[bookmark: _Hlk190007611][bookmark: _Hlk124485142][bookmark: _Hlk62382611]Abstract
Purpose: The intelligent careers framework, introduced three decades ago, was a key contribution to boundaryless career thinking that challenged the traditional assumption of long-term organizational careers. This paper offers a systematic review of the research informed by this framework.
Design/methodology/approach: We systematically reviewed 179 articles grounded in intelligent careers framework and assessed their collective contributions to the evolution of career scholarship.
Findings: We analyze the framework’s three foundational dimensions—knowing why, knowing how, and knowing whom—alongside their antecedents and outcomes. We also highlight its distinctive features: an interdisciplinary foundation, reciprocal links among the three ways of knowing, and its focus on the employer–employee relationship. Our synthesis refines the framework’s boundary conditions and clarifies contextual factors shaping its application.
Originality: This review provides the most comprehensive integration of research on intelligent careers to date. Using a sensemaking lens, it consolidates fragmented insights, refines theoretical understanding, and identifies underexplored dynamics, offering a foundation for future interdisciplinary and multilevel research. 
Implications: We position intelligent careers as a mature framework for examining how individuals and organizations co-construct careers in an evolving world of work. Practically, organizations can use the framework to support career ownership and dialogue, aligning individual growth with strategic goals and fostering mutually beneficial employment relationships.
Keywords: Intelligent careers; Ways of knowing; Career capital; Career competencies; Boundaryless careers; Systematic review

[bookmark: _Hlk113030551][bookmark: _Hlk60821288]The Intelligent Careers Framework: A Review of the Literature and a Call for Future Research

"The future we predict today is not inevitable. We can influence it, if we know what we want it to be. My conviction​... is that we can and should be in charge of our own destinies in a time of change."
							Charles Handy, 1990

[bookmark: _Hlk190007734][bookmark: _Hlk166255359][bookmark: _Hlk167288590]The concept of intelligent careers emerged as a theoretical response to the rise of the knowledge-driven company and its potential influence over career development (Hall, 1992). Its proponents sought not only to advance career theory for its own sake, but also to do so in ways that would yield practical benefits to society, organizations, and the career actors themselves (Arthur et al., 1995). The intelligent careers framework captures how career actors seek increased mobility through three “ways of knowing” to assume ownership of their careers (Arthur et al., 2017), while research evidence suggests that acting as the owner of one’s career contributes to positive functioning in times of uncertainty (Dickmann and Watson, 2017). Intelligent careers have also gained traction in management research because such an approach to careers helps employees seize their potential (Sullivan and Arthur, 2006), improve their performance (Sultana and Malik, 2019) and engage in activities that help them remain employable (Direnzo and Greenhaus, 2011). The approach also enables employers to benefit from high caliber talent (Crowley-Henry and Al Ariss, 2018) despite the limited capacity to provide permanent employment (Direnzo and Greenhaus, 2011).
[bookmark: _Hlk190007759]The past few years have witnessed the application of this framework to a diverse range of populations and settings due to its relevance to the contemporary world of work.  Revered management scholar Charles Handy’s words quoted above ring louder today than when he wrote them. The need for people to own, manage, and develop their careers, as opposed to delegating these tasks to their employing organizations, appears as an inevitable aspect of contemporary working life (Kost et al., 2020). With the trends of globalization, automation, artificial intelligence and the gig economy reshaping traditional career paths, careers involve changes in job structures, skill requirements, and other aspects of workplace dynamics (Hirschi, 2018). In addition to these changes, the global Covid-19 pandemic has led to a worldwide economic recession (Dubina et al., 2021) and exacerbated worker stress (Trougakos et al., 2020). These ongoing changes have elevated the need for employees to become increasingly strategic in managing their careers by reflecting on their identity and what they look for in their careers (knowing why), building human capital (knowing how), and developing relationships (knowing whom; Bidwell and Mollick, 2015; Ibarra, 2023) highlighting the relevance of the intelligent careers framework (Arthur et al., 1995).  
[bookmark: _Hlk190007837][bookmark: _Hlk214611585][bookmark: _Hlk190007867][bookmark: _Hlk214611875]The widespread and increasing application of the framework in the past three decades denotes that the intelligent careers framework has matured and evolved as a solid citizen of the field with a promising outlook to contribute to addressing the needs of future careers scholarship. To integrate the knowledge generated through ongoing research on the intelligent careers framework, we set out to review such research systematically and synthesize their findings to inform future research and practice. Our review considers the evolution of a career framework that does not prescribe fixed variables but sees interconnected links among its core elements, concerned with why, how, and with whom people work. In doing so we offer two main contributions. Our review’s first contribution is to deliver a timely review of all scholarship on the intelligent careers framework that present and future scholars can refer to in determining subsequent research designs. In doing so, we sharpen the boundary conditions in intelligent career theory and clarify the context that might alter the meaning and application of its main components. For example, for knowing why, factors such as career stage, work–life priorities, and economic pressures shape its meaning and influence. Knowing how is contingent on industry-specific skill demands, organizational resources, and cultural expectations for self-leadership. Knowing whom depends on the scope and accessibility of professional, personal, and cross-cultural networks. Also, the framework’s interdisciplinary potential is constrained by disciplinary silos, the interdependence of the three ways of knowing is more visible in qualitative and longitudinal contexts, and the two-way employment relationship is most evident in settings where open career dialogue is culturally and structurally supported.
[bookmark: _Hlk190008100][bookmark: _Hlk214611690][bookmark: _Hlk214612200]The second contribution is further identifying and interpreting patterns that career scholars can see in the overall data, largely adopting what Huff (2008) calls a “sensemaking” lens, one that “informs our own scholarly activities and subsequent conversation, presentations and other outputs.” This lens encourages researchers to move beyond cataloging existing studies to actively interpreting connections, surfacing underlying patterns, and positioning the review within a broader academic dialogue. Such an approach enabled us to integrate fragmented segments of the literature, refine the theory, identify overlooked features and relationships, and generate insights that inform research. By doing so, we extend our outreach to a larger audience that involves all social scientists who study how work evolves over time, for example in the fields of leadership, project management and work-family accommodation, thereby explicitly or implicitly engaging with “the evolving sequence of [people’s] work experiences over time”—that is, with a definition of careers (Arthur et al., 1989).
