besides using the theoretical background to define the seeds, the 8-group analysis led to only 5 
of the 8 groups conceptually defined. The profiles Wanderer, Fortressed and Idealist weren’t found. 

Even so, the other groups had a less proportional division of the respondents, indicating a more judicious 
solution.  

Other solutions with less than 8 groups were analyzed to check if the profiles indicated in the 

theory would be found. The 5-group analysis, for example, built using the seeds that indicated only the 
5 profiles found in the 8-group solution, grouped the Lost profile with the Fortressed and the number 

of people in this new group quadrupled. The Organization man/woman wasn’t found. Both results 

indicate that 5 is too small a number of groups, one that gathers individuals with different profiles, 
affecting the centroids of the resulting groups. The analysis using 6 and 7 groups generated similar 

results, meaning that they generated less groups described in the theory and with centroid values close 

to zero, showing that the clusters were grouping individuals with very different profiles.  

In order to have a second confirmation of the best solution in terms of number of clusters, the 

Ward technique was used. This tool indicated the 5-groups as the ideal solution, based on the 

agglomeration index. Nevertheless, due to the problems described before, this solution doesn’t apply to 
the purpose of this study (find different career profile groups) and offers a limited relationship with the 

theory. However, the solution indicated by the Ward technique contributed to the definition of the best 

number of groups by indicating that a small number of groups, close to 5, is preferable than a larger 
number, and also supporting that the 8-group solution is more appropriate than the 16-group solution.  

Using the 8-group solution, each profile has very well defined centroids for each career 
dimension. Only two centroids are very close to neutrality: Physical Mobility in Group 2 and Values 

Driven in Group 4. The analysis of the statistical significance of these centroids by the Mann-Whitney 

technique indicates that they can’t be considered high, even if a little bit higher than zero. Therefore, 

these centroids were considered as neutral for those profiles.  

The most representative cluster of the 8-group solution is the Protean Career Architect 

representing 23% of the respondents. This profile has high presence of all career attitudes studied. In 
the sequence, three other groups have 13% of the valid respondents: Hired Gun, Group 3 and Group 

4. The three groups with the biggest proportion of high career attitudes clearly appear in the Cluster 

Analysis (Protean Career Architect, Hired Gun and Solid Citizen). The group of the Lost profile, 
that has low presence of the four career attitudes, is the smallest one, representing only 4% of the valid 

respondents.  

Besides using the theory to define the clusters’ seeds, the analysis found three profiles different 
from the ones described by Briscoe and Hall (2006). These three groups were classified as follow. 

Group 2: present themselves as Protean career, but not as Boundaryless career actors. This can 
happen due to a lack of experience and knowledge that allows then to navigate different environments 

or due to the lack of qualification to do this movement (Sullivan & Arthur, 2006). An interesting element 

of this profile is the physical mobility neutrality, meaning that these individuals are at the borderline of 
movement and inertia. Even if their movements are less frequent, the Protean orientation may make 

them happen if the career actor decides it is necessary to his/her professional development or to keep 

the alignment with his/her values. Due to these characteristics, this group was named as Stable Protean.  

Group 3: is composed by individuals that have little self-management of their careers and look 
for jobs similar to previous ones to avoid adaptation efforts, but, on the other hand, they are values-

driven and can easily move physically, if they think it is interesting or needed. Considering those 
characteristics, this group was named Oriented Traveler, traveler due to their physical mobility and 

oriented due to its value orientation. The word oriented can be also associated with direction, but without 

the control or management, since this profile also present low self-direction, probably holding other 
people, organizations or the marketplace accountable for it.  

Group 4: is composed of Boundaryless individuals, but with low Protean orientation. Sullivan 
and Arthur (2006) indicate that people with high presence of Boundaryless career attitudes present many 



Career Profiles of Generation Y and Their Potential Influencers  13 

BAR, Rio de Janeiro, v. 14, n. 3, art. 6, e170013, 2017   www.anpad.org.br/bar  

physical movements while changing their psychological orientation. For example, this includes people 

that change jobs and look for learning opportunities and challenges while attending their personal or 

family needs. They are very flexible and adaptable. Besides this, they are neutral regarding the values 
orientation, suggesting that some decisions are made based on personal values and others aren’t. The 

decisions not driven by values may be driven by other people, such as employers, colleagues, family 

members, etc. This profile makes sense in a sample composed of young professionals that are building 

self-awareness regarding their personal values and may have their decisions influenced by objective 
success and third parties. The statistically significant demographic that emerges for this profile is related 

to a low or average individual income and lower job positions, such as assistants and analysts. 

