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ABSTRACT

Despite being part of a highly visible and important occupational group, blue-collar workers have, to date, been under-represented in careers research. We explore the relevance and applicability of new career concepts to blue-collar employees, specifically, bus drivers. Based on a survey of 112 bus drivers, we test a model specifying the relationship between career attitude, perceived organizational support, psychological contract and job satisfaction, as well as intention to quit. Employing a two-phase data collection process, we also test relationships between intentions and actual quit behaviour. Our results support the validity of career theories for blue-collar workers but with notable exceptions, such as lack of relationships between protean career and intention to quit. Contrary to intention-behaviour theory we find that actual quit behaviour was not related to intention to quit, which we attribute to a significant external chance event, a devastating earthquake, which took place during the study period. In addition, we identify relationships that appear to be unique to blue-collar workers. 
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Careers and career attitudes have been the focus of considerable academic attention and research. New career concepts and frameworks have led to many empirical studies; however, the majority of these studies have focused on populations of managers, professionals, and consultants (Arthur, 2008). Career scholars have largely ignored blue-collar workers, with the result that there is still much to be learnt about blue-collar workers’ careers and employment experiences (Hu, Kaplan & Dalal, 2010). Career scholars tend to focus on large organizations (Sonnenfeld & Peiperl, 1988), and dynamic labor markets (Cascio, 2000), where people learn new skills and utilize them for major career changes (Gerber, Grote, Geiser, & Raeder, 2012; Hall, 2002; Hall & Las Heras, 2010), or where management changes substantially every few years (Cascio, 2000). Many studies manifest shifts in work identities of professionals (Ibarra, 2003; Arthur, Inkson & Pringle, 1999) or transfer of executives in lucrative markets (Higgins, 2005). It is therefore not surprising that, to date, career research has focused on the upper range of social status, earnings, and prestige within the labor market rather than those at the lower end of employment status and remuneration. Very few scholars have focused their attention on low-paid workers (for an exception see Ashforth & Kreiner, 1999). We therefore know little about the relevance and applicability of contemporary career ideas and theories to such populations. 
We address this gap in the literature by exploring work and career attitudes of urban bus drivers. We draw upon existing literature to develop a conceptual model linking the attitudes of blue-collar workers to work outcomes (see Figure 1). The model primarily involved combining the psychological contract at work literature (Rousseau, 1995) with the careers literature in order to create a better understanding of blue-collar workers’ career experiences. The model was designed to explore the role of protean career orientation (Hall, 2004; Baruch, 2014) and perceived organizational support on the outcomes of the employees’ sense of their psychological contract. In terms of the employees’ psychological contract, it focuses on the intention to quit and willingness to invest effort at work. We introduced mediating factors to help unveil the relationship between these variables. We explored these work attitudes because they are widely considered to be critical antecedents for positive work outcomes like commitment, career orientation, occupational identity and perceived organizational support (Bal et al., 2013). Our research design involved testing their impact on intention to quit (possible negative outcome) and readiness to invest, as part of the psychological contract (positive outcome) in a blue-collar working environment. Fundamentally, we wanted to explore whether previous findings from career attitudes research using white-collar samples had relevance for blue-collar workers. The model therefore contributes to the careers literature by extending our understanding of the role protean career orientation and psychological contract play in blue-collar occupations and their organizations. 
We then test the model empirically with a sample of bus drivers in New Zealand. To date, only one study has focused on career-related issues of bus drivers, which was based on a small sample (20 drivers) using qualitative analysis (Hughes & Bozionelos, 2007). Bus driving is a non-managerial role, and is considered traditional, unlike the typical managerial and professional populations covered in so-called ‘new careers’ studies (Arthur, 2008; Baruch & Bozionelos, 2011). Different contexts have impacted on the social reality of ‘career’ and the way career success is perceived by different career actors, including blue- vs. white-collar employees (Dries, 2011). Indeed, blue-collar employees may lack ownership of their careers (Hennequin, 2007), yet while blue-collar careers are different from white-collar careers, they also have career identity, hierarchies and progress (Lucas & Buzzanell, 2004).
We further address the fact that the vast majority of academic research on careers, including the few studies that do focus on blue-collar workers, was conducted in North American and European countries (Halle, 1987; McCann, Granter, Hyde, & Hassard, 2013). The present study sought to extend our understanding of career experiences of bus drivers within a small economy context, namely New Zealand. Moreover, the unique context of our study enabled us to consider how a chance event in the shape of natural disaster, the Canterbury earthquakes that devastated the region in which the company we studied operated, affects the relationship between intention to quit and job quit behaviour. From a careers perspective we know very little about the relationship between intention to quit and actual quit behaviour (cf. Holtom, Mitchell, Lee & Eberly, 2008; Lee & Mitchell, 1994), apart from the general perception that devastating events open new career opportunities that people were previously unaware of (Mitchell, Levin, & Krumboltz, 1999). Additionally, anecdotal evidence (Uenoyama & Sakurada, 2012) suggests that natural and environmental disasters may influence individual career perceptions. There is considerable scope to subject the nature and the direction of the impact of such events to further academic scrutiny.   

Our contribution and the added value of the study are two-fold. First, we extend the study of the so-called “New Careers”, in particular the relevance of the protean career (Hall, 2004; Gubler, Arnold, & Coombs, 2014) and the psychological contract (Rousseau, 1996) to work attitudes and behaviours of blue-collar employees. The psychological contract is pivotal in shaping employees work attitudes and subsequently performance (Conway & Coyle‐Shapiro, 2012). It is influenced by work and life related attitudes, and can reinforce (or change) attitudes when strengthened or when breached (Vantilborgh, Bidee, Pepermans, Willems, Huybrechts, & Jegers, 2014). As any contract, it comprises an agreement, in this case, psychological rather than legal, between both sides about that which each side delivers, and what each side is expected to gain. In this study we examine what influence employees’ readiness to contribute to the organization, and on their quit intentions and behaviour. Second, we were able to explore differences in actual quit behaviour following a natural disaster which had strong implications for the study’s population. This was an unforeseeable series of events, yet very important in terms of the uniqueness of the phenomenon studied and the ability to track the same population before and after such a chance event, where current knowledge about its impact is scarce (Bright, Pryor, & Harpham, 2005).
THEORETICAL REVIEW AND HYPOTHESES DEVELOPMENT

Career Attitudes 

Over the last two decades, both individual career and organizational career systems, and global labor markets have evolved significantly (Hall, 2004; Patton & McMahon, 2014).). Traditional approaches to careers have been altered and new forms of careers and career attitudes have become a focus of research (Arthur, 2008). Traditionally, careers have been characterized by employment security, continuity and lifetime attachment to one organization, with promotions based on linear progression up a clear organizational hierarchy (Sullivan, 1999). An important aspect of the notion of the traditional career was that the career was managed predominately by the organization (e.g., Arthur & Rousseau, 1996; Gutteridge, Leibowitz & Shore, 1993). The choice of the individual was rather limited, as career paths and mobility rules were largely predetermined and rigid. Many considered the traditional career to be the ideal type of career or career archetype (e.g., see Reitman & Schneer, 2008). 
In the contemporary organizational context, the careers environment is increasingly diffuse (Arthur, 2008) and one in which the traditional career system has shifted to a new, dynamic and boundaryless system (Arthur & Rousseau, 1996). Under this new career system, individuals need to apply more innovative attitudes to their careers. One such attitude has been labeled the ‘protean career’ (Hall, 1976). This refers to a career that is managed and owned by the individual and driven by the values of the career actor, and which is directed through personal choice rather than by external agents such as the organization (Briscoe & Hall, 2006; Hall, 2004; Hall & Mirvis, 1996). Career agency is impacted by both individual and contextual factors (Tams & Arthur, 2007) and individuals act upon both to follow their career path (Guo, Porschitz, & Alves, 2013). Further, protean career orientation may vary across time (Waters, Briscoe, Hall, & Wang, 2014).
The protean career attitude is associated more with individual intrinsic career issues such as the way a career and its success is perceived by the individual, rather than with simple measurable factors like salary or linear progression (Baruch & Quick, 2007; Gubler et al., 2014). People holding a protean career attitude can be expected to be more flexible, to develop transferable skills, and to proactively manage their careers in line with personal values (De Vos & Soens, 2008; Murrell, Frieze & Olson, 1996). To date these expectations were largely developed for professionals and managers in white-collar occupations. Arguably there is no reason why these expectations cannot be applied to all employees, including blue collar workers. A greater commitment to their occupation rather than a particular organization is also characteristic of people holding a protean career attitude (Snape & Redman 2003); thus protean career theory suggests that people with strong protean career attitude will have less inclination to stay with the same organization for the long term. We would expect this to hold true for both white- and blue-collar employees, as commitment impact is relevant for a wide spectrum of the employed population (Cohen, 2003). We would expect those with a protean career attitude to be more dynamic, proactive, and happy to change career and jobs (Hall, 1976; 2004). In practise (see, for example, Guest & Rodrigues, 2010 and Inkson et al., 2012), there are questions in the literature about such relationships (see also Waters et al., 2014). 
In terms of job satisfaction, protean-oriented individuals would opt for jobs that generate high levels of satisfaction (Hall & Las Heras, 2010), would feel self-empowered, and would have high job satisfaction levels (Wang & Lee, 2009). This discussion generates two hypotheses that initially might be considered conflicting. However, the theoretical expectation is that people with a protean career orientation will tend to move more, despite being satisfied in current position. 
Therefore, relating to the protean career for blue-collar workers, we hypothesize that,
Hypothesis 1a: Protean career attitude is positively related to job satisfaction

Hypothesis 1b: Protean career attitude is positively related to intention to quit

Careers and the Psychological Contract

The study of careers cannot be undertaken in isolation from the psychological contract. Careers are associated with particular mentalities that include expectations and obligations (e.g., the traditional career is accompanied by the expectation that the organization provides employment and remuneration in exchange for fair effort). The psychological contract refers to perceptions regarding reciprocal obligations between the employee and the employer - what both sides are ready to give and receive in their relationships beyond the legal contract (Argyris, 1960; Rousseau, 1995). Rousseau’s concept was not limited to white collar employees only, as the psychological contract and its impact are relevant to any employee. From the individual’s perspective, the psychological contract is concerned with the perception of what the employee believes they give/bring to the firm, and what they receive from the firm in return (Rousseau, 1995). Human Resource Management practice is directly related to the psychological contract that emerges (McDermott, Conway, Rousseau, & Flood, 2013). The extent to which the psychological contract is perceived as honored or breached is related to key outcomes, including employees’ attitudes towards the organization, in particular their readiness and willingness to invest effort and commitment, as well as actual job performance (Bal, de Lange, Zacher, & Van der Heijden, 2013; Zhao, Wayne, Glibkowski & Bravo, 2007). 

