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Relationship between Career Success Perception and
Protean Career Management Behavior in Clinical Dental
Hygienists
Soo-Auk Park† and Young-Sik Cho
Department of Dental Hygiene, Namseoul University, Cheonan 31020, Korea

Background: Career success is the psychological achievement associated with an individual’s work. Protean career management
behavior is the behavior of managing individual careers in order to achieve individual career goals. The purpose of this study was
to clarify the career success of dental hygienists as perceived by clinical dental hygienists and to compare the relationship between
career success and protean career management behavior.
Methods: Nationwide convenience samples of clinical dental hygienists were obtained; 354 people were surveyed online, and the
data of 350 people were finally analyzed. The perception of career success of dental hygienists was assessed using a multiple
response method. T-test, ANOVA, and  2 tests were performed to investigate the differences and relationships between protean
career management behavior and career success according to the general characteristics.
Results: Career success was recognized by clinical dental hygienists as “income”, “work proficiency”, “patient consultation”,
“self-satisfaction”, and “recognition by superiors” in order. There were significant differences in protean career management
behavior according to general characteristics (p＜0.05). Higher career management behavior was common in those higher in
age, in married participants, in those with higher educational background, and in those with a higher career, better position, and
more job change experience (p＜0.05). Among the variables of career success perceived by clinical dental hygienists, “work
proficiency” had a significant effect on “career management behavior” (p＜0.05). “Work proficiency” and “recognition by
superiors” were significant in “protean technological development behavior,” and they also influenced actual behavior (p＜0.05).
Conclusion: The relationship between dental hygienists’ career success and protean career management behavior was clarified.
Dental hygienists performed career management behaviors to develop work ability and skills. In addition, the relationship
between career management behavior and long-term employment was confirmed.
Key Words: Career, Career management, Career success, Dental hygienist, Protean career management behavior

Introduction
The term “career” refers to the process of all objective
and subjective experiences acquired by an individual in
1)
relation to work throughout his or her lifetime . Promotions
and wage increases were considered important in the past.
However, recently, it has become an era in which
individuals become the focus, manage their own careers,
2)
and take responsibility .
In career-related studies, ‘career success’ is studied

extensively as a construct. Career success considers an
individual’s positive mental state and work-related
1)
achievements gained through work experience . It can be
3)
used to judge the efficiency of individual career development .
Research on career success has been carried out in two
4,5)
dimensions: objective and subjective career success .
Objective career success refers to career achievements that
6)
can be measured with an observable objective indicator ,
and it is mainly measured by income and the number of
7)
promotions . Subjective career success judges career
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success through the self-subjective evaluation of one's
8)
career and a sense of accomplishment . Organizational
members in modern society tend to regard subjective
career success with more importance than objective career
9-11)
success .
In traditional careers, the organization was the
responsibility of the management, and it is mainly aimed
at promotions or salary increases, but the protean career is
primarily individual and aims to improve psychological
12)
success . Protean career management behavior is an
individual-led career management behavior that aims to
achieve career goals set by an individual from a protean
2)
career perspective . Protean is a concept derived from the
god Proteus in Greek mythology. Protean means that
something changes according to one’s will depending on
changes in the environment. This is because careers also
13)
change based on the wishes of individuals . Protean
career management behavior comprises protean career
planning behavior, protean networking behavior, and
2)
protean technological development behavior . Protean
career planning behavior is an action that sets one’s career
goals aiming for psychological success, considering
individual growth and freedom as core values. Protean
networking behavior is an action that seeks advice and
establishes a relationship that is helpful for personal career
growth through various interpersonal relationships based
on an individual's psychological success. Lastly, protean
technological development behavior is an action that
strives to acquire knowledge and skills for long-term
2)
career management for individual psychological success .
Prior studies on the relationship between career success
and career management behavior have reported that
protean career management behavior had a direct influence
2)
on subjective career success . Career management behavior
was positively associated with personal career satisfaction,
14,15)
career commitment, and career success
. This suggests
that career management behavior is an important variable
for career success. Domestic research on career success
16,17)
began in earnest in the 2000s and is on the rise
.
However, in the field of healthcare, research on career
success is insufficient. In particular, career management
behavior and career success in domestic and foreign health
fields have not been studied yet. The career perspective is

changing, and research on career success is actively being
conducted. In the field of dental hygiene, it is necessary to
conduct research on careers. Career success can be seen as
the final goal of a professional dental hygienist.
Therefore, this study aimed to investigate the career
success of dental hygienists as recognized by clinical
dental hygienists and to confirm the relationship of career
success with career management behavior. Based on the
results, I would like to discuss the academic and practical
implications of career success and career management
behavior from the viewpoint of lack of human resources in
health care.

Materials and Methods
1. Subjects and methods
This study was conducted online from March 12, 2020,
to June 1, 2020, using a convenience sample extraction
method in clinical dental hygienists working at dental
clinics or hospitals nationwide. The sