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ABSTRACT

The purpose of the study is to analyze how the KCM (Kaleidoscope Career Model- consists of
Authenticity, Balance, Challenge) influence the transition in their career and also to identify the
factor influencing for the job mobility. Survey data were collected through Google forms and mail
from the input sectors. The Google forms send to the 260 respondents and data were collected from
110 respondents with full details. Correlation and Hierarchical regression were used to identify the
factor for the job mobility. To identify the factor influencing the job mobility among the marketing
professionals in input sector. In Kaleidoscopic career model, among the parameters which influence
their career transition. The limitation in the study is selected particularly marketing professional in
the input sector among various the various positions. Further depth analysis should be involved to
identify the more factor their mobility. The organization able to understand the mindset of employees
for their mobility to different organizations. It help to promote the organizations by means of
providing benefits to the employees from the human resource polices and resource. Many studies
had been conducted for career mobility of the employees among various sectors. However the
academic research has conducted among the marketing professional in agribusiness sector. The
study uses the framework of Kaleidoscope Career Model to analyze the mobility of the employees. It
helps to us identify the factor for the career mobility.
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1. INTRODUCTION

Agribusiness sector represents all collective
business activity related to agriculture.
Agribusiness involves three sectors namely input
sector, farm sector and product sector. The firms
producing/ marketing seeds, plant protection
chemicals, machinery, bio-fertilizers which are
used as inputs for farm belong to input sector.
This sector provides 75% of the input used in the
agriculture production. The firms involved in large
scale commercial production of agricultural
/horticultural crops for export purpose are termed
as farm sector. The product sector comprises
firms which indulge in value addition of
agricultural/horticultural/ fisheries/ forest produce
(honey, etc). This stands as a separate sector
namely food processing industries. Employees of
these sectors primarily seed and plant protection
chemicals move from one job to another and
change more than three jobs within one to two
years of their career. This mobility of the
employees is movement to various positions or
jobs opportunities for their personal
development. This movement can occur within
the organization by transfer and promotion or
outside of the organization through resignations.
Individual decision making based on personal
(Goals, income, education etc) and situational
factors (family, job, opportunities etc) serve as
the basis for career mobility. The present study
aims to understand the career patterns of
marketing professionals in agribusiness through
kaleidoscope career model. This will bring out
the factors responsible for the changing career
patterns of the employees in agribusiness sector.

1.1 Career Transition

Career transition [1] is defined as the period
during which an individual is changing roles or
changing their orientation to the roles held.
Career ftransition can be upward (promotion),
downward  (demotion) and lateral(same
position).The transitory career concept can be
defined as individual moving “from one field or
job to a very to different or wholly unrelated field
or job“ [2]. Transition involves relocation from one
geographic area to another and hierarchical
movement like promotion, lateral moves, and
demotion [3]. It create most positively value
promotion for employees which generally bring
them higher salaries, greater responsibility and
increased prestige [4].
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1.2 Boundaryless Career

Boundaryless career and protean career are the
important career models. Individual who possess
the Boundaryless career move frequently among
organization, develop skills that can be applied to
variety of employment settings, and accept the
responsibility for managing their own careers [5]
whereas the protean career is a self directed
pursuit of psychological success under the
control of the individual rather than a particular
employer [6]. The boundaryless career is
portrayed as an entity; something out there
waiting to be discovered [7]. An individual is
independent rather than dependent on traditional
organization career arrangement [8].
Boundaryless career is characterized by
individuals moving from” job to job, or from
organization to organization thus transcending
physical boundaries [9].

1.3 Protean Career

Protean career refers to the individual
responsibility for career success based on the
personal values and self referent psychological
success. Work experience and up gradation of
skills is necessary to become more flexible and
adaptable in protean career [10]. Proteanism
refers to individual responsible for his or her own
career rather than the company. The individual
career is reinvented continuously and success is
defined based on the *“the degree of job
satisfaction, self-actualisation, personal
accomplishment and feeling of fulfiiment [11]. A
New career form where the individual rather than
the organization takes on the responsibility for
one’s own career and also for transforming one’s
own career path [12].

2. METHODOLOGY

2.1 Kaleidoscope Career Model

The KCM Model involved in the consideration of
both the protean model and boundaryless model
support the concept of a customized career over
the lifespan and the portfolio concept of
developing marketable skills over time [13].

Kaleidoscope Career Model (Mainiero and
Sullivan, [14]) is a recent career theory which
tells that individuals change their career patterns
across their life like the Kaledeioscope which
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changes patterns on rotation. The career
patterns authenticity, balance; challenge will be
present over the course of career but arise at
different intension across the life span. In terms
of career transition, one parameter will rise into
the ascendency, driving decision about whether
to opt-in or opt-out of the workforce as individual
navigate work and non-work domains.

The KCM takes into consideration elements of
both the protean model and the boundaryless
career model. Specifically, this study will examine
how the parameters vary by career stage for the
people in the private organization during a time
of career transition and how men and women
may prioritize each of three parameters in their
career stage.

2.1.1 Authenticity

Authenticity is the individual's need to act and
express their attitudes with their genuine to inner
value which may be vary in behaviour that may
need to exhibit to survive in work surroundings.
The individual internal values are aligned with
his/her external behaviour and values of
employing organization and also authenticity was
displayed through behaviours resonant with
personal or work strength or involvement in
activities for their genuinely reflect the inner
nature of that individual.

2.1.2 Balance

Balance represent work -family management and
integration efforts on the part of the employees to
create a work life intersection which adjust the
attention to both work and non work. In order to
increase the need for balance, individual may
choose certain career paths that allow them to
restrict work hours or either slow down their
career progression. Mainiero and Sullivan
identified some strategies to rebalance work-
family management priorities such as adjust the
work time through part-time employment, opting
out of the workforce temporally, arranging
workloads in accordance with family situation or
trying to meet demands and expectation from
both work and family simultaneously.

2.1.3 Challenge

Challenge refers to the part of the individual to
participate in motivating work intrinsically, to work
and develop one’s skills and to make progress in
one’s career through lateral progress or liner
progress. It refers to individual's need for
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stimulation, learning and skill growth to increase
capability and also the desire to climb the career
ladder by discovering opportunities to develop
lateral skills to enhance one’s career portfolio or
ways to explore new job enhancing career
possibilities.

2.1.4 Objectives of the study

° transition in

To identify the
agribusiness sector
Examine career transition using KCM
(Kaleidoscope career Model).

To identify the actor influence the career

transitions.

career

2.2 Sample and Data Collection

Data was collected from sales and marketing
professional of agricultural input sectors (seeds,
plant protection chemicals).Google form was
sent to 260 respondents through snowball
sampling and 110 responded. The parameters of
the KCM was measured using 15-item
instrument [15] with five items for authenticity,
balance and challenge. The ranging from “this
does not describe me at all “to 5 “this describe
me very well”.

2.3Measures
2.3.1Career stage

Career stage is defined by the age of the
individuals and Slocum and Cron [16] suggests
three stage career patterns. Individuals who are
30 years old or less are in trail stage,
advancement stage refers to the individuals
between 31 and 45 years old and individuals with
more than 45 years old are in maintenance
stage.

2.3.2 Family characteristic

Family characteristics indicates the marital and
employment status of the respondents.
Respondents was asked to indicate the marital
status and spouse’s employment status. Dummy
coding was used to indicate the earning of the
family. (1 = “Married and spouse works either
full-or part-time,” 0 = “No spouse or spouse does
not work”).

2.3.3 Job specialization

Job specialization brings out the respondents
interest in choosing a specific career or not. The
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respondent were asked to indicate whet ever
they want the job in more specialist or a
generalists. A specialist was defined as a person
with detailed skills in a specific branch of study,
research, or work. Dummy coding was used to
differentiate the two groups (1=Specialists,
0=Generalists).

2.3.4 Movement opportunities

Movement opportunities denote the scope for the
individual (promotions) to move in the career
ladder. A single item using a 7-point response
scale was used to access respondents
perception of promotion qualifications (How
qualified are you for promotion at this time?
1=Not at all qualified to 7=very qualified). A single
item using a 7 point response scale was used to
access participants awareness of career
opportunities (How much do you know about
career opportunities? 1=Almost nothing to 7=A
whole lot).

2.3.5 Development opportunities

Development opportunities indicate the
individuals perception about acquiring new
knowledge, skill ability to suit the careers in
sector. A 4-item scale was used to assess
participants’ perceptions of current opportunities
for career development. The items assessed
participants’ perceptions of opportunities to
develop new knowledge, skills, and abilities
through job experience and formal training (e.g.,
‘I have sufficient opportunity to develop new
knowledge through formal training”). A 7-point

response scale was used with 1 =“Strongly
disagree” to 7 = “Strongly agree.”
2.3.6 Willingness to accept movement

opportunities

The extent to which participants were willing to
accept upward, downward, or lateral movement
opportunities was assessed with seven items 7-
point response scale was used with 1 = “Very
unwilling” to 7 = “Very willing.” ltems were written
to assess all possible movement options within
the organization.