The evolution in the nature of careers has been paralleled by changes in the nature of career actors’ psychological contact. Psychological contracts can be conceptualized as falling along a continuum where one end contains relationships of a purely transactional nature and the other end contains relationships that, in addition to being transactional, also include relational elements (e.g., De Cuyper, Rigotti, De Witte & Mohr, 2008). Committed employees will want to invest in the organization (Cohen, 2003). Those with protean attitude will be ready to invest as part of wider career perspective, but will not necessarily be highly committed to their employer (Hall, 1996). Contracts of a transactional nature are characterized by high reciprocity, normally based in monetary exchange obligations such as pay-for-performance, and no expectations for long-term relationships. On the other hand, the relational aspects of psychological contracts encourage employee identification with the organization and a greater sense of mutual interdependence between employee and employer (D’Annunzio-Green & Francis, 2005). 
Growing employment insecurity, unclear career paths and involuntary employer changes have largely stripped the psychological contract of its relational elements (Baruch, 1998; Bozionelos, 2003). For example, Allen, Freeman, Russell, Reizenstein and Rentz (2001) found that following an employee downsizing implementation, survivors’ feelings of employment security was associated with heightened turnover intentions. Further, there was a significant decrease in affective commitment due to downsizing which persisted one year afterwards. Similar findings were reported by Krause, Stadil and Bunke (2003) in a study with employees who simply witnessed layoffs in another organization rather than experiencing layoffs within their own organization. This change in the psychological contract for career actors manifests in employees who have low loyalty to their employers and/or are reluctant to commit to corporate careers. These factors in turn reinforce modern career patterns, such as the protean, boundaryless and post-corporate careers (Granrose & Bacilli, 2006; Peiperl & Baruch, 1997). 

Building on the above discussion regarding the psychological contract is the notion of investments made by employees in their employing organization. In other words, the psychological contract is what the employee gives or is ready and willing to give to the organization in terms of resources such as time and effort, as well as what an employee believes he or she can gain from the relationship. This also relates to the development of a trust relationship between employee and organization (Crawshaw & Brodbeck, 2010; Tsafrir, 2005). Investments of employees in the organization and in their occupation have an influence on their commitment to these constituencies (Blau, 2003; Meyer & Herscovitch, 2001). 

Farrell and Rosbult (1981) argue that individuals usually improve future benefits by investing resources in the organization. Over time, though, the accumulation of investments makes the costs associated with leaving higher (Hrebiniak & Alluto, 1972), and thus they need to stay with the organization to secure the benefits associated with their investments (Cohen & Lowenberg, 1990). Because individuals have to challenge themselves and acquire needed qualifications and skills to become eligible for organizational membership (Blau, 1964), making appropriate investments is necessary for a return of attractive rewards in the future. Investment in skills and qualifications may be prominent for professionals, but are also relevant to blue-collar employees, such as bus drivers. Investments may be material or psychological, intrinsic or extrinsic (Farrell & Rosbult, 1981). Research findings in this area are, however, inconsistent (Powell & Meyer, 2004). Powell and Meyer (2004) identified a positive relationship between investments in the organization and organizational commitment (OC) while Wallace (1997) supports the positive relationship between investments in the occupation and OC. With regard to the psychological contract for blue-collar workers, we hypothesize that, 

Hypothesis 2a: A protean career attitude relates positively to willingness to invest effort in the organization 

Hypothesis 2b: A protean career attitude relates negatively to organizational commitment

Occupational Identity

According to multiple-commitment theory, individuals are simultaneously committed to different work entities such as the organization, job, occupation, union, and work group (Cohen, 2003). Social identity theory (Tajfel & Turner, 1986) and social exchange theory (Emerson, 1976) have emerged as two largely independent theoretical bases for explaining the psychological relationship between employees and their organizations. Social identity builds on the self-definitional function of social membership and advocates the central role of organizational identification and occupational identity – the perceived oneness between individual, organization and occupation, respectively. While organizational and occupational attitudes are often identified as conflicting (Mael & Ashforth, 1992), more recent analyses show a positive relationship between the two (Anteby, 2008) across industrial sectors and wide range of occupations. Occupational identity is a specific and important type of social identification (Collinson, 2004; Muja & Appelbaum, 2012) and is defined as a psychological state wherein an individual perceives himself or herself to be part of a specific occupation, in a similar way that organizational identity refers to the specific working organization (Hall, Schneider & Nygren, 1970). In the current economic and business climate, organizational identity may be a somewhat antiquated notion given the turbulence in the labor market (Baruch & Bozionelos, 2011). Occupational identity is nevertheless developed over long periods of time, and although many individuals do develop a second career, for the majority, having a protean career is more about changing employer rather than occupation. With this in mind, and in line with Aries and Seider (2007) with regard to occupational identity for blue-collar workers, we hypothesize that,
Hypothesis 3a: Protean career attitude is positively related to occupational identity

Hypothesis 3b: Occupational identity is negatively related to intention to quit 

Hypothesis 3c: Occupational identity is positively related to willingness to invest effort in the organization

Perceived Organizational Support 

Perceived organizational support, defined as the general belief of being valued and cared for by the organization (Eisenberger, Huntington, Hutchison & Sowa, 1986), is related to OC based on the norm of reciprocity and social exchange theory (Blau, 1964; Rhoades & Eisenberger, 2002; Sturges, Conway & Liefooghe, 2010). It is also instrumental in explaining intention to quit (Firth, Mellor, Moore, & Loquet, 2004). There are strong and significant relationships between perceptions of support and positive attitudes towards work and the employer (Ng & Sorensen, 2008) across many types of populations. The relationship between perceived organizational support and OC has received considerable research attention, covering a wide range of occupations (Hellman, Fuqua & Worley, 2006; Rhoades & Eisenberger, 2002). Research on affective OC shows consistent and positive relationships with organizational support (e.g., Loi, Hang-Yue & Foley, 2006; Rhoades & Eisenberger, 2002), and there is empirical evidence that organizational work-life support initiatives have a major impact on employee retention (Casper & Buffardi, 2004).

Only limited research, however, has been conducted to explore the relationship between perceived organizational support and outcomes such as job satisfaction (see Rhoades & Eisenberger, 2002; Riggle, Edmondson & Hansen, 2009) and normative OC, as suggested by Meyer and Allen (1997). Eisenberger et al. (1986) demonstrated that perceived organizational support is related to the obligations that employees feel to care about the organization and help it attain its goals. Thus, it is hypothesized that perceived organizational support increases both affective and normative commitment to the organization (Meyer et al., 2002) as well as general work attitudes like job satisfaction (Ng & Sorensen, 2008; Rodwell, Noblet, & Allisey, 2011; Yoon & Thye, 2002). Further, outcomes of perceived supervisor support for blue-collar employees included actual performance (Gagnon & Michael, 2004). With regard to perceived organizational support for blue-collar workers, we therefore hypothesize that, 

Hypothesis 4a: Perceived organizational support is positively related to job satisfaction 

Hypothesis 4b: Perceived organizational support is positively related to willingness to invest effort in the organization 

Anticipated impact of job satisfaction 
The literature has covered the role of job satisfaction and its relevance to other work attitudes extensively. We expect our findings in this context to resemble the common knowledge about the relationship between job satisfaction as a mediator between protean career attitude and the psychological contract people hold with their employers (Baruch & Bozionelos, 2011; Rousseau, 1996). We thus offer the following hypotheses:
Hypothesis 5a: Job satisfaction is negatively related to intention to quit

Hypothesis 5b: Job satisfaction is positively related to willingness to invest effort in the organisation
Perceived organizational support, gained received from employers and turnover intention 

As discussed above, perceived organizational support can lead to a decrease in negative work attitudes such as intention to quit. In addition, intention to quit can increase if the employee does not feel that the psychological contract is fulfilled (see work on the breach of psychological contract Vantilborgh et al., 2014 and Zhao et al., 2007). Thus, we propose the following hypotheses:

Hypothesis 6a: Perceived organizational support is negatively related to intention to quit

Hypothesis 6b: Perception of what the employee receives from the firm is negatively related to intention to quit
Turnover Intention and Actual Quit Behaviour
Turnover is the subject of a great deal of interest in organizational research and most turnover research focusses on identifying its antecedents (Holtom et al., 2008, Kacmar, Andrews, Van Rooy, Steilberg & Cerrone, 2006; Preenen, De Pater, Van Vianen, & Keijzer,  2011). Turnover intention is widely recognized as the most proximal antecedent of actual turnover (Weisberg & Kirschenbaum, 1993). Among the vast majority of reported studies that measured ‘intention to quit’ as a variable, very few were able to track actual quit behaviour (for an exception see De Cuyper, Mauno, Kinnunen, & Mäkikangas, 2011). Focusing on these studies, several meta-analyses identified a moderate positive relationship between intention to quit and actual quit behaviour (Griffeth, Hom & Gaertner, 2000; Hom & Griffeth, 1995). 

The potential association with turnover is the focus of the majority of research on the construct of OC for all types of employees, both white- and blue- collar (Meyer & Allen, 1997). OC has been strongly and negatively related to turnover intention (Meyer et al., 2002). Multiple-commitment theory states that employees’ commitments to different foci have different impacts on work outcomes and thus different commitments should be examined interactively (Cohen, 2003; Meyer & Allen, 1997). OC is an important predictor of turnover intention (Lee, Carswell, & Allen, 2000), yet the mutual effects of components of different commitments remain unclear. 
Lastly, chance events may moderate the anticipated link between ITQ and actual quit, particularly in the context of a significant event (Grimland, Vigoda-Gadot, & Baruch, 2012). The direction of such impact is, however, unclear from the literature. With regard to intention to turnover and intentions to quit for blue-collar workers, we hypothesize that, 

Hypothesis 7: Intention to quit is positively related to subsequent job quit behaviour 

Based on the hypotheses listed above we present our research model in Figure 1. 

---------------------------------

Insert Figure 1 About Here

---------------------------------

METHOD

Sample

Random sampling was used to identify a representative sample of employees from a large bus company in New Zealand. This process resulted in 121 drivers out of 375 employees being selected to participate in the research representing one-third of the total employee population. Participation was voluntary, and was encouraged by having the second author on-site to administer the questionnaires. In total, 114 of the 121 drivers agreed to participate in the study. Issues of literacy and interpretation presented a significant challenge with immigrant drivers, to the extent that two of the completed questionnaires were deemed unusable, resulting in 112 useable responses (92.5 per cent of those sampled). The final sample comprised 78.6 per cent males with an average age of 51 years, and 68.8 per cent of the sample was born in New Zealand (with the remainder being immigrants). Mean occupational tenure was 9.24 years, while mean tenure with the current employer was 6.25 years.
---------------------------------

Insert Table 1 About Here

---------------------------------

A second stage of data collection was conducted two years later, to test for actual quit behaviour. For each participant (based on the driver number) the company provided data regarding their current employment status – either ‘remained employed’, ‘left voluntarily’, or ‘made redundant’. We opted for a two-year gap between the survey and testing for actual turnover following the routine practice of prolonging measurement lag time to boost quit rates (Griffeth et al., 2000). 

Specific context

New Zealand uses a commercial supply model to manage the provision of public transport. This means that public transport is funded by the government and management is delegated to regional authorities. In September 2010 and February 2011, massive earthquakes struck the region, causing loss of life and injury and considerable disruption to all public transport. While neither of these events resulted in direct redundancies in our research organization, the February earthquake resulted in the death of one of the bus drivers, major damage to company premises, and significant personal losses due to the ongoing seismic activity in the region. The earthquakes, which occurred between the two data collection periods, provided an abnormal context for our study, and offered a unique opportunity to explore the impact of a significant chance event on the relationship between intention to quit and actual quit behaviour.

Chance events, such as earthquakes, can be significant in influencing individuals’ careers (Grimland et al., 2012). In particular, the post-earthquake setting allowed us to test whether the positive relationships usually identified between intention to quit and actual quit behaviour (Griffeth et al., 2000; Hom & Griffeth, 1995) remain stable or alter under a significant chance event that is common to all the employees. 
Research instrument, measures and data collection

All of the constructs included in the questionnaire were measured using the same 5-point Likert scale. The questionnaire was pilot tested. Due to language and literacy barriers often experienced in blue-collar and immigrant research populations, the second author facilitated the data collection process on-site.

Perceived organizational support; POS (α = .86) was measured using seven items adapted from Eisenberger, Huntington, Hutchison and Sowa (1986). Sample item: “Enough training is provided to improve drivers’ professionalism”.
Organizational Commitment; OC (α = .86) was measured using seven items adapted from Meyer, Allen and Smith (1993). Sample item: “I am proud to be able to tell people where I work”.
Career attitude: Protean; CAP (α = .75) was measured using seven items adapted from Baruch and Quick (2007). Sample item: “I take responsibility for my own development”.
Occupational identity; OI (α = .89) was measured using four items and relates to participants’ pride in and identification with their occupation as a bus driver (adapted from Hekman, Bigley, Steensma, & Hereford, 2009). Sample item: “I am proud to tell others that I am a bus driver”.
Psychological contract – readiness to invest: We focused on the willingness to invest effort in the firm, as this is the outcome of psychological contract from the firm’s point of view; Psychgive. (α = .91) was measured using 14 items, as developed for this study. Sample items are “I actually give… Desire and ability to learn” and “I actually give… (being) a good worker and friend” .
Job satisfaction; JS (α = .77) was measured using four items and examined drivers’ overall feelings of satisfaction with their job at the company (adapted from Farrell & Rusbult, 1981). Sample item is “Generally speaking, I am satisfied with my job.”

Intention to quit; ITQ (α = .79) was measured using four items relating to drivers’ future intentions regarding either staying at the bus company or moving on (adapted from Kirschenbaum & Weisberg, 2002). Sample item is: “I frequently think of quitting my job”. 

Actual quit was reported under three categories: employees who stayed (68); those who left voluntarily (29); and those who left involuntarily (15 people who were either dismissed, made redundant or had their employment terminated for other reasons).

In addition, we collected data about age, gender, ethnicity, nationality and tenure. 

Analysis 

Hierarchical regression was used to test our models (using SPSS). All research variables achieved the .70 alpha cut-off for a uni-dimensional structure. Table 2 details the alpha reliabilities, descriptive statistics and correlations among the study variables.
---------------------------------

Insert Table 2 About Here

---------------------------------

Results

The purpose of this study was to explore career-related issues for blue collar worker. We developed and tested several hypotheses pertaining to work-related attitudes (career attitude, psychological contract in terms of willingness to invest in the organization, perceived organizational support) and work outcomes (job satisfaction, turnover intentions, and quit behaviour). While there were moderate to strong correlations among the study variables, factor analysis indicated distinctiveness of the protean career measure compared with the others, in line with Baruch (2014), and clear differentiation across the OC, OID and job satisfaction variables, suggesting that issues of multi-collinearity were not significant in our data. The correlations reported in Table 2 provide preliminary support for most of the proposed hypotheses. Perceived organizational support and the protean career relate significantly to employees’ willingness to invest in the organization (psychological contract) and job satisfaction. 

Table 3 displays the statistics for the hypothesized model as tested via hierarchical regression analysis. Overall, the results suggest strong support for the hypothesized model. We tested our hypothesized model against theoretically validated models, as recommended by Hair Black, Babin, Anderson, and Tatham (2006). The regression results for these models are shown in Tables 3 and 4. Because most of the data collected at the first phase is cross sectional (only actual quit behavior data was collected from an independent source), we could not test for causality based mediation. The results of the regression analysis support a partial mediation model (Baron & Kenny, 1986), as presented in our model. Table 5 lists our hypotheses and the extent of their support.
---------------------------------------

Insert Tables 3 - 5 About Here

---------------------------------------

Two years following the initial survey, and one year after the earthquake event, we tested for relationships between our constructs and actual quit behaviour. The analysis revealed that, against expectations based on the extant literature, actual quit behaviour was not related at all to any of the work attitudes, including ‘intention to quit’. The mean scores of these attitudes were similar for those who stayed to the mean scores of those who left of their own volition, apart from the case of perception of organizational support, which was lower for those leaving voluntarily (3.84 vs. 3.50; p<.01). People who left involuntarily were taken out of the analysis for the relationship between Intention to Quit and actual quit behaviour because being made redundant is not an indication of intention to quit (though there may be indirect relationship, as people with poor attitude may be those who were made redundant). Similarly, a logistic regression with actual quit behaviour as an outcome did not reveal any significant relationship so that part of the model (‘intention to quit’ as an antecedent to ‘quit behaviour’) was not supported. The results of the logistic regression was β =.19, SD.20; p = .33. 
DISCUSSION AND CONCLUSION

Contemporary career theories have been widely tested in organizations, but mostly with managers and professionals. This is despite growing evidence that the work experiences of blue-collar and white-collar workers differ, often substantially (Ellis, 2007; Liebermann, Wegge, & Müller, 2013), in terms of both behaviour and perceptions (e.g., Gibson & Papa, 2000; Morris, Conrad, Marcantonio, Marks, & Ribisl, 1999). This paper focusses on a blue-collar population, bus drivers, which appealed to us as a population that can represent a wider category of non-managerial working employees. Like other blue-collar employees, bus driving requires skilled labor, is physically demanding and repetitive, and offers little scope for upward career mobility. Thus, our findings have relevance for wider sections of the blue-collar labor market. 
Theoretical implications
We contribute to the development of career theory, that is currently growing but fragmented (Baruch, Szücs, & Gunz, 2015; Lee, Felps, & Baruch, 2014). Our results suggest that the protean career attitude is strongly positively correlated with organizational commitment, which is counter-intuitive bearing in mind the concept of contemporary career theories (Arthur, 2008). One possible explanation for this is that those individuals who do not hold a protean career attitude find that their career aspirations are not being met within a bus driving career (flat organization, little opportunity for vertical progression, promotion not related to tenure as there are few opportunities for promotion, most opportunities for advancement lie outside the organization). An alternative explanation for the finding that protean career attitude is positively related to organizational commitment and negatively to turnover intentions could be that employees who hold a protean career attitude make sure that they are in an occupation or in an organization that fits their interests. As such, they may not need to leave because they are at the place that they have chosen themselves (self-directed as they are – see Briscoe et al, 2006).
Another possible explanation lies in the employee demographics of the bus company from which our sample was drawn. Some drivers had had previous careers and chose bus driving for reasons that are not career related (e.g., social contact with the public, the opportunity to work alongside family and friends, the chance to be semi-retired). We also find that bus drivers with a protean career attitude have higher perceptions of gains from the organization. 
Apart from hypotheses 1b, 2b and 7, all the hypotheses were supported; in particular, those relating to job satisfaction as an outcome were confirmed, as presented in Figure 1. The expectations of positive relationships between intentions to quit and quit behaviour were not confirmed (Hypothesis 7). This is in sharp contrast to existing knowledge (Griffeth et al., 2000). By way of explanation, we suggest two possible reasons for this. Firstly, there may be a significant difference between blue-collar employees and high-status, dynamic career-focussed personnel. Bearing in mind both the occupation (bus driver) and the location (New Zealand) of the study, it became clear that for our population there are a limited number of alternative jobs. Thus, while blue collar workers may hold strong intentions to leave they cannot act upon these intentions due to a lack of alternatives. Secondly, and possibly a stronger explanation, lies in the impact of the extra-organisational chance event, the devastating earthquakes which may have caused employees to alter their intentions of leaving. We suggest that our study answers an issue that the community was unaware of - the issue of the ‘unknown-unknown’ (Rumsfeld, 2011, p. 13). Scholars associate attitudes with actual behaviour, in line with the theory of planned action (Ajzen & Fishbein, 1980). An implicit assumption in the theory is a smooth link between attitudes, intentions and actions. The possible impact of a random chance event that influences the wider population was not considered as an input to the theory of planned action. Our study points out that the occurrence of a chance event in the shape of natural disaster has the potential to moderate such links.
Our findings indicate that bus drivers with higher occupational identity have lower levels of quit intention. This finding is not surprising, and corresponds with our general knowledge and the specific population of blue-collar employees (Hughes & Bozionelos, 2007). We contribute to career studies by extending the literature on the so-called “New Careers” (Arthur, 2008) to traditional work attitudes and behaviours of blue-collar workers. Bus drivers who perceived high levels of organizational support also reported a higher level of OC. This is consistent with the norm of reciprocity, which underpins the psychological contract. In the organization studied, workers were required to take part in an induction and driver training program to ensure they had the skills necessary to do their job well. This training was recognized by the National Training Accreditation Agency. Thus, being trained had an immediate career benefit for the driver, and improved the individual’s employability, although such an outcome may be also subject to age (Van der Heijden, de Lange, Demerouti & Van der Heijde, 2010). Employability is an essential career competence (Ghoshal, Bartlett, & Moran, 1999), and relates to individual performance (De Cuyper & De Witte, 2011). It was a widely endorsed aspect of the employment experience and meant that drivers commenced their employment with the company with evidence that the company would invest in them. It could be expected that those who valued this support most highly would have a high level of OC. 
Overall, the findings suggest that care needs to be taken when drawing conclusions about the applicability of career theories and typologies to blue-collar workers in general and to bus drivers in particular. Our data suggest that this occupation category is populated with individuals who have a wide range of career attitudes and expectations. The bus driver does not represent a homogenous employment category; rather, this population ranges from people who have no choice about their type of employment through to people who are exercising considerable ‘occupational discretion’ and deliberately choosing bus driving as an occupation, or as a second, post-corporate career, or as a temporary activity. As such, it contains people who may already have had long and varied careers, who are driving buses for reasons that are unrelated to career considerations, as well as people who work for wages and have no sense that they have or are likely to have a career. That such variability had to be taken into account to explain many of the findings here suggests that surveys that use constructs derived from studies of more homogenous and career-oriented white-collar employees may have limited utility for advancing our understanding of blue-collar psychological contracts.
Post-hoc impact:  Natural disaster 
Under the special circumstances of this study, we have decided to add to the manuscript the following discussion, after the study was completed. We could not have anticipated the occurrence of the natural disaster, but as the earthquake did happen, we were able to offer what we believe is a unique contribution to the literature, as the likelihood of such an event occurring that could sway the results of a study such as this is rare. 