[bookmark: _Hlk190008132]This review is organized into the following sections. First, a theoretical background covers the intelligent careers framework and introduces three further distinctive features of that framework: interdisciplinarity, links between ways of knowing, and the employment relationship. A second methodology section describes our literature search and the coding and content analysis of that framework. Our findings section provides an overview of the articles, with separate subsections on the observed dimensions of three ways of knowing, and reports on their antecedents and outcomes. A separate section considers evidence for each of three previously described distinctive features of the framework and a final discussion section reports on the evolution of the intelligent careers framework, future research directions and limitations of this review.
[bookmark: _Hlk190008207]Theoretical Background
[bookmark: _Hlk190008780]The Intelligent Careers Framework
A primary point of departure for intelligent careers is Arthur and Rousseau’s (1996) book on boundaryless careers. The first article referencing intelligent careers was published when that book was in press, and complemented a book chapter by DeFillippi and Arthur (1996) that examined the same framework. Subsequent writing proposed that the three ways of knowing could be viewed as an individual sources of career capital responding to wider macro perspectives on cultural capital, human capital and social capital respectively (Arthur, Inkson and Pringle 1999, Inkson and Arthur, 2001).
In contrast to most mainstream career theories, the intelligent careers framework was not developed from any particular behavioral science approach. Rather, it can be traced to an interdisciplinary view of “organizational careers” initiated by psychologist Edgar Schein, social psychologist Lotte Baylin, and sociologist John Van Maanen out of Massachusetts Institute Technology in the mid-1970s, spearheaded by Van Maanen’s (1977) edited book on Organizational Careers. Our approach is widely influenced by their line of work, but with an additional assertion that inter-organizational mobility be part of the picture. 
The intelligent careers framework was also derived from ideas about the knowledge-driven company. Those ideas can be summarized to involve three interdependent competencies, reflected in a company’s culture, know-how, and networks (Hall, 1992). In turn, Arthur et al. (1995) argued that individuals could develop three interdependent “ways of knowing” about why, how, and with whom they worked. Knowing why responds to a company’s culture, and reflects the motivation and personal meaning an individual brings to their career, Knowing how responds to a company’s overall know-how, and reflects an individual’s skills and knowledge. Knowing whom responds to a company’s networks and reflects an individual’s connections, both inside and outside the employing company (Arthur et al., 1995). See Figure 1. Later, Arthur, Inkson and Pringle (1999) and Inkson and Arthur (2001) argued that the three ways of knowing could be seen as non-financial “career capital” available to workers to further invest in their careers, giving rise to a subsequent body of research under the career capital label.
[bookmark: _Hlk190008927]The intelligent careers framework has much in common with, and builds on, the idea of portfolio careers described by Handy (1995). He writes of a “coming work culture” where people “by choice or circumstance, find themselves on the outside of corporate enterprise.” Those “portfolio workers” are encouraged to maintain various portfolios of expertise that they can draw on and extend as they fulfil contract work engagements, and to become “self-managers” of their own assets (Handy, 1995, pp. 26–28), including fulfilling more than one project at the same time. A similar argument from Handy’s (1990) earlier work informed DeFillippi and Arthur’s (1996) anticipation of the intelligent careers approach.  
Insert Figure 1 about here
[bookmark: _Hlk190009007]Three Distinctive Features of the Intelligent Careers Framework
[bookmark: _Hlk121387720][bookmark: _Hlk107551336][bookmark: _Hlk190009045][bookmark: _Hlk121387768]In further consideration of the above, we propose that the intelligent careers framework’s underlying theory incorporates three distinctive features. The first feature, already indicated, is that the theory involves an interdisciplinary approach, in contrast to the largely psychological or cognitive approaches of various other theories. The most distinctive interdisciplinary aspect is the inclusion of sociology—represented by knowing whom—not just through the cognition of career actors but in the direct observation of social experiences. Van Maanen (1977) described how sociology approached the study of careers through three distinct approaches, in industrial sociology (e.g., on teachers’ work; Connell et al., 2020), the sociology of occupations (e.g., sociology of the arts; Alexander, 2021) and organization theory (e.g., career imagination; Cohen and Duberley, 2021). However, a check for the three approaches across three mainstream career-relevant journals, the Journal of Vocational Behavior (JVB), Career Development International (CDI) and the International Journal of Human Resource Management (IJHRM) between 2023 and 2025, reveals no substantial attention to either industrial sociology or the sociology of occupations. There were just four matches for organization theory in JVB and two more matches in CDI and IJHRM (one in each). Sociology has gained more attention with career scholars through other perspectives, for example on reference groups (Lawrence, 2006) and structural holes (Burt, 2007), or the use of ethnographies to pick up on emerging employment trends, identify changing work patterns, and ground careers more clearly in the wider material world (Anteby and Bechky, 2016).
The second distinctive feature, reinforcing the theory’s interdisciplinary nature, reflects the internal links among the three ways of knowing. To illustrate, the most researched link in the framework is that from knowing why to knowing how, reflected in widespread psychological approaches to career assessment and determination of occupational preferences (Reynolds et al., 2021). Continuing in a clockwise direction, the link from knowing how to knowing whom is central to social-psychological ideas about how a leader’s skills can influence their team (Parker et al., 2009). In turn, the link from knowing-whom to knowing-why is reflected in sociological ideas on the influence of reference groups over people’s identities (Lawrence, 2006).
Regarding the remaining links in an anticlockwise direction, knowing why to knowing whom reflects psychological attraction theory about people choosing their own companions (Highhouse et al., 2007). Knowing whom to knowing how represents established work on how group norms can affect individual productivity (e.g., Biron and Bamberger, 2012). Finally, knowing how to knowing why reflects ideas about the motivational consequences proposed by job design theory (Oldham and Fried, 2016). 
Recent qualitative work has reported on the existence of all six of these links, for example of individual motivation (knowing why) driving on-the-job learning (knowing how) or of reference groups (knowing whom) shaping individual identities (knowing why) (Beigi et al., 2018; Culié et al., 2014; Zikic and Ezzedeen, 2015). This work also suggests that each of the three ways of knowing can mediate the relationship between the other two, for example when distinguished professors are motivated to go outside their own field (knowing why) to find new collaborators (knowing whom) to inspire fresh research projects (knowing how) (Beigi et al., 2018). The six links are illustrated in Figure 1.
[bookmark: _Hlk121387806][bookmark: _Hlk190009119]The third way in which the theory is distinctive is in the attention it pays to the interplay between workers and their companies through their employment relationship. We define an employment relationship as a relationship in which contributions are provided by both an employer and an employee on how that relationship can be developed. A positive employment relationship is a reciprocal one that “can enhance both employee well-being and organizational performance,” thereby offering a path to mutual gains (Guest, 2017, p. 24). A negative employment relationship, in contrast, is one where reciprocity between the two parties is not achieved, and any gains are one-sided (Guest, 2017). Those one-sided gains are commonly seen to accrue to employers through work performance. However, they can also be seen to accrue to individuals through, for example, “protean career contracts,” where the career is managed by the individual and the employer is expected to respond with challenging assignments and developmental relationships directly tailored to the employee’s needs (Hall, 2002, p. 24).  
A relationship between employer and employee was anticipated in the derivation of the intelligent careers framework in the alignment of company culture, know-how and networks with their respective counterparts in knowing why, knowing how and knowing whom (Arthur et al., 1995). That article proposed a “new paradigm” employment relationship, calling on both parties to adapt to a flexible rather than a long-term arrangement in a fast-changing world. This calls for career owners and their managers to represent the separate parties to the relationship, and to participate in regular career conversations about it. These can address a range of concerns that a) support employees in their own career development, b) provide idiosyncratic “I-deals” to meet a particular employee’s concern, c) encourage individual responsibility for their own careers, and d) pursue an internal consensus over how career management is practiced (De Vos and Cambré, 2017). 
The above literature review has covered a range of theories concerning employment mobility, and a further response on the intelligent careers framework. It has also highlighted the three additional features of the intelligent careers framework that complement the underlying framework. After three decades of research on the framework, it is time to pause and evaluate where the literature is heading: How has research on intelligent careers broadened our knowledge and to what extent have the three distinctive features of intelligent careers framework been explored and examined by previous research?
[bookmark: _Hlk190009211]Methodology 
We adopt a systematic literature review methodology to search, select, and synthesize the articles included in our review. This approach synthesizes research findings in a transparent manner to enhance extant knowledge and inform subsequent research and practice (Higgins and Green, 2008; Tranfield et al., 2003). While we followed the systematic literature review steps, we also adhered to a researcher’s sensemaking approach. Huff (2008), drawing parallels between the sensemaking process and scholarly dialogue, argued that researchers engage in sensemaking by strategically positioning their work within ongoing academic conversations—through moves such as speculation, clarification, adjustment, and synthesis. In line with Huff’s (2008) description of speculation as a step toward provoking new ideas, we speculated on emerging relationships across disciplines, asserting integrative themes. Following Huff’s (2008) notion of clarification as deepening understanding through detail, clarified distinctions between concepts. Reflecting Huff’s (2008) adjustment move, defined as revising components in light of new evidence, we adjusted interpretations in light of cross-disciplinary patterns. Finally, inspired by Huff’s (2008) synthesis move—reconciling contradictions within a broader explanatory frame—our narrative synthesized insights around the intelligent careers framework. In doing so, our review not only systematically identified the relevant literature but also positioned it within the academic dialogue that informs future scholarship.
Literature Search
As our first step, we conducted a systematic search of peer-reviewed academic literature. We searched the Social Sciences Citation Index (Core Collection) database as it is widely recognized as a high-quality source for journal articles in management and related fields, using a comprehensive list of keywords and Boolean operators including intelligent careers, career capital, the three ways of knowing and their variations (see Appendix 1 for a list of our search terms). To achieve a comprehensive understanding of the literature, we did not impose timeline limitations on our search. Our search yielded 855 records. We read the titles, abstracts, and keywords of the retrieved publications and screened them according to the following questions: (a) Does the article report an empirical study or conceptual work published in a peer-reviewed journal? and (b) Is the article grounded in the intelligent careers framework (e.g., articles that referred to the three ways of knowing only in part of their literature review or discussion but did not measure or conceptualize them were excluded). 
To ensure relevant articles were not overlooked, we also hand-searched five journals that publish most of the career-related research (i.e., Journal of Vocational Behavior, Journal of Career Assessment, Journal of Career Development, Career Development International, and Career Development Quarterly) and 11 journals in the areas of management, human resource management, organizational studies, organizational behavior, and occupational psychology, rated as 3, 4, or 4 star journals in the Chartered Association of Business School’s (ABS) ranking. In focusing on articles published in ABS ranked journals, we follow the approach of past systematic reviews to ensure a quality threshold (e.g., Soto‐Simeone et al., 2020; Wang and Chugh, 2014; Zhou et al., 2025). Articles published in ABS-listed journals are recognized as being of relatively high quality in the business and management research. According to the ABS Methods guide, journals ranked as 3 are highly regarded for publishing original, well-executed research and are known for their selectivity. Journals listed as 4 are described as publishing the most original and best-executed work, with typically high submission rates and low acceptance rates, while 4 star journals are considered as the “Journals of Distinction” in the field (Chartered Association of Business Schools, 2024, p. 14; Thomas and Tee, 2022). As the result of these steps, we located 179 articles for our review (see Figure 2 for a flowchart visualizing our article selection steps). These articles were published from 1995 (the year in which the concept of intelligent careers was first introduced (Arthur et al., 1995) to the end of October, 2025. To maintain reliability and consistency, at least two authors engaged in all steps of the search and subsequent screening, coding and analysis.
Insert Figure 2 about here
Coding and Content Analysis
[bookmark: _Hlk190009491]In addition to coding for general information, including publication year, author(s), and journal, we coded all the retrieved articles in a matrix (Garrard, 2016) for the following: intelligent careers conceptualization (terms, variables, and theoretical foundations), study design (i.e., context, methodology, data source, measures, and data analysis methods), and relationships among variables (research questions, hypotheses, and findings). Next, we divided our sample into conceptual, quantitative, and qualitative studies (we included mixed methods studies in both groups). For conceptual articles, we summarized their propositions, which were used in synthesizing our findings as well as in our literature review and discussions. For the quantitative studies, we recorded the hypotheses that examined the three ways of knowing and coded their relationships with other variables. For each qualitative study, we treated the findings section as qualitative data and coded it for categories associated with the three ways of knowing. 
[bookmark: _Hlk190009526]In a second step, we grouped factors indicating similar content using the constant comparative method, which includes coding incidents for a category and then compares them with other incidents in all the categories (Lincoln and Guba, 1985). Through this step, we indicated 14 subcategories referring to the conceptualization or operationalization of intelligent careers that we grouped into three major categories of knowing why, how, and whom (Appendix 2). Our coding also identified 12 subcategories that we further organized as three antecedents (i.e., events, individual factors, and context) and two outcomes (i.e., individual level and organizational level) of the three ways of knowing (Appendix 3). 