Considering this description, this profile was named Seeker suggesting this continuous physical and 
psychological movement and the space that these individuals have to increase their self-awareness, 

identify the role of their values in their lives and acknowledge that they are responsible for their careers.  

 

Analysis of the influence of demographic and professional characteristics in career 

attitudes  

 
Table 5 summarizes the statistically significant associations between career attitudes and 

characteristics in the sample, presenting only the variables that have the biggest proportion of individuals 
with high scores in the respective career attitude.  

 

Table 5  
 

Significant Relationships between Career Attitudes and Demographic Characteristics  

 

 Self-Directed Values Driven Psychological 

Mobility 

Physical Mobility 

Birth year    23 to 26 years old 

Gender    women 

Education   high educational 

level 

high educational level 

Marital Status Singles    

Individual Income high individual 

income 

 high individual 

income 

high individual 

income 

Family Income   high family income high family income 

State/City of 

Residence 

 São Paulo city 

residents 

  

Years of 

Professional 

Experience 

 few years of 

experience 

more experienced  

Job title top positions  top positions  

Number of 

employers at the last 

5 years 

   many employers 

Analyzing Table 5, it is possible to conclude that self-direction is more frequent among singles, 
higher-income and higher-position individuals. The higher income and the fact that they are single 

reinforce the independence of the career actor and allow a more flexible self-management of their 

careers.   

The values orientation is more frequent among individuals living in São Paulo city and with 

limited work experience. Big cities, such as São Paulo, were identified by Ribeiro, Trevisan and Guedes 
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(2009) as enablers of the Protean career orientation due to its work conditions, access to education, 

healthcare, etc. The values orientation is also more frequent for people with less work experience. This 

result is aligned with Dutra’s (2010) description of the little ownership that Brazilian career actors 
present. People building job experience can be moving to a position of lower values orientation due to 

the adaptation of this marketplace status-quo. 

The psychological mobility is more frequent in individuals with higher educational level (Segers 
et al., 2008), higher individual and family income, more years of work experience (Briscoe et al., 2006; 

J. de A. Silva, 2009; Segers et al., 2008) and holding top positions. These attributes allow the career 

actor more freedom to search for development opportunities and explore relationships outside their 
current workplace and organizational boundaries, explaining the higher psychological mobility.    

The physical mobility is more frequent for 23 to 26 years old individuals, women, higher 
individual and family income holders and people that had a bigger number of different employers at the 

last 5 years, demonstrating alignment between physical mobility attitude and real job mobility. Segers 

et al. (2008) and J. de A. Silva (2009) noticed an inverse relation between age and physical mobility. 

The current study found similar results, since individuals older than 26 presented lower physical 
mobility.   

Analyzing the association between physical mobility and gender, it is noticeable that women 
present higher physical mobility attitude than men. Segers et al. (2008) found higher physical mobility 

among men and explained this finding due to the career discontinuity related to child birth and social 

expectations towards men.  The opposite result found in this study may be related to the fact that the 
sample is composed of young women, mostly singles, that aren’t assuming family responsibilities at this 

period of their lives.   

The positive relationship between educational level and physical mobility found in this study is 
similar to the one found by Segers et al. (2008). 

The fact of having or not children didn’t present any statistically significant relation with any 
career attitude.   

 

Analysis of the influence of demographic and professional characteristics in career 

profiles   

 
Using the 8-group solution, an investigation regarding the impact of the demographic and 

professional characteristics in the profiles was conducted.   

Table 6 indicates the statistically significant associations between career profiles and 

demographic/professional characteristics. The fact that certain demographics are represented in the 
Table doesn’t indicate that it represents the biggest number of elements of this group, but it represents 

that this demographic segment presents a larger proportion of elements than the rest of the sample at a 

statistically significant level. The Oriented Traveler profile didn’t present significant differences 

regarding demographics and therefore isn’t represented in the Table. 
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Table 6  

 

Significant Associations between Demographics Characteristics and Career Profiles  
 

 Lost 
Stable 

Protean 
Seeker 

Organization 

man/woman 

Solid 

Citizen 
Hired Gun 

Protean 

Career 

Architect 

Age  
18 to 22;  

27 to 30 
    23 to 26 

Gender   Women  Men   

Education Low   Low   High 

Marital 

Status 
      Single 

Individual 

Income 
  

Low/ 

average 
Low   High 

Family 

Income 
    

Up to 2 

minimum 

wages 

 High 

State / City of 

residence 
 

São Paulo city 

and South 
region 

     

Current 

working 
   No No  Yes 

Years of 

professional 

experience 

     
1 to 2 and 

more than 5 
 

Job Title   
Analyst, 
Assistant 

   

Director, 
Manager, 

Coordinator, 

Supervisor, 

Consultant, 

Trainee 

Number of 

employers 
   Few    

Next is a brief description of the influence of demographic and professional characteristics in the 

career profiles. 

 Lost: the low educational level puts these individuals in a position of fewer employment 

opportunities. This can stimulate them to keep to the survival mode described by Briscoe and Hall 
(2006). The perspective of fewer opportunities may lead to low autonomy, limited values orientation 

and low mobility. The association between this profile and low educational level was also found by 

Segers et al. (2008) and theoretically described by Sullivan and Arthur (2006). 

Stable Protean: this is the only cluster that presented a statistically significant difference 

regarding the location of residence, reaffirming that big cities, such as São Paulo, enable the Protean 
career development (Ribeiro et al., 2009).  

Seeker: compared to the rest of the sample, this profile has a bigger proportion of women, 

individuals of low or average income and people holding positions such as analyst and assistant, that is, 
individuals that are going through their first career steps, which matches the theoretical description that 

the present study provided for this profile.  
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Organization man/woman: the fact that a big number of people at this cluster aren’t currently 
working may explain the low income of this group. This demographic features are compatible with the 

conceptual profile that describes that these career actors can easily work beyond psychological 
boundaries, but not physical boundaries, generating fewer moves and therefore reemployment 

difficulties. Vansteenkiste, Verbruggen, and Sels (2013) attribute this difficulty to their diverse set of 

interests and consequent low focus in the search. In other words, they are active in the search for new 

jobs, due to their psychological mobility, but they receive less job offers, due to their lack of focus. The 
low educational level can also harm reemployment and put them in the position of adapting themselves 

to third-party interests instead of their own needs and values. 

Solid Citizen: has a bigger proportion of men, people with individual income up to two minimum 
wages and unemployed people. Again, the low physical mobility may harm their reemployment ability 

(Vansteenkiste, Verbruggen, & Sels, 2013).   

Hired Gun: has a bigger proportion of individuals with more than 5 years of professional 

experience. This result is similar to the ones found by Segers et al. (2008).  

Protean Career Architect: this is the cluster that presents the largest number of variables that 
distinguishes itself from the others. It has a greater proportion of single and high educational level 

individuals. They have high individual and family income and are employed. They hold leadership roles 
and trainee positions at a higher frequency than the other clusters. Segers et al. (2008) study also 

identified a higher presence of people holding managerial positions in this group. 

Having children or not didn’t present any statistically significant association with any career 
profile investigated.   

 

 

Final Considerations 

 

 
This study identified the career profiles among Generation Y and proved that demographic and 

professional variables influence individual career attitudes.  

The usage of the career attitudes scale followed by the classification into career profiles was 
innovative. No studies were found with similar joint analysis, since the career profiles were only 

conceptually developed by Briscoe and Hall (2006). 

Five from the eight groups described by Briscoe and Hall (2006) were found: Lost, Organization 

man/woman, Solid Citizen, Hired Gun and Protean Career Architect. Three new groups were found and 

classified as Stable Protean (high self-direction and values driven, low psychological mobility and 
neutral physical mobility), Oriented Traveler (low self-direction, high values-driven, low psychological 

mobility and high physical mobility) and Seeker (low self-direction, neutral values-driven, high 

psychological and physical mobility).  

The predominant profile is the Protean Career Architect that composes 23% of the sample. This 

is the profile with a high presence of all new careers attitudes, confirming Generations theory, that 
enounces that the socialization of young individuals in a modern, competitive, globalized and dynamic 

workplace stimulates them to adapt their career profiles to this reality (Edmunds & Turner, 2005; R. C. 

da Silva et al., 2012; Tapscott, 2010) and also confirms career theories that describes the strong influence 

of this modern work environment in individuals’ career attitudes (Arthur, 1994; Briscoe et al., 2006; 
Briscoe et al., 2012; Hall, 2002). 

