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ABSTRACT

To improve the psychological well-being of employees, organizations must have more value
offered to employees. One of the values that can be offered is a clear career orientation and
psychological capital. When an employee's protean career is high, which is seen from the
employee feeling responsible for success and failure in his career, always showing an optimistic
attitude towards his career and having the freedom to determine his career, it will affect the
psychological well-being of employees, because employees feel able to take advantage of
opportunities and create opportunities. to develop themselves, which at the same time can
increase the psychological capital of employees because automatically employees have hope for
their careers. The sample used is a contract employee at the Department of Industry and Trade of
the Province of Bali and Denpasar City, totaling 112 respondents with a sample collection
technique using a saturated sample. This research uses PLS (Partial Least Square) analysis
technique. The results of the study found that protean career orientation had a significant positive
effect on psychological well-being. Protean career orientation has a significant positive effect on
psychological capital. Psychological capital has a significant positive effect on psychological
well-being. Psychological capital acts as a partial mediating variable on the effect of protean
career orientation on psychological well-being.

Keyword: Psychological Well-being, Psychological Well-being, Psychological Capital.

1. INTRODUCTION

Organizations need to pay attention to the welfare, especially psychological well-being of
contract employees. Employees with high levels of psychological well-being can develop a
psychological state by showing positive attitude and behavior, such as higher productivity and
performance (Kersemaekerset al., 2018). Individuals who have a high level of psychological
well-being feel comfortable with themselves, trust relationships with others, and feel that they
are on the right track in life (Park et al., 2017). The workplace situation plays a prominent role in
influencing the psychological well-being of employees because a safe, comfortable and pleasant
workplace causes employees to feel psychologically prosperous and tends to spend most of their
time seeking fulfillment of their physiological and social needs (Hsu et al., 2019).

The problem of low psychological well-being arises because of the causes of several things such
as career orientation (Prestiet al., 2018). Li (2018) argues that there is a positive relationship
between protean career orientation and psychological well-being. Briscoe et al., (2012) in his
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research stated that the self-directed dimension of protean career orientation has a positive and
significant relationship with psychological well-being. Rahim (2020) states that there is a
positive and significant relationship between protean career orientation and psychological well-
being because individuals with protean careers always show an optimistic attitude in managing
assessments of situations and giving emotional responses and can directly improve psychological
well-being.

Through career orientation, an individual can show behavior that reflects serious connotations of
work, organization, and career (Sharjeel, et al., 2016). There are several types of career
orientations that are most prominent, namely protean careers and boundaryless careers (Supeli
and Creed, 2016). The protean career model emphasizes individual goals as a driver for career
direction, while the boundaryless model seeks to explain how individuals manage career
advancement in various organizational structures (Supeli and Creed, 2016). .

Protean career orientation is defined as an attitude to develop one's own definition of what
constitutes a successful career, taking action to achieve these success criteria and motivation to
adapt to a changing environment (Alonderiene and Simkeviciute, 2018). Individuals with protean
careers tend to form beliefs about their careers, pursue personally desired career goals and
behave in ways that are consistent with personal goals and values (Stauffer et al., 2018).
Individuals who have a high protean career orientation are more value driven in the way they
develop themselves and their careers (McGinley et al., 2020).

The effect of protean career orientation on psychological well-being is also influenced by
psychological capital variables (Li, 2018). Mustafa et al., (2019) stated that protean career
orientation has a positive and significant relationship with psychological capital because when
someone has a protean career orientation (self-directed), the individual needs to have higher self-
efficacy, hope, resilience, and optimism to achieve career success. Individuals with a protean
career orientation have a good work-life balance and are positively related to psychological
capital (Direnzo et. al 2015). Li (2018) which states that there is a positive and significant
relationship between protean career orientation and psychological capital, because protean career
orientation can facilitate psychological capital in order to motivate individuals to make career
plans and explore career options.

Salles and d'Angelo (2020) define psychological capital as an individual who can make life more
productive and valuable, and realize his potential. Employees with high psychological capital
will tend to pursue goals more effectively, by getting the same benefits at work (Ramalu and
Janadari, 2020). Psychological capital affects a person's career and personal achievement and
affects people's behavior in many ways and places more emphasis on strength, success,
happiness and can improve performance (Zhao et al., 2020).

Employees with a high level of psychological capital hold a positive assessment of the workplace
based on events and circumstances, and employees tend to achieve personal growth and build
positive relationships with others, therefore the level of psychological capital of employees in the
organization plays a role in improving psychological well-being that can be achieved in everyday
life (Bakker and Oerlemans, 2012). Garcia and Ayala's research (2017) states that psychological
capital has a positive and significant influence on psychological well-being. Psychological
capital is significantly related to psychological well-being, this shows that an increase in
psychological capital also leads to an increase in psychological well-being (Xuet al., 2020).

From the description of some of the studies above, it can be seen that protean career orientation
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is able to affect psychological capital and psychological capital is also able to affect
psychological well-being, on the other hand, protean career orientation is also able to affect
psychological well-being. This shows that psychological capital is a variable mediating the
relationship between the protean career orientation and psychological well-being variables.
When an employee's protean career is high, which is seen from the employee feeling responsible
for success and failure in his career, always showing an optimistic attitude towards his career and
having the freedom to determine his career, it will affect the psychological well-being of
employees, because employees feel able to take advantage of opportunities and create
opportunities. to develop themselves, which at the same time can increase the psychological
capital of employees because automatically employees have hope for their careers. This
statement is also supported by research by Li (2018) which states that there is a relationship
between protean career orientation and psychological well-being mediated by psychological
capital.

2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

In Li(2018), it is stated that there is a positive relationship between protean career orientation and
psychological well-being. Prestiet al., (2018) suggests that by managing one's own career
development, various beneficial effects can be achieved, such as psychological well-being which
is the most common career psychological outcome. Briscoe et al., (2012) in his research stated
that the self-directed dimension of protean career orientation has a positive and significant
relationship with psychological well-being. According to Rahim (2020) states that there is a
positive and significant relationship between protean career orientation and psychological well-
being because individuals with protean careers always show an optimistic attitude in managing
assessments of situations and the resulting emotional responses and can directly improve
psychological well-being. With the findings described previously, the researcher will re-examine
the protean career orientation and psychological well-being by formulating the hypothesis,
namely, the protean career orientation has a positive and significant effect on psychological well-
being.

Research from Mustafa et al., (2019) stated that protean career orientation has a positive and
significant relationship with psychological capital because when someone has a protean career
orientation (self-directed), the individual needs to have higher self-efficacy, hope, resilience, and
optimism to achieve career success. Sen and Hooja (2015) stated that protean career orientation
and psychological capital have a positive influence on individuals, therefore from an
organizational perspective, it is important to develop psychological capital and protean career
orientation for employees, it will develop resources effectively and efficiently. efficient because
individuals who have high psychological capital and are protean career oriented will need less
direction and supervision by superiors.

Individuals with a protean career orientation have a good work-life balance and are positively
related to psychological capital (Direnzo et. al 2015). Li(2018) supports the previous statement,
which states that there is a positive and significant relationship between protean career
orientation and psychological capital, because protean career orientation can facilitate
psychological capital in order to motivate individuals to make career plans and explore career
options, which in turn can encourage and enhance individual psychological resources. With the
findings described previously, the researcher will re-examine the protean career orientation and
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psychological capital by formulating the hypothesis, namely, the protean career orientation has a
positive and significant effect on psychological capital.

Research from Park et al., (2017), stated that psychological capital has a positive and significant
relationship with psychological well-being. It is also supported by research by Youssef-Morgan
and Luthans (2015), which states that there is a positive and significant relationship between
psychological capital and psychological well-being, because psychological capital can affect
psychological well-being when individuals are able to optimize the strength and capacity of their
own resources. the individual himself. Malekitabaret al., (2017) stated that there is a significant
relationship between psychological capital and psychological well-being. Psychological capital
has a positive and significant relationship with individual well-being which is reflected in
performance, because psychological capital is related to bringing improvement in individuals
both personally and professionally (Tang, 2020). Psychological capital is significantly related to
psychological well-being, this shows that an increase in psychological capital also leads to an
increase in psychological well-being (Xuet al., 2020).

Employees with a high level of psychological capital hold a positive assessment of the workplace
based on events and circumstances, and employees tend to achieve personal growth and build
positive relationships with others, therefore the level of psychological capital of employees in the
organization plays a role in improving psychological well-being that can be achieved in everyday
life (Bakker and Oerlemans, 2012). According to Kim et al., (2018) stated that the psychological
capital of employees will be positively related to psychological well-being. With the findings
described previously, the researcher will re-examine psychological capital and psychological
well-being by formulating a hypothesis, namely, psychological capital has a positive and
significant effect on psychological well-being.

Previous research from Li (2018) stated that psychological capital mediates the effect of protean
career orientation on psychological well-being. This psychological well-being variable or
psychological well-being refers to an individual being able to assess himself and his ability to
meet the basic needs in his life, where these basic needs such as self-acceptance, environmental
mastery, autonomy, positive relationships, personal growth and life goals, which will affect with
a clear career orientation for employees, because the protean career emphasizes individual goals
as a driver for career direction and can directly cause employee psychological capital to be high,
which is seen from employees being able to utilize their psychological strengths to achieve goals
and encourage performance.

From the previous literature which states that protean career orientation is able to affect
psychological capital and psychological capital is also able to affect psychological well-being.
This shows that psychological capital is a variable mediating the influence between the protean
career orientation and psychological well-being variables, due to the limitations of previous
research related to the effect of protean career orientation on psychological well-being mediated
by psychological capital, the researchers will examine the effect of protean career orientation on
psychological well-being mediated by psychological capital by formulating a hypothesis,
namely, the role of psychological capital in mediating the effect of protean career orientation on
psychological well-being.

3. METHODS
This research uses a quantitative approach and is an associative research. This study was
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conducted to obtain empirical evidence and analyze the effect of protean career orientation on
psychological well-being, the effect of protean career orientation on psychological capital, and
the effect of psychological capital on psychological well-being. Also to further examine the role
of protean career orientation on psychological well-being mediated by psychological capital. The
scope of this research area is on contract employees of the Department of Industry and Trade of
the Province of Bali and Denpasar City. The research was conducted at the Bali Provincial
Office and Denpasar City because it is an agency that is the center of the economy and tourism in
Bali, so the activities and workloads are automatically denser and the psychological well-being
of employees should be considered. This location was chosen due to several problems related to
psychological well-being of contract employees in the Department of Industry and Trade of the
Province of Bali and Denpasar City. The data collection technique used is a questionnaire in the
form of a statement given to the respondent to be filled in according to the actual situation.
Questionnaires distributed to respondents in the form of a list of online questions using Google
Form. The population in this study were all contract employees at the Department of Industry
and Trade of the Province of Bali and Denpasar City. The reason for using a population of
contract employees is that the psychological well-being (psychological welfare) for contract
employees has not been fulfilled, especially for the Department of Industry and Trade of the
Province of Bali and Denpasar City, because some contract employees show a condition that
only hangs out and cooperates in terms of work with colleagues who are considered close. ; and
in terms of providing additional tasks, civil servants only entrust to contract employees who are
considered and are used to doing this. This means that personal growth does not run well,
because there is no system of learning, change and growth in it. The sampling technique in this
study uses non-probability sampling with saturated sampling technique. The sample used in this
study amounted to 112 people, with a sample of Bali Province contract employees totaling 38
people and Denpasar City contract employees totaling 74 people. Inferential analysis in this
study uses PLS (Partial Least Square) with SmartPLS 3.0 program.

4. RESULTS AND DISCUSSION
Evaluation of goodness of fit from the outer model (Measurement model)
In evaluating the goodness of fit of the outer model (measurement model), three criteria are used,
namely, convergent validity, discriminant validity and composite reliability. Evaluation of the
measurement model based on the outer loading for reflective indicators with criteria, namely the
reflective indicator is considered valid if it has a loading value above 0.50 and or a t-statistic
value above 1.96 which means the model has convergent validity.

1) Convergent validity

The following are the results of the convergent validity test of the indicators of psychological
well-being, protein career orientation and psychological capital variables, which are presented in
Table 1.

The results of the analysis presented in Table 1. shows that the loading factor of all variable
dimensions has a value above 0.5. The results of the analysis show that all values of the loading
factor dimensions of the psychological well-being variable have formed the psychological well-
being variable, that positive relations is the most dominant dimension as a measure of the
psychological well-being variable because it has the largest loading factor of 0.860. The value of
the loading factor dimension of the protean career orientation variable shows that both
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dimensions significantly form the protean career orientation variable, where values-driven is the
most dominant dimension in forming the protean career orientation variable with a loading factor
of 0.923. The value of the loading factor dimension of the psychological capital variable shows
that the dimensions significantly form the psychological capital variable, where hope is the most
dominant dimension in forming the psychological capital variable with a loading factor of
0.864.Result of Convergent Validity can be seen at Table 1.

Table 1. Convergent validity test results

\Variable Indicators Outer
Loading

Self acceptance 0,739

Psychological well-being (Y) Positive relations 0,860
Autonomy 0,807

Environmental mastery 0,791

Life purpose 0,747

Personal growth 0,568

Protean career orientation (X) Self-directed 0,909
Values-driven 0,923

Psychological capital.(M) Self-efficacy 0,801
Hope 0,864

Optimism 0,863

Resilience 0,831

Primary data, 2021
2) Discriminant validity

Evaluation of the measurement model based on cross loading is used to assess whether the
construct has good discriminant validity. Discriminant validity is considered valid if it has a
cross loading of each indicator on the relevant variable having the largest value compared to the
cross loading of other latent variables. The results of the cross loading of the three variables are

presented at Table 2.

Table 2. Discriminant validity test results

Protean Career?sychological Capital Psychological Well-being
Orientation

M:  0.569 0.801 0.411

M2  0.670 0.864 0.476

Mz  0.661 0.863 0.588

Ms  0.566 0.831 0.622

X1 0.909 0.692 0.493

X2 0.923 0.657 0.638

Y:  0.600 0.621 0.739

Y, 0.564 0.611 0.860
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Ys  0.447 0.395 0.807
Ys  0.469 0.437 0.791
Ys  0.340 0.405 0.747
Ys  0.207 0.160 0.568

Primary data, 2021

Table 2 shows that the cross loading obtained by each latent variable is higher than the other
latent variables so it can be said that the latent variable has met discriminant validity, it can be
seen that the correlation of the psychological well-being construct (Y) with its indicators is
higher than the correlation with indicators of protean career orientation (X) and psychological
capital (M).

The correlation of the construct of protean career orientation (X) with its indicators is higher than
the correlation with indicators of organizational commitment (YY) and psychological capital (M).
The correlation of the psychological capital (M) construct with its indicators is higher than the
correlation with the protean career orientation (X) and psychological well-being () indicators.

2) Composite reliability

Construct reliability of the measurement model with reflective indicators can be measured by
looking at the composite reliability value and reinforced by Cronbach's Alpha value. The value
of composite reliability and Cronbach’'s Alpha is good if it has a value higher than0.60. The
following are the results of the instrument reliability research presented in Table 3.

Table 3. Composite reliability test results

No.  Variable Cronbach’s Cor.np(.)s.lte Information
Alpha Reliability

1 Psychological well-being () 0,856 0,888 Reliable

2 Protean career orientation (X) 0,809 0,913 Reliable

3 Psychological capital.(M) 0,861 0,905 Reliable

Primary Data, 2021
Table 3 shows that the value of composite reliability and the value of Cronbach's Alpha for all
constructs has a value of more than 0.60. Thus, in the research model, each research construct
has good reliability.
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Evaluation of structural model or inner model

Testing of the inner model or structural model is carried out to see the relationship between the
construct, significance value and R-square of the research model. The coefficient of
determination (R2) of each dependent variable is presented in Table 4 below:

Table 4. R-square

Construct R-square
Psychological well-being (Y) 0,451
Psychological capital (M) 0,541

Primary Data, 2021

Table 4 shows that the R-square value of the psychological well-being variable is 0.451. It can be
interpreted that 45.1% of the variability of the psychological well-being construct is explained by
psychological capital and protean career orientation variables, while the remaining 54.9% of
psychological well-being variables are explained by variables outside the model. Likewise, the
psychological capital variable has an R-square value of 0.541, meaning that 54.1% of the
variability is explained by protean career orientation and psychological well-being, while the
remaining 45.9% of psychological capital variables is explained by variables outside the model.
R-square, goodness of fit model is also measured using the Q-square predicate relevance for
structural models, measuring how well the observations made by the model and also the
estimated parameters. The Q? value > 0 indicates the model has predicate relevance, on the other
hand if the Q2 value 0 indicates the model has no predicate relevance. Table 4 can be calculated
the value of predicate relevance (Q?), namely:

Q2=1- (1-R1?) (1-R2?)
=1-(1-0,451) (1-0,541)
= 1- (0,549) (0,459)
=1-0,251

=0,749.

The results of this calculation indicate that the value of Q2 is greater than 0 (= 0.749), so it can
be interpreted that the model is good because it has a relevant predictive value of 74%. This
shows that variations in psychological well-being variables can be explained by the variables
used, namely psychological capital and protean career orientation variables, while 26% are
explained by other variables outside this research model.

Hypothesis test

Hypothesis testing is done by t-test, which is sorting out direct and indirect effects testing or
testing mediating variables. In the following section, the results of the direct influence test and
the mediating variable test are described, respectively.
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Direct Effect Test

This study uses a Partial Least Square (PLS) analysis approach to test the research hypotheses
that have been stated previously. The results of the analysis of the empirical model of the
research conducted using Partial Least Square (PLS) analysis can be seen in Figure 1 below.

M1 M2 M3 M4

" » .
0.80 1» 0.864 0.863 0831

~~ Psychological

0.735 aa 0.378 ¥
“ Y2
X1 Y3
-0.342
Protean Psychological 0.568 . Y5
Career Well-being A =
Orientation
Figure 1. Empirical research model
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Figure 2. Bootstrapping

Figure 2 describes the results of bootstrapping in this study and is explained further in the
following table 5.
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Table 5. The results of direct effect test

Construct Path t-statistics P values Information
Coefficient

Protean  career  orientation  -0,342 2,574 0,005 Accepted

>psychological well-being

Protean  career  orientation  -0,735 13,451 0,000 Accepted

>psychological capital

Psychological capital -0,378 2,718 0,003 Accepted

>psychological well-being

Primary Data, 2021

Hypothesis testing is done by using t-statistics and looking at the p-value. The value of t-
statistics value of t-table (1.96) or p-value <0.05, then HO is rejected and the research hypothesis
is accepted. Table 5.10 shows that the protean career orientation variable has a correlation
coefficient value of 0.342 and a t statistic value of 2.574, so H1 is accepted. This shows that
there is a positive influence between protean career orientation on psychological well-being. The
higher the protean career orientation of the contract employee, the higher the psychological well-
being he has in him.

The protean career orientation variable has a correlation coefficient value of 0.735 and at statistic
value of 13.451, so H2 is accepted. This shows that there is a positive influence of protean career
orientation on psychological capital. The higher the protean career orientation of contract
employees, the higher the psychological capital they have. Furthermore, the psychological
capital variable has a correlation coefficient value of 0.378 and a t statistic value of 2.718, so H3
is accepted. This shows that there is a positive influence between psychological capital on
psychological well-being. The higher the psychological capital in contract employees, the higher
the psychological well-being they have.

Testing the mediating role of psychological capital on the protean variable orientation to
psychological well-being

The results of testing the direct effect of employee protean career orientation on psychological
well-being have a p-value of 0.005; where this value is smaller than the Alpha used, which is 5%
(0.05). This shows that there is a significant positive effect between employee protean career
orientation on psychological well-being, with a coefficient value of 0.342. The addition of
psychological capital as a mediator has a different effect on the direct relationship of protean
career orientation to psychological well-being. The psychological capital mediating test for
employees is done by calculating the Variance Accounted For (VAF) value. The following is the
calculation of the Variance Accounted For (VAF) value:
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Indirect Effect

Total Effect

0,278
SR 0,620= 0,448

From the results of previous calculations, it can be seen that the role of psychological capital as a
mediator has a VAF value of 0.448 (44.8%). These results indicate that employee psychological
capital has a mediating role between employee protean career orientation and psychological
well-being. This shows that if the higher the protean career orientation possessed by contract
employees, the higher the psychological capital of contract employees at work and will be able to
improve the psychological well-being of employees, so the hypothesis which states that
psychological capital acts as a mediator of the relationship between protean career orientation
and psychological well-being is proven.

The effect of protean career orientation on psychological well-being

The data presented in Table 5 shows that employee protein career orientation has a significant
positive effect on psychological well-being. The protean career indicators are able to improve the
psychological well-being of contract employees of the Department of Industry and Trade of the
Province of Bali and Denpasar City.The results of this study explain that the higher the protean
career orientation of contract employees towards their careers, the higher the psychological well-
being felt by employees in themselves.

Employees' high protein career orientation is seen from employees who feel responsible for
success or failure in their careers, employees feel that the most important thing in their careers is
freedom in determining their careers, and they don't care what other people think about their
career decisions. With a high protean career, there is a link to high psychological well-being.
This is indicated by the high level of psychological well-being of employees, employees feel
able to establish close relationships with others, take advantage of opportunities and create
opportunities to develop themselves, have clear life goals, individual abilities to continue to
develop their potential and are able to determine their own destiny.

The results in this study are in line with the results of research conducted by Prestiet al., (2018),
Rahim (2020), Li (2018), and Briscoe et al., (2012). This finding implies that contract employees
with a high protean career always show an optimistic attitude in managing the assessment of the
situation and the emotional response of their work, which can directly improve psychological
well being in employees. When contract employees have a high protean career orientation, it can
be seen from employees being given the opportunity to operationalize their personal values at
work, helping employees to have a feeling of success and satisfaction with their careers, will
directly be able to improve the psychological well-being of employees, because employees feel
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relevant to the organization.
The effect of protean career orientation on psychological capital

The data presented in Table 5 shows that employee protein career orientation has a significant
positive effect on psychological capital. Protean career indicators are able to increase the
psychological capital of contract employees of the Department of Industry and Trade of the
Province of Bali and Denpasar City. The results of this study explain that the higher the protean
career orientation that contract employees have towards their careers, the higher the
psychological capital in employees will be.