[bookmark: _Hlk190009589]Referring back to our literature review, we determined that it could be helpful to examine how the reviewed studies aligned with the three distinctive features of the intelligent careers framework. One author took the lead in reanalyzing the whole data set through this lens, while two other authors reviewed the codes, and raised questions. Where necessary, our four-person team settled on an agreed interpretation. In our coding process, we determined that an interdisciplinary feature manifested in studies that either (a) indicated social capital and networking to capture how careers interact with the social world, (b) acknowledged the role of macro national context on individual careers, (c) referenced the industry or organization context as a reference point in relation to individual careers, or (d) included cross-cultural comparisons. For the links among the three ways of knowing, we included all studies that explicitly examined findings across any of the six unidirectional links shown in Figure 1. We also double-checked the remaining articles for any further links. For studies on the employment relationship, we first looked for studies where this relationship was examined as a concern held by each of the employer and the employee about the other. We then proceeded to include studies that examined just one side of the employment relationship—that is from the employer to the employee, or from the employee to the employer—to provide a more nuanced picture. See Appendix 4. 
[bookmark: _Hlk190010755]Findings
[bookmark: _Hlk190010844]Overview of the Articles
Since its introduction in 1995, the intelligent careers framework has been central to 179 articles. This reflects a growing interest over the past three decades, with 12 articles published up to (and including) 2004, 46 articles published from 2005 to 2014, and 121 articles published from 2015 to October 2025. This upward trend suggests that the intelligent careers framework has gained increasing recognition and relevance in career research. Most empirical studies included in our review were conducted in Europe (n=62) and North America (n=26). Such geographic concentration suggests that research on the framework has been largely shaped by Western contexts, highlighting the need for more studies in diverse cultural and economic settings to enhance its global applicability. The articles were published in 63 different journals, including Career Development International (n=24), the Journal of Vocational Behavior (n=17), and the International Journal of Human Resource Management (n=16). A broad distribution across journals indicates the framework's interdisciplinary appeal and its relevance to various fields. The research methods ranged all the way from quantitative (n=84), to qualitative (n=57), mixed (n=8), and conceptual (n=30). Most quantitative studies used surveys (n=88), while qualitative studies collected data using interviews (n=56). Nine quantitative and two qualitative studies collected data at more than one point in time. In contrast, 143 empirical studies in our dataset (92%) collected data only at one point in time. This methodological breakdown suggests a strong emphasis on cross-sectional designs, highlighting a future need for more time-sensitive studies to capture the evolving impact of the intelligent careers framework over time. The research on boundaryless careers reflects both inter-organizational mobility (i.e., research sample including participants moving across organizations and employers) (e.g., Jacobs et al., 2019) and intra-organizational mobility (i.e., research sample including participants moving across functions, departments, and subsidiaries of a large corporation) (e.g., Brown et al., 2020).
We turn next to reporting on the customary review process (Denyer and Tranfield, 2009) by examining each dimensions of the three ways of knowing. After that, we provide a synthesis of the research conducted on antecedents and outcomes, followed by a focused discussion on the previously described distinctive features of the intelligent careers approach. This evidence draws from both quantitative and qualitative studies. What is below only cites individual examples of the phenomena we found, while a wider range of evidence is shared in Appendices 2-4.
[bookmark: _Hlk190013018][bookmark: _Hlk190010948]Dimensions of The Three Ways of Knowing 
Distinct from the observation of antecedents and outcomes, our data also provided complementary evidence on the internal dimensions of the ways of knowing themselves. This evidence came from both quantitative and qualitative studies.
In organizing this evidence, we synthesize how relevant research conceptualized, measured, and labeled each way of knowing. Although all studies in our review were informed by the intelligent careers framework, they used varying labels for the dimensions of each way of knowing. Where appropriate, we merged these labels to pave the way for future research to build on these overall dimensions. Below, we present our findings regarding each of the three ways of knowing and their dimensions. 
[bookmark: _Hlk190013777][bookmark: _Hlk189907141]Dimensions of Knowing Why
[bookmark: _Hlk54693626]Knowing why was examined in 96 studies, with intrinsic motivation emerging as a key theoretical dimension (Dickmann and Cerdin, 2018). This was also referred to as motivation, personal drive, and internal drive. This dimension was primarily examined in qualitative studies, and provided evidence for how individuals derive personal satisfaction from their work. Related evidence suggests that intrinsic motivation for work derives from the satisfaction of psychological needs (Welch and Welch, 2015) concerned with needs for freedom, challenge, and social interactions. Such findings highlight the importance of aligning career choices with fundamental psychological needs to sustain career motivation and satisfaction. Some professionals experience shifts in motivation, moving from status-driven careers to purpose-driven work, as seen in corporate executives transitioning to social enterprises or academia (Beigi et al., 2018; Sherif et al., 2020). This suggests that knowing why evolves dynamically, requiring individuals to continually reassess knowing why in changing contexts.
Gaining awareness of goals and interests, was examined mostly among research participants who were in their early career stages (e.g., Taber and Blankemeyer, 2015). These insights underscore the need for educational institutions and employers to facilitate career awareness initiatives early in professional development. To measure knowing why, various quantitative studies relied on scales with items related to self-awareness, goal setting, and career planning (e.g., Jokinen et al., 2008). 
The role of work-life balance was also evident in why individuals made certain career-related decisions (e.g., applying for, postponing, accepting, or refusing job opportunities) (Van den Born and Van Witteloostuijn, 2013). This highlights the evolving nature of knowing why, where personal life considerations increasingly influence professional choices. Finally, while intrinsic motivation is central to knowing why, fulfilling financial needs was identified as a motive for those who wanted to be independent or to fulfill their “provider” roles (e.g., Grant-Vallone and Ensher, 2011). Taken together, studies demonstrate that knowing why is a multi-faceted competency encompasses both intrinsic drive and extrinsic rewards in career decision-making.
Dimensions of Knowing How
Knowing how was examined in 101 studies, revealing key dimensions that capture the range of knowing how skills individuals develop to navigate their careers. These involve context-specific skills, which pertain to specialized expertise required in particular roles or industries (such as office software for an assistant, research and publishing for a university professor) as well as knowledge related to one’s organization and/or industry (e.g., Itani et al., 2015). Most studies that measured knowing how relied on scales based heavily on context-specific skills (e.g., Fleisher et al., 2014). 
Other dimensions are  interpersonal skills, which involve the ability to establish, keep, and manage relationships at work (e.g., Hirt et al., 2017), cross-cultural skills, which involve understanding and adapting to different cultural contexts(e.g., Dickmann and Cerdin, 2018) and teamwork skills, which emphasize trust, collaboration, and effective communication within teams (e.g., Sturges et al., 2003). These findings underline the role of knowing how in navigating culturally diverse contexts.
[bookmark: _Hlk190068631]Self-leadership skills were about influencing, monitoring, directing, and managing one’s thoughts, feelings, and actions (e.g., Brown et al., 2020). For example, individuals who practiced self-management strategies, such as goal-setting and coping with change, were better equipped to navigate career challenges (Briscoe et al., 2012; Santos et al., 2019). Finally, managerial skills—including project management, finance, coaching, scheduling, planning, critical thinking, management of people, and leadership (e.g., Fitzsimmons and Callan, 2016)—emerged only in qualitative research in contexts that required taking initiatives, such as in entrepreneurship, expatriation and project management assignments). These dimensions suggest that knowing how is crucial for individuals operating in high-stakes or complex work environments.
Dimensions of Knowing Whom
Knowing whom was investigated in 109 studies, emphasizing the significance of professional and social networks. The dimensions of knowing whom focus on internal and external professional networks, which emerged as the most common areas of study. The majority of studies focused on supervisors and colleagues within one’s organization (Beigi et al., 2020), although some studies included former colleagues, business partners, and informants, such as government agents (Yao, 2014). These professional networks were shown to enhance career opportunities by providing guidance, mentorship, and access to resources (Eby et al., 2003; Santos et al., 2019). While, some quantitative studies used proxy variables for knowing whom, for example in career positioning strategies or contextual knowledge of one’s organization (Hussain et al., 2019), the rest used scales that were specifically designed to measure knowing whom among particular samples (e.g., pop musicians; Zwaan et al., 2010).
Family members providing support for career decisions or their influence on career paths, for example in providing help in job search (Cotton et al., 2011) was also emerged as a dimension of knowing whom. Nonwork-related, personal networks (i.e., friends) who provided advice, support, and/or new connections provide another category. Examples include support groups for working women with children, friends, and former classmates (Cappellen and Janssens, 2008). External stakeholders were also accounted for as a broader range of social contacts, such as clients, fellow citizens, strangers, and social support organizations (Beigi et al., 2020). These findings highlight the importance of proactively managing and nurturing professional and social connections, even beyond immediate organizational contexts.
Antecedents of the Three Ways of Knowing
[bookmark: _Hlk56424826][bookmark: _Hlk58317010][bookmark: _Hlk64644530]We organized the articles that investigated the antecedents of the three ways of knowing into four groups. One group investigated the accumulation of the three ways of knowing from specific events. Prominent subgroups involved international experiences (Mello et al., 2025) developmental experiences (Mackay, 2017) or transitions (Baruch and Quick, 2007). Findings of this group of studies reveal that international experiences such as self-initiated expatriation enhance self-awareness (knowing why), skills refinement (knowing how), and professional networks (knowing whom), but can weaken home-country connections and reduce career recognition, highlighting the dual impact of such events on the three ways of knowing (Houldsworth et al., 2023; Salomaa and Makela, 2017). Developmental experiences including education, mentoring, and training strengthen all three ways of knowing, especially knowing how (e.g., Chen et al., 2012; Houldsworth et al., 2025). Transitions such as career shifts or life changes highlight the challenges in transferring certain competencies from one career context to another. For example, while knowing whom often contributes positively to successful career transitions, it may not always be seen as a transferable competency once a transition has been made (Baruch and Quick, 2007; Mayotte, 2003).
[bookmark: _Hlk190011085]A second group examined individual antecedents, of either dispositions or attitudes on the three ways of knowing. Evidence in these categories suggest that among the individual factors, proactiveness, openness to experience, and boundaryless career orientation have the highest potential to drive development of three ways of knowing (van der Baan et al., 2022; Çöp et al., 2022). Career-related attitudes such as future work self were shown to influence all three ways of knowing by encouraging career planning, skill building, and networking behaviors (Taber and Blankemeyer, 2015).
[bookmark: _Hlk190012492]A third group and a fourth group were concerned with antecedents involving organizational factors (Hirt et al., 2017) or involving local, regional or national contexts (Houldsworth et al., 2019) of the three ways of knowing. Studies suggest that organizational factors such as supportive career management practices, global talent management strategies, and anti-discrimination policies positively influence the three ways of knowing (e.g., Bonneton, 2025). Supportive supervision enhances work motivation (knowing why) and skill development (knowing how), while global talent strategies strengthen professional networks (knowing whom) (Bonneton et al., 2019; Kong et al., 2016). Global talent management was linked to strengthening professional networks (knowing whom), while supportive supervision enhanced work motivation (knowing why) and skill development (knowing how). At the local and national levels, economic structures and cultural norms were found to influence the development of three ways of knowing. As an example, one study showed that MBA participants in liberal market economies develop three ways of knowing in distinct ways compared to those in social democratic economies (Houldsworth et al., 2019). These findings imply that the process of developing the three ways of knowing can be highly context-dependent and highlight the need for cross-national studies to further explore how macro-level factors interact with individual and organizational influences to shape the three ways of knowing.
[bookmark: _Hlk190012542]Outcomes of the Three Ways of Knowing
[bookmark: _Hlk190012575][bookmark: _Hlk190012792][bookmark: _Hlk190012606]Turning to outcomes, individual factors involved findings on subjective career success and related that success to all of knowing why (e.g., from work motivation, Sultana and Malik, 2019) knowing how (e.g., from interpersonal skills, Wang et al., 2019) and knowing whom (e.g., from professional networks, Jacobs et al., 2019). Objective career success through salary increases and promotions was also related to higher measures of knowing-why, knowing-how or knowing-whom competencies (e.g., Francis-Smythe et al., 2013). These findings indicate that career actors who actively develop three ways of knowing are more likely to achieve holistic career success, both subjective and objective. Attitudinal outcomes were another group of outcome variables stemming from the three ways of knowing (De Vos et al., 2017). Attitudinal outcomes, such as employability perceptions and job satisfaction, are influenced by career insights (knowing why), context-specific skills (knowing how), and networking behaviors (knowing whom). For instance, individuals with robust professional networks (knowing whom) are more likely to perceive career mobility and engage in job search behaviors (McArdle et al., 2007). Psychological outcomes such as resilience and well-being are also positively associated with the three ways of knowing, particularly in contexts of career uncertainty or economic downturns (Briscoe et al., 2012). Behavioral outcomes (e.g., job performance; Sultana and Malik, 2019) are driven by motivation (knowing why), interpersonal and self-leadership skills (knowing how), and external support systems (knowing whom). 
[bookmark: _Hlk190012970]Finally, a rather less explored group of outcome variables was the organizational outcomes of the three ways of knowing. Studies suggest that at the organizational level, the three ways of knowing contribute to improved outcomes such as team performance and perceptions of organizational competitiveness. For example, professional skills and networks (knowing how and whom) enhance team-level project performance, while motivation and skill development (knowing why and how) support organizational capability (e.g., Lee, 2018; Vicentini and Boccardelli, 2016). However, these studies often relied on self-reported measures, indicating a need for more objective data on how individual three ways of knowing translate to organizational success. We summarize the findings of the antecedents and outcomes in Appendix 3.
Considering the Three Distinctive Features
This article introduces the previously described three distinctive features—an interdisciplinary approach, links among the ways of knowing, and attention to the employment relationship—for the first time. As a result, we could not anticipate finding them directly addressed in our reviewed articles. However, we sought to demonstrate how these features were or were not represented in each article, and we report the evidence on what we found in Appendix 4. The articles referenced below engaged with each feature to varying degrees, with only three studies addressing more than one, indicating that most papers focused on distinct aspects rather than overlapping foci. Our summaries of those findings follow. 
An Interdisciplinary Approach
[bookmark: _Hlk121407997][bookmark: _Hlk121407693]All of the studies that use an interdisciplinary approach complied with the definition provided earlier about identifying at least one concept from each of two behavioral science approaches. The 34 studies fall into three groups, highlighting different ways in which interdisciplinary perspectives contribute to careers research. First, various studies examine careers in specific contexts—for example employees of non-profit organizations deciding to go into war zones (Dickmann and Watson, 2017) and actors in television drama productions obliged to work through temporary appointments (Vicentini and Boccardelli, 2016).
A second group of studies explores how careers are shaped by cultural influences. For example, in the experiences of immigrants (Shirmohammadi et al., 2023) or in the development of cross-cultural skills across countries (Kanstrén and Suutari, 2021). These studies underscore the importance of borrowing from sociology and organizational behavior to understand how individuals adapt their career strategies in different national and cultural contexts. The third group of studies draws on social capital or networking theories, investigating how career actors leverage relationships for career support and advancement. These include studies on mentorship and professional networking (Baruch and Quick, 2007) as well as research on people’s use of social networking websites (Davis et al., 2020). 
Despite the significance of such an interdisciplinary approach, it occurs only in 17% of the total studies. This limited adoption may stem from the challenges associated with interdisciplinary research, such as the need to combine diverse methodologies, integrate different theoretical perspectives, and reconcile varying epistemological assumptions. Also, careers research has traditionally been dominated by psychological and organizational perspectives, which may have limited engagement with other disciplines. Engaging in interdisciplinary research in the future could address these gaps, potentially bridge theoretical silos, improve methodological diversity, and generate deeper insights into the evolving nature of work and employment relationships.
[bookmark: _Hlk190076014]Links around the Framework 
The second distinctive feature of the intelligent careers framework, reinforcing and further illuminating the theory’s interdisciplinary nature, reflects the internal links among the three ways of knowing, as identified in nine studies from our database. We begin with links from knowing why. Some qualitative studies demonstrated a link from knowing why to knowing how, for example where career identities or intrinsic motivation led people to develop wider job-related skills (Park, 2020) or to seek out new opportunities for their work (Zikic and Ezzedeen, 2015). The same studies demonstrated complementary links from knowing why to knowing whom, for example in being motivated to find a mentor (Beigi et al., 2018) or to engage with a community of practice (Shirmohammadi et al., 2023).
Turning to cover links from knowing how, various qualitative studies demonstrated a link from knowing how to knowing why, for example when the development of job-related skills made people more passionate about their work (Itani et al., 2015) and when a demand for long working hours interfered with a person’s job commitment (Beigi et al., 2018). The same studies, regarding knowing how to knowing whom, provided evidence for links from a variety of skills – in languages, in inspiring others or in taking the initiative – that could build new career-relevant relationships (e.g., Shirmohammadi et al., 2023).
Regarding links from knowing whom, some studies described links from knowing whom to knowing why, involving career-related connections as mentors or colleagues encouraging the exploration of new paths or prevailing against difficulties (Zikic and Ezzedeen, 2015). On the link from knowing whom to knowing how, career-related connections could help to compensate for a worker’s skills (Park, 2020), or take responsibility for the development of a collaborator’s skills (Beigi et al., 2018).
Three qualitative studies (Beigi et al., 2018; Culié et al., 2014; Houldsworth et al., 2025) demonstrated the interplay among all three ways of knowing in different directions. Beigi and colleagues (2018) observed a virtuous cycle where distinguished academics were motivated (knowing why) to seek out new collaborators (knowing whom) in order to generate fresh ideas (knowing how) for their next research project. Once underway, the project drove a virtuous cycle in the reverse direction as new (knowing how) learning deepened the (knowing whom) relationship between collaborators to give rise to fresh (knowing why) motivation. Culié and colleagues (2014) found similar virtuous cycles in their study of IT project collaboration. In a recent study, Houldsworth and colleagues (2025) identified five different ways through which MBA alumni developed their career capitals, depending on the interrelationships and interdependencies between the three ways of knowing. 
In summary, all six potential links are widely represented across the limited number of seven qualitative studies that set out to explore those links. There is a wider opportunity to explore these links more broadly in related research on career narratives. Career stories provide access to individuals’ sensemaking, allowing researchers to examine how people interpret, perceive, (re)frame, and connect experiences (Ibarra, 1999). For example, identity (knowing why), learning (knowing how), and networking (knowing whom) are integrated in a story and brought to the surface for the researcher to examine. This approach enables researchers to capture the interplay of the three ways of knowing and observe emergent patterns of co-evolvement as careers unfold across a changing environment and over time.
[bookmark: _Hlk190076415]The Employment Relationship
[bookmark: _Hlk121408511]The third distinctive feature of the intelligent careers framework—the employment relationship—was examined in 27 studies, which can be categorized into three groups. In one group, studies indicated employer and employee concerns were seen connected through organizational practices and policies influencing individuals’ careers (e.g., Hirt et al., 2017) or by connecting individuals’ three ways of knowing to their counterparts in organizational culture, know-how, and networks (e.g., Dickmann and Harris, 2005). These findings highlight the reciprocal nature of navigating careers, that it is not solely an individual endeavor but is influenced by and contributes to organizational dynamics.
We chose to include two groups of further studies showing unidirectional data of employees relating to their employer’s concerns and of employers relating to their employees’ concerns (i.e., top-down employer-to-employee relationship in 12 studies and bottom-up to employee-to-employer relationship in 3 studies). These would provide additional information, and they may have also been contributions to two-way relationships that lay beyond the scope of the research. Studies that focus on employer-to-employee relationships show that organizations which offer career support and resources such as mentorship and developmental opportunities facilitate the accumulation of three ways of knowing among employees. Studies that examine employee-to-employer relationships investigate how individuals leverage personal agency to influence career outcomes through job crafting and negotiation of job roles. However, these studies, whether adopting a top-down or bottom-up approach, fail to account for the other party in the employment relationship, treating employers and employees as separate entities rather than examining a mutual process, as emphasized in the intelligent careers framework. These findings indicate a critical gap in research on two-way career conversations between employees and employers.
Despite growing recognition of the dynamic nature of employment relationships, only 7% of studies explored the expression of employee career concerns to their employers (See Appendix 5). Given the increasing emphasis on career ownership and employee-driven career management, further research is needed to investigate how career agency is exercised within employment relationships and how organizations can foster more collaborative, two-way career dialogues. Expanding research in this area will contribute to a more balanced understanding of career development as a shared responsibility between individuals and organizations.
Bringing together the three sections, it becomes clear that the distinctive features of the intelligent careers framework—interdisciplinarity research, the interdependent links among the three ways of knowing, and the two-way employment relationship—requires greater attention in future research. While the interdisciplinary nature of the framework provides a valuable lens for understanding career mobility, relatively few studies have fully leveraged its potential by integrating insights from multiple disciplines. Similarly, despite the theoretical interdependence of the three ways of knowing, most research has examined these dimensions in isolation rather than exploring their dynamic interactions over time. The two-way employment relationship, a core strength of the framework, also remains largely unexplored.
[bookmark: _Hlk190077442]Discussion 
[bookmark: _Hlk190077448]The need for individuals to own, manage, and develop their careers, rather than relying solely on their employing organizations, has become an important aspect of working life. The intelligent careers framework has recognized such as need and offered careers scholars ways to explore and address it in various contexts. In this review, we bring together the knowledge generated over the past three decades on the intelligent careers framework. The volume and breadth of research indicate that this framework has matured and evolved, offering a promising outlook for addressing the needs of contemporary careers scholarship. The findings of the review offer an integration of the different segments of the literature, refine the theory, and identify overlooked features and relationships, generating new insights for future research. We also recognize and interpret patterns in the overall data, largely adopting a sensemaking lens (Huff, 2008). Through this approach, we sharpen the boundary conditions in intelligent careers theory and clarify the contextual factors that may alter the meaning and application of its main components. Such synthesis extends the framework’s outreach to a larger audience, involving all social scientists who study how work evolves.
Evolution of the Intelligent Careers Framework
In tracing the evolution of the intelligent careers framework, our review shows how the underlying theory has been extended to various contexts and how each of its three components—namely knowing why, how and whom—has evolved to be more reflective of contemporary career contingencies. 
Knowing why has evolved to include factors such as work-life balance and financial needs influencing individual decisions about employment mobility. Knowing how has been expanded to include the self-leadership skills required to navigate a market that does not guarantee job security. Knowing whom has been extended to emphasize the roles played by family members, professional networks, and other stakeholders beyond the current employer. These developments can be attributed to a myriad of factors, including economic circumstances, adaptive employment arrangements, social change, and the emergence of nontraditional family arrangements (Huffman and Frevert, 2013). In this way, the intelligent careers framework has benefited from the research undertaken. We can anticipate the framework will continue to incorporate further changes in future time.
By bringing attention to the three distinctive features of the intelligent careers framework across the reviewed articles, we demonstrate the importance of taking a more critical approach to underlying theory. In this regard, despite widespread recognition of the interdisciplinary grounding of the career concept, only 16% of articles (28 from 179) adopted an interdisciplinary approach. This observation extends to the underlying links among all three ways of knowing, which were fully accommodated in only the seven qualitative studies undertaken. A similar point can be made about studies with data collection at more than one point in time, which occurred in only 6% (11 from 179) of the articles reviewed despite widespread recognition that careers happen over time.  We therefore encourage theory developers to incorporate the significance of time, for example, proposing longitudinal follow-up research to initial cross-sectional approaches. 
Our review would not have been as inclusive had we followed the tradition of most review studies and confined our review to quantitative research. The exclusion of qualitative research from other review and meta-analytic studies, mainly due to the complexities of integrating the findings with quantitative research, has resulted in depriving scholars of the unique insights gained from qualitative research and has led to a lack of inclusivity in relevant theorizing. Qualitative research emphasizes socially constructed reality and captures the processes and meaning of a phenomenon in its natural setting (Denzin and Lincoln, 2005). Complementing quantitative studies that stress measurement and causal relationships, this inquiry seeks to understand how individuals attribute meaning to social experiences (Bansal and Corley, 2012). As Bansal, Smith, and Vaara (2018) put it, qualitative research offers critical tools that foster “new ways of seeing” (p. 1189) and increases our knowledge about different types, forms, and processes of social life.
Our findings indicate that correlations among the three ways of knowing went unchallenged by many authors, allowing in turn for measures of all three ways of knowing to contribute to an outcome variable. This may trouble statisticians concerned to seek greater separation among antecedent variables, however it may be helpful to further research in this case. A straightforward example is one of teamwork. In this, members could be expected to contribute more of all of their motivation (knowing why), job knowledge (knowing how) and relevant relationships (knowing whom)–that is, their overall career capital–toward attaining higher team performance. 
[bookmark: _Hlk190078596]Future Research Directions
As stated at the start of this article, we anticipate our direct conclusions for careers scholars or fellow social scientists concerned with the evolution of work experience over time. These can focus either on the individual side of the employment relationship (e.g., in careers, individual well-being or identity development) or on the organizational side of that relationship (e.g., in talent management, succession planning or organization culture). Our discussion below is intended to include this wider audience in a conversation to advance future research.
[bookmark: _Hlk190078763]Examining The Links Between the Three Ways of Knowing
Although interdependence is at the heart of the links among knowing why, knowing how and knowing whom, most studies in our review examined the three ways of knowing in isolation from one another. More research is needed to examine the links between each pairing of the three ways of knowing, since each link reflects a different set of processes related to a person’s career. How the interdependence of the three ways of knowing changes over time also merits further attention. Career research can benefit from moving away from cross-sectional designs and embarking on research that sets out to gather longitudinal data, for example, through conducting diary studies or investing in diverse types of data such as personal blogs, autobiographies, life stories, and cultural artefacts to conduct in-depth case studies that capture the unfolding interdependence among the three ways of knowing and the evolving of individuals’ careers.
It is notable that a few qualitative studies in our sample suggested important mediation effects where, according to the research participants, one way of knowing served to mediate between the remaining two. Moreover, those suggestions covered the full range of six unidirectional relationships, in contrast to the cause-effect assumptions of much quantitative research. What seems to be missing in the literature is the design of quantitative studies to test mediation effects that have been highlighted by qualitative research. Such theory development efforts can contribute to the intelligent careers framework by not only underlining the role of the three ways of knowing, but also by explaining how and through which mechanisms they can facilitate (or hinder) one’s career path. Investigating the links between the three ways of knowing can eventually expand to their antecedents and outcomes by incorporating the potential feedback loops in career development, which are largely neglected in the literature. As evident in longitudinal research (e.g., Haenggli et al., 2021; Zwaan et al., 2010), the relationships between the three ways of knowing, as well as between them and their antecedents and outcomes, appear to be more complex than gets portrayed in most studies. This calls for greater emphasis on the links around the ways of knowing in further research.
[bookmark: _Hlk190078884]Addressing Measurement Limitations
A limitation of existing measurements, which exacerbated the lack of attention to the links, was the use of higher-order constructs comprising the three ways of knowing. One contributing factor may be that the three ways of knowing have been commonly shown to be significantly and positively correlated (e.g., Mäkelä et al., 2016; Sultana and Malik, 2019; Taber and Blankemeyer, 2015). However, when the three ways of knowing were treated as distinct constructs, they did not always have the same significant relationships with different constructs (e.g., Ayoobzadeh, 2022; Van den Born and Van Witteloostuijn, 2013; Briscoe et al., 2012; Mäkelä et al., 2016). It has been strongly argued that applying an overall measure of interdependent variables fails to satisfy rigorous construct clarity standards (Johnson et al., 2012). However, such a measure can be useful in assessing the overall influence of career capital on a hypothesized dependent variable, such as perceived career success (Akkermans and Tims, 2017; Eby et al., 2003). Future researchers can weigh the potential merits and shortcomings of construct inclusion in developing their research designs. When treating the three ways of knowing separately, future research can conceptualize and operationalize them as three distinct constructs or even three bundles of related concepts, depending on the research question.
[bookmark: _Hlk190078952]Expanding Interdisciplinary Research
As evident in our review and other reviews focusing on careers (e.g., Guan et al., 2019; Tams and Arthur, 2010), much scholarly discourse takes place in unidisciplinary settings. Yet, as careers evolve, understanding work behaviors across individual, organizational, network, societal, and governmental settings calls for a broader agenda. For example, nowhere is this more clearly displayed than with federal workers in the United States in 2025, where mass layoffs, voluntary resignations, and a prolonged government shutdown have highlighted the uncertainty of individual careers among what was until recently seen as a relatively stable workforce (DePillis, 2025; Egan, 2025). Bridging across diverse lenses, the intelligent careers framework can serve as a theoretical foundation for scholars to focus on unanticipated career consequences and their implications for the future (Parker et al., 2009).
[bookmark: _Hlk190079000]Using Multilevel Designs
One of the methodological limitations of extant research, which reveals itself in a need for more attention to employer-employee relationships, is a heavy reliance on the individual level of analysis. Various studies have examined employer-employee relationships or relationships between individual-level ways of knowing and team- or organizational-level outcomes (e.g., Bonneton et al., 2019; Crowley‐Henry et al., 2019; Hirt et al., 2017; Lee, 2018; Zikic, 2015). By demonstrating knowing why, how, and whom at micro, meso, and macro levels, qualitative research has also attempted to capture a wider picture of career stories that unfold within social structures at multiple levels of analysis (Crowley–Henry et al., 2023). However, no quantitative study has yet used a multilevel design to more fully investigate those relationships. Multilevel studies can uncover organizational- and team-level implications of the three ways of knowing and in so doing providing a wider picture of the consequences of career ownership on all three of group organizational and societal levels of analysis (Hitt et al., 2007).
Practical Implications
[bookmark: _Hlk190079117]We draw the attention of individual career actors to three key areas for their career development to adapt today’s changing world of work and take ownership of their careers: the importance of aligning career and work choices with goals, identities, and especially psychological needs (knowing why), cultivating context-specific, teamwork, self-leadership, and managerial skills (knowing how), and managing connections to expand career opportunities (knowing whom). We also emphasize that career learning and growth arise not only from individual initiative but also from organizational structures that foster dialogue, support, and responsiveness. We encourage employers to support career actors by creating the conditions for developing all three ways of knowing, including how individuals and organizations can navigate interconnections and benefit from effective employment relationships. Appendix 5 provides a detailed list of recommendations that translate our findings into practical strategies that employees and employers can invest in to benefit from positive outcomes (see Appendix 5). 
Limitations of this Review
There are tradeoffs to be made in any literature review, and this article is no exception.  One is between rigor of quantitative works and the more expansive data from qualitative articles. Another is the tradition of cause-effect assumptions across both quantitative and qualitative research compared to inclusion of mediating variables and feedback loops. In contrast, the intelligent careers framework anticipates interdependence among all three ways of knowing. We understand that some researchers will be dissatisfied with our approach. We might add, however, that the few qualitative studies reviewed very much supported the framework under examination. It may be further argued that this research has a limited focus, but we have emphasized that our observations about the evolution of work experiences over time is central to many other research constructs. Across all of these considerations, we hope that both our approach and the data presented can be helpful to the promotion and discussion of future research. 
We opened this article with a 35-year-old quote that people need to be in charge of their own destinies. Similar statements are commonplace today. Our hope in submitting our manuscript is that career researchers can help in supporting the career actors in question. Let us continue to widen our scholarly conversations, but be sure to observe that those career actors are the primary reason for our research. In this regard, we acknowledge that our research assumes primarily that a wide range of career actors, especially in the age of knowledge economy, can benefit from career ownership. Nonetheless, there are still many work roles where people do not employ a career lens. We invite future researchers to be mindful of whether and to what extent the development of the three ways of knowing makes sense in various contexts.
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