The Protean Career Architect profile predominance indicates that a large part of the young 
professionals look for autonomy, flexibility, continuous learning, openness to work beyond boundaries 

and freedom to perform physical moves.  
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The fact that Brazil went through several economic crises until the end of the nineties made it a 
country more propitious to present bigger differences between the career profiles of different 

Generations (Briscoe et al., 2012). The larger presence of Protean Career Architects between the young 
people researched may have been influenced by the socio-economic context of the country. Amaral 

(2004) describes how unemployment situations and financial crises lived by parents affect their 

children’s behaviors at work, making them less loyal to the organization and putting job satisfaction as 

a priority for this group.  

The profile with a smaller representation is the Lost, at only 4% of the sample. This profile 

presents low presence of the career attitudes measured, making them part of the traditional career profile 
(Arthur, 1994). The individuals under this profile presented a lower educational level than the rest of 

the sample. Considering that the sample has a higher proportion of highly educated individuals than the 

national census, this traditional career profile can be even more prominent at national level than found 
at this study. 

The variety of profiles found could also explain the contradictory results found in national studies 

regarding Generations and Careers (R. C. da Silva et al., 2012; Sá et al., 2014; Tieppo et al., 2011; 
Veloso et al., 2012), confirming that inside a Generational group there can be different ways to perceive 

and manage the career and also providing evidence that social variables are important to understanding 

these differences. 

Checking the association between demographics and career attitudes, it is possible to conclude 

that new careers are associated with high educational levels and high income, especially the 
Boundaryless career.  

Observing the sample distribution, it is clear that new careers are a reality to young Brazilian 

professionals. Nevertheless, there is a smaller portion of people with low career attitudes in several 
dimensions, indicating that it is just a movement and can’t be considered as a reality for all individuals 

researched. There are still people that expect to be directed and supported by the organizations that they 

work for (Clarke, 2013; Rodrigues & Guest, 2010; Sá et al., 2014) or people that don’t have the 
conditions to manage their own careers, because of educational and financial limitations or exclusion 

problems (Inkson, 2006). This result also indicates that there are several configurations of Generation 

Y in Brazil due to the large socioeconomic inequality existing in the country (Rocha-de-Oliveira et al., 
2012).   

This study reinforces that Generations studies should consider social and educational variables to 

engage in a deeper analysis of the Brazilian specificities and to follow the full concept offered by 
Mannheim and Yncera (1993). Unfortunately, the country lacks sociological studies on the subject that 

could better sustain the development of theory in other fields, such as business administration and career 

management.     

The first research limitation is related to the sample used in this study, which is non-probabilistic 

and intentional. The results presented can’t be generalized, but the current study concentrated an 
expressive number of respondents that allowed for statistical analysis and provides important evidences 

about the different characteristics of the career attitudes and profiles in Brazil and also about the 

demographic characteristics of the actor of each career profile. 

When only one Generation is chosen to be the focus of the study, another research limitation is 
created. It wasn’t possible to compare the career profiles of different Generations. The study of only one 

Generation is suggested by Parry and Urwin (2011) as a solution to deepen the knowledge on the subject 
and avoid methodological errors of comparing Generations without excluding age and period effects. 

The comparative approach can be used in future studies on this subject.  

This study suggests to organizations that building specific management models and practices for 
the Generation Y may present a low return over the investment, because inside the same Generation it 

is possible to observe different career profiles. Instead of implementing practices specifically for 
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Generation Y, organizations should focus their efforts on implementing flexible work practices that can 

attend the needs and interests of different audiences and different career profiles.   

Generation theory and the career profiles make an invitation for managers and young 
professionals to engage in dialogue, building an exchange of ideas, perceptions and expectations 

regarding work and career, considering that there are several possibilities. This research offered one 

more step to build a conceptual background, based on empirical evidence, of both theories in Brazil, 
sustaining the individual career development and the organizational growth, based on the synergy of 

interests and intentions. 

 

 

Note 

 

 
1 Data collection for this research happened in 2012 and this article is being published in 2017. This time frame doesn’t diminish 
the validity and importance of these findings, since, according to the authors that developed the original scale, the career profile 
of an individual isn’t expected to change significantly in the short to medium-term and the results collected still reflect the 

career profiles of the Generation Y researched. 
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