Single items were developed for movement
options involving promotion with relocation and
acceptance of a lower-level position (“How willing
are you to pursue a promotion requiring
relocation of your residence? “How willing are
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you to pursue a lower level position to get
experience in another division, or individual
unit?”). Two items were developed to assess
willingness to accept lateral movement with
relocation (“How willing are you to pursue a
lateral transfer from a central office position to a
field position?’ “How willing are you to pursue a
lateral transfer requiring relocation of your
residence?”).

3. RESULTS AND DISCUSSION

3.1 Demographic Studies of the

Respondents

The respondents were 90% male and 10%
female. Among them 70% were married and
remaining 30% are unmarried and 52% are
under graduate graduates, 59.09% are 40.90%
are postgraduate. Majority of the respondents
are in the advancement stage (31-44 ages)
followed by trail stage (25-30) and last
maintenance stage (45-65). Pearson correlation
was used to estimate the relationship between
demographic factors, willingness to accept
mobility opportunities and KCM parameters. The
variables used in the correlation are education,
work experience, age, marital status, lateral
transfer (with &without relocation), lower level
position and promotion with relocation.

3.2 Career Transition Using KCM

(Kaleidoscope Career Model)

The relationship between the Demographic
variables, Authenticity, Balance and Pearson was
analyzed by the Pearson correlation and the
results are showed in the Table 2.

From Table 2 it was found that authenticity is
positively correlated to work experience
(0.259**), education(0.266**) and development
opportunities(0.166*). Experience and education
enhances the knowledge, skill and the maturity
level of the individuals. This inculcates internal
values in the individuals. Hence authenticity was
found to be related with education and
experience. Besides the individual's desire for
development increases through education and
experience. So authenticity is also related with
development opportunities. The same results
were identified by Sullivan [15] in US. Similarly
balance is significance to the development
opportunities.
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Table 1. Demographic study of the respondents

Variable Indices of the profile Frequency Percentage of the
respondents
Age 25-30 50 59.09
31-44 45 38.18
45-65 15 0.03
Total 110 100
Gender Male 100 90.90
Female 10 9.09
Total 110 100
Educational qualification uG 65 59.09
PG 45 40.90
Total 110 100
Marital status Married 60 54 .54
Unmarried 50 45.45
Total 110 100
Work experience 1-4 years 25 22.72
5-8years 35 31.81
9-12 years 30 27.27
Above 13 years 20 18.18
Total 110 100
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Table 2. Correlation relationship between the demographic variables and KCM parameters

Career Work Education Income Development Authenticity Balance Challenge
stage experience opportunities
Career stage Pearson correlation 1 0.490 0.269** 0.490** 0.116 0.121 0.018 0.214*
Sig(2-tailed) 0.000 0.007 0.000 0.251 0.230 0.857 0.009
N 110 110 110 110 110 110 110 110
Work Pearson correlation 0.267* 1 0.991* 0.144 0.470 0.259** 0.067 0.018
experience Sig(2-tailed) 0.007 0.000 0.147 0.642 0.009 0.510 0.860
N 110 110 110 110 110 110 110 110
Education Pearson correlation 0.269* 0.991* 1 0.133 0.076 0.266** 0.076 0.006
Sig(2-tailed) 0.007 0.000 0.186 0.450 0.007 0.554 0.951
N 110 110 110 110 110 110 110 110
Income Pearson correlation 0.490** 0.144 0.133 1 0.105 0.032 0.103 0.264**
Sig(2-tailed) 0.000 0.147 0.196 0.296 0.755 0.309 0.005
N 110 110 110 110 110 110 110 110
Development Pearson correlation 0.116 0.470 0.760 0.105 1 0.166* 0.321* 0.089
opportunities Sig(2-tailed) 0.251 0.642 0.450 0.296 0.099 0.001 0.376
N 110 110 110 110 110 110 110 110
Authenticity Pearson correlation 0.121 0.269** 0.276* 0.032 0.166* 1 0.257 0.105
Sig(2-tailed) 0.230 0.009 0.007 0.755 0.099 0.010 0.296
N 100 100 100 100 100 100 100 100
Balance Pearson correlation 0.018 0.067 0.076 0.103 0.321* 0.257 1 0.067
Sig(2-tailed) 0.857 0.510 0.554 0.309 0.001 0.010 0.509
N 110 110 110 110 110 110 110 110
Challenge Pearson correlation 0.214* 0.018 0.006 0.264**  0.089 0.105 0.067 1
Sig(2-tailed) 0.009 0.860 0.951 0.005 0.376 0.298 0.509
N 110 110 110 110 110 110 110 110