Employees’ high protein career orientation is seen from employees who feel responsible for
success or failure in their careers, employees feel that the most important thing in their careers is
freedom in determining their careers, and they don't care what other people think about their
career decisions. With a high protean career, there is a link to high psychological capital. This is
indicated by the high level of psychological capital of employees, seen from employees being
able to mobilize motivation, employees believe in setting achievable goals, determining paths to
achieve goals and developing special plans to achieve goals, feelings of success in achieving
goals to achieve targets, and able to overcome conflicts, difficulties, failures or even challenges

The results in this study are in line with the results of research conducted by Mustafa et al.,
(2019), Li, Y. (2018), Direnzo, et al., (2015), and Sen and Hooja (2015). This finding implies
that when contract employees have a protean career orientation (self-directed) in themselves,
these employees need to have higher self-efficacy, hope, resilience, and optimism to achieve
career success. Protean career orientation can facilitate psychological capital to be able to
motivate employees to make career plans and explore career options, which in turn can
encourage and increase employees' psychological resources.

The effect of psychological capital on psychological well-being

The data presented in Table 5 shows that the psychological capital of employees has a significant
positive effect on psychological well-being. Psychological capital indicators are able to improve
the psychological well-being of contract employees of the Department of Industry and Trade of
the Province of Bali and Denpasar City.The results of this study explain that the higher the
psychological capital possessed by contract employees, the higher the psychological well-being
of employees.

Psychological capital refers to personality characteristics that affect the efficiency of contract
employees' work to achieve goals and encourage performance. When employees have the
opportunity to develop and grow within the organization, they will be able to improve their
psychological well-being, because employees feel they have opportunities and create
opportunities to develop themselves.

The results in this study are in line with the results of research conducted by Youssef-Morgan
and Luthans (2015), Park et al., (2017), Malekitabaret al., (2017), Tang (2020), Bakker and
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Oerlemans (2012), Kim et al., (2018), and Xuet al., (2020). This finding implies that when
contract employees have high psychological capital, these employees can hold a positive
assessment of the workplace based on events, circumstances and employees tend to be able to
achieve personal growth and build positive relationships with others, therefore the level of
psychological capital of employees in in the organization plays a role in improving psychological
well-being that can be achieved in everyday life.

The role of psychological capital mediates the effect of protean career orientation on
psychological well-being

The results of the analysis show that psychological capital is able to positively mediate the
indirect effect of protean career orientation on psychological well-being. These results can be
interpreted that the higher the level of protean career orientation, it can increase psychological
capital, so that in the end psychological well-being will increase. The results in this study
indicate that H4 is accepted.

Psychological capital can partially mediate the relationship between protean career orientation
and psychological well-being for contract employees of the Industry and Trade Office of Bali
Province and Denpasar City. The higher the psychological capital of contract employees, the
higher the influence of protean career orientation on psychological well-being.

5. CONCLUSION

Protean career orientation has a positive and significant influence on psychological well-being.
Employees who have a high protean career will be responsible for their career and career success
and manage careers based on personal assessment, of course, it will affect the psychological
well-being of employees because employees feel personal growth in themselves, have good
environmental control and have a purpose in life. clear.

Both protean career orientations have a positive and significant influence on psychological
capital. Employees who have a high protein career will be responsible for their careers and career
success and manage their careers based on personal assessment, of course, this will affect the
increase in psychological capital because employees always see the good side of their work and
are optimistic about future work.

The three psychological capitals have a positive and significant influence on psychological well-
being. Employees who have high psychological capital will see the good side of their work and
are optimistic about future work, of course, it will affect their psychological well-being because
they feel personal growth in themselves, have good environmental control and clear life goals.

Psychological capital partially mediates the effect of protean career orientation on psychological
well-being, because when the employee's protean career is high, seen from the employee's
perspective, they feel responsible for success and failure in their career; always shows an
optimistic attitude towards his career and has the freedom to determine his career, will affect the
psychological well-being of employees, because employees feel able to take advantage of
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opportunities and create opportunities to develop themselves, which will also increase employee
psychological capital, because employees feel they already have hope for their careers.
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