With regard to the association between intention to quit and actual turnover, the literature suggests strong, consistent positive relationship between intention to quit and actual quit behavior, but there is very little in the literature regarding the impact of individual chance events on career decisions (Bright et al., 2005) or how such events might moderate intention-behaviour relationships. A chance event can serve as a great learning opportunity for individuals (Mitchell, Levin, & Krumboltz, 1999) and can redirect career trajectories (Grimland et al., 2012). The possible impact of a natural disaster was only mentioned in passing in Bright et al. (2005). Our study benefitted from serendipity to help bridge this research gap on impact of chance events on the relationships between intention to quit and actual subsequent job quit behaviour (cf. Lee & Mitchell, 1994). The impact seems to lead to significant changes that eventually cause employees to change their intention, or to make a decision that is not in line with the original intention. Major chance events, then, can moderate the relationships between intention to quit and subsequent job quit behaviour is such a way that following a significant chance event the relationship will diminish significantly.
Managerial Implications

Many of the theories and concepts relating to the so-called New Careers can be applied and are relevant to the wider population – white-, blue- and grey-collar. However, this study suggests that the blue-collar situation is not that simple, as some relationships predicted in the literature were not supported. Protean career does not lead to lower levels of commitment to the employing organization. 

Our findings provide a reminder that employees’ careers need to be understood in terms of the wider context of their lives. Bus drivers in this study have a different demographic profile to other employment sectors. Drivers are typically much older and choose bus driving for a variety of reasons that are not directly career-related; subsequently, this means that working as a bus driver (blue-collar job) is not an option of last resort for all drivers. Our participants clearly saw driving, particularly bus driving, as a positive occupational choice despite also recognizing that there are limited opportunities for within-company advancement. They also did not necessarily place employment or company loyalty ahead of other priorities. Managers need to be aware of the impact that such limitations may have on employees’ expectations. This has implications for both recruitment and retention. Conditions of employment (e.g., the unpaid down-time in the middle of the day) may be experienced differently depending upon each worker’s employment priorities. For instance, some drivers in our study happily spent the unpaid down-time in the middle of the day socializing in the cafeteria because work provided their main source of social activity, while others with financial concerns saw the down-time as problematic and sought more continuous employment hours. The high retention rate across the worst period of seismic activity illustrates how work can be a valued stabilizing influence in times when there is considerable uncertainty in other aspects of workers’ lives. If work is the only predictable part of a driver’s life, or offers basic services like operational toilets when their house has been badly damaged following a natural disaster, then quitting is not an option. A significant implication of this study is that blue-collar career behaviour needs to be understood within the context of the bigger picture of workers’ life stage, health and private circumstance (which for many were radically changed by the earthquake).
In relation to the impact of chance events, while significant disruptive events such as earthquakes are rare, they do influence people’s attitudes to life and work, and cause many to reflect critically on their future plans and alter their intentions. Our results show that employees who are highly satisfied and committed may opt to leave their employment. Managers need to be aware of this risk, and react quickly to support employees in a post-crisis situation. For example, much can be done to reduce absenteeism following adverse events (Byron & Peterson, 2002). 
At the same time, it is important to take into account that some employment sectors are always characterized by relatively high turnover due to employees’ priorities, which may not include making a long-term commitment to one employer. In the bus company we studied, pre-earthquake turnover among the bus drivers was typically between 15 per cent and 18 per cent annually. This is not mirrored among the company’s white-collar workers, who exhibit extremely low annual turnover. In some years this turnover was zero per cent. While this relativity remained unchanged, in both groups voluntary turnover went up in the aftermath of the earthquake.
Strengths, Weaknesses and Future Research Recommendations 
The study is unique because it focusses on an understudied population, had a high response rate (over a third of the total organization’s employees) and included a chance event. The measures utilized follow contemporary progress in career theories and new constructs, in particular the protean career, evaluating its relevance to a population that is neglected in earlier studies. However, the number of participants restricted the ability to run more sophisticated analysis with a wider number of constructs, and it might be that with a larger sample, not available for this study, the findings might have been significant, though not necessarily meaningful (Allison, 1999). The inclusion of a further sample of white-collar employees would have provided us with the opportunity to test for differences between the populations. Also, bus drivers are, on the one hand, similar to other blue collar populations and on the other hand have some differences (e.g. working for an established firm, having a technical qualification of drivers of busses). As a result, factors that are relevant to bus drivers may not have similar impact for other blue collar employees. We then suggest that future research should examine whether similar results can be found for other blue collar occupations. Future research would add value to current knowledge if additional understudied populations could be tested for their fit in conjunction with contemporary career theories and concepts. 

The two-wave design of the study (Ployhart & Vandenberg, 2010) is significant as we were able to test the relationship between intentions and actual actions, with the surprising finding that there was a lack of relationship. This might be related to the external seismic events.which took place during the course of our study, and their aftermath. The extended period of seismic activity that followed the earthquake appears to have contributed to this lack of a link between the original intentions and actual behaviour two years later. In two specific cases, drivers who originally reported low intention to quit, departed, citing the earthquakes as their reason for leaving both their jobs and the region.
Conclusions

In conclusion, we have provided new academic and practical inputs that augment current knowledge. Most significantly, this study has challenged us by exploring whether these findings can be applied to blue-collar workers such as bus drivers. Serendipity can play an important role in science. The timing of our study gave us the opportunity to make a particular unique contribution. We were able to test the natural disaster impact on workers’ intentions to leave as stated prior to a natural disaster. The fact that this study was not designed to study the impact of chance events in the shape of natural disaster .in no way reduces it worth. On the contrary, we have utilized serendipity to improve our knowledge about the impact of a natural disaster on workers’ employment behaviour.
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Table 1: Descriptive statistics for the research sample (N=112)
	Gender
	Male
	78.6%

	
	Female
	21.4%

	Age
	Mean age
	51.3 years

	Immigrant status
	Non-immigrant
	68.8%

	
	Immigrant
	31.2%

	Previous career
	Current employer was the driver’s first employer   
	3.6%

	
	Driver for another company
	31.5%

	
	Worked in a different occupation
	64.9%

	Tenure:
	Mean occupational tenure
	9.24 years

	
	Mean tenure at  current employer
	6.25 years


Table 2: Descriptive statistics and correlations among the study variables (N = 112)
	
	Mean
	SD
	ORGS
	OC
	OI
	ProtCar
	Psychget
	Pyschgive
	JS
	ITQ

	ORGS
	26.08
	5.52
	(.86)
	
	
	
	
	
	
	

	OC
	4.02
	.79
	.738**
	(.86)
	
	
	
	
	
	

	OI
	3.84
	.96
	.613**
	.752**
	(.89)
	
	
	
	
	

	ProtCar
	3.98
	.61
	.290**
	.363**
	.384**
	(.75)
	
	
	
	

	Psychget
	59.34
	13.43
	.785**
	.780**
	.747**
	.476**
	(.94)
	
	
	

	Pyschgive
	62.63
	6.97
	.494**
	.567**
	.581**
	.644**
	.627**
	(.91)
	
	

	JS
	4.04
	.75
	.633**
	.695**
	.713**
	.344**
	.769**
	.504**
	(.77)
	

	ITQ
	1.87
	.93
	-.418**
	-.448**
	-.326**
	.017
	-.402**
	-.193*
	-.456**
	(.79)

	Left Voluntary
	.55
	.50
	-.19*
	-.012
	.037
	.025
	-.027
	.060
	.006
	.031


** p < .01 

Alpha coefficients are reported in parentheses along the diagonal. 

ORGS – Organizational support

OC – Organizational commitment

OI – Occupational identity

ProtCar: Career attitude – Protean

Psychget – Psychological contract: Perception of what the employee receives from the firm

Pyschgive - Psychological contract: Perception of what the employee is ready to give to the firm

JS – Job satisfaction

ITQ – Intention to quit

Left Voluntary – Left the firm within two years (29 of the sample)
 Table 3: Hierarchical regression analysis for ‘Willingness to invest effort in the firm’ showing standardized coefficients
	Variables
	Step 1
	Step 2
	Step 3

	 
	β(t)
	β(t)
	β(t)

	Education
	-0.071
	-0.073
	-0.035

	Gender
	0.055
	0.073
	-0.011

	Age
	-0.094
	0.016
	-0.006

	Protean career attitude
	
	0.603**
	0.498**

	Perceived organizational support
	
	0.246**
	0.006

	Organizational commitment
	
	
	0.155

	Occupational identity
	
	
	0.267**

	Job satisfaction
	
	
	-0.005

	R²
	0.02
	0.52
	0.58

	Adjusted R²
	-0.01
	0.49
	0.54

	ΔR²
	-
	0.50
	0.08


	F
Sig. F
	.655
.582
	20.491
.000
	15.318
.000


*p≤.05; **p≤.01; ***p≤.001; N=112

Table 4: Hierarchical regression analysis for turnover intentions showing standardized coefficients
	Variables
	Step 1
	Step 2
	Step 3

	 
	β(t)
	β(t)
	β(t)

	Education
	0.074
	-0.003
	0.012

	Gender
	-0.030
	0.002
	0.065

	Age
	-0.147
	-0.056
	-0.004

	Protean career attitude
	
	0.334**
	0.345**

	Perceived organizational support
	
	-0.121
	0.012

	Perceptions of gain from firm
	
	-0.525**
	-0.216**

	Organizational commitment
	
	
	-0.374**

	Occupational identity
	
	
	0.096

	Job Satisfaction
	
	
	-0.270**

	R²
	0.03
	0.31
	0.39

	Adjusted R²
	0
	0.26
	0.32

	ΔR²
	-
	0.28
	0.08

	F

Sig. F
	.285

.836
	6.657.000
	   6.640

  .000


*p≤.05; **p≤.01; ***p≤.001; N=112

Table 5: Hypotheses and support level

	Hypothesis
	Support

	1a: Protean career attitude is positively related to job satisfaction
	Supported

	1b: Protean career attitude is positively related to intention to quit
	Not supported

	2a: A protean career attitude relates positively to willingness to invest effort in the organization 
	Supported

	2b: A protean career attitude relates negatively to organizational commitment
	Not supported

	3a: Protean career attitude is positively related to occupational identity
	Supported

	3b: Occupational identity is negatively related to intention to quit 
	Supported

	3c: Occupational identity is positively related to willingness to invest effort in the organization
	Supported

	4a: Perceived organizational support is positively related to job satisfaction 
	Supported

	4b: Perceived organizational support is positively related to willingness to invest effort in the organization 
	Supported

	5a: Job satisfaction is negatively related to intention to quit
	Supported

	5b: Job satisfaction is positively related to willingness to invest effort
	Supported

	6a: Perceived organizational support is negatively related to intention to quit
	Supported

	6b: Perception of what the employee receives from the firm is negatively related to intention to quit
	Supported

	7: Intention to quit is positively related to subsequent job quit behaviour 
	Not supported


Figure 1: Research Model
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