Note:*correlation is significant at 0.05 level (2-tailed); **correlation is significant at 0.01 level (2-tailed)
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Table 3.Lateral transfer (with and without relocation) for the job mobility

Variables Lateral Transfer
With relocation Without relocation
B R’ AR’ B R* AR’
Career stage 0.181 0.505 0.491 0.022 0.097 0.054
Income 0.243* 0.157
Education 0.005 0.226
Job experience 0.187* 0.008
Years in current job 0.017 0.550 0.530 0.163 0.189 0.146
Years to remain in current job 0.127 0.119
Job specialisation 0.038 0.300
Career opportunity 0.205* 0.560 0.540* 0.069 0.190 0.118
Qualified for promotion 0.183** 0.621 0.621* 0.006 0.190 0.108
Development opportunities 0.206** 0.642 0.651** 0.017 0.190 0.098

Note: *p <.01, **p <.05.

Table 4. Promotion with relocation and lower level position for the job mobility

Variables Position
Promotion with relocation Lower level
B R* AR’ B R* AR’

Career stage 0.267** 0.459 0.429 0.126 0.009 -0.033
Income 0.153 0.009

Education 0.069 -0.048

Job experience 0.046** -0.313

Job specialisation 0.069* 0.494 0.470 0.259 0.042 -0.021
Year in current job 0.003 0.083

Years want to remain in current job  0.053 0.798

Career opportunity 0.344* 0.553 0.543 -0.568 0.045 -0.029
Qualified for promotion 0.016** 0.623 0.615 0.413 0.046 -0.039
Development opportunities 0.003** 0.653 0.655 0.175 0.075 -0.019

Note: *p <.01, **p <.05.

Challenge is positively correlated to career stage
(0.214*) and income(0.264**). This shows that
most of the trail and advance stage employees
move from one job to another job for more
income and also to get new experience like
gaining more knowledge and skills from various
company.

the

3.3 Factor Career

Transition

Influencing

Hierarchial regression was used to determine the
unique contribution of in the ten variables viz;
with willingness to accept the four movement
options(lateral  transfer with and  without
relocation, promotion with relocation, lower level
positions) and to test the hypothesis, hierarchical
regression was used. Career stage was entered
first into the equation followed by family
characteristic, job specialization, movement
opportunities and development opportunities.
Separate regression equations were computed
for the four movement options.
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3.3.1 Hierarchical regression analysis for job
mobility

Table 3 shows that employees are more willing to
accept the lateral transfer with relocation than
without relocation. This shows that most of the
employees in trail (25-30years) and
advancement career stage (31-44) are ready to
relocate.  Development ogportunities and
qualified for promotion (AR® =0.06) had the
largest influence on the lateral transfer with
relocation. As we expect, Income ($=0.2%)
had influence over the lateral transfer with
relocation.

Table 4 shows that promotion with relocation is
significant for the willingness of the employees
toward the job mobility. Job experience
(B=0.04**) and job specialization (B=0.06*) are
the crucial factors which influence the employees
for the promotion with relocation and career
opportunities (f=0.34*) play a major role to
accept the promotion with relocation.
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4. SUMMARY AND CONCLUSION

Employees are the important part of the
organization because they make profit to the
organization. But now a days most of the
employees are moving from one company to
another company due to lack of satisfaction and
in order to fulfil their needs. Perception will vary
according to the employees and their age group.
Generally trail stage (25-30 years)employees
move from one company to another company to
gain knowledge and improve the skills in their
career, whereas employees in advancement
stage (31-40)change the career for the income
and promotion. The employees with specialized
and have experienced in their profession make
them to move out of the organization to get better
position in another company. Early career stage
people move for the challenge, authenticity and
later career stage people (above 35) move for
the balance and authenticity.

The employees in early career stage had little
desire to remain in current job than the
employees in development and maintenance
stage. The employees with more than 35 years
are likely to remain in the same organization.
Employee perceptions regarding the availability
of movement opportunities were related to
accept the lateral transfer with relocation and
promotion with relocation.

In this study, factors were analyzed for the
willingness to accept the job mobility by using
kaleidoscope career model in marketing
professional among the agribusiness sector. The
company should give additional benefits(perks)
other than the salary. The organization should
make satisfaction toward the employees for their
job. The limitation of the study is want to
analyzed more number of factor and the
population sample should be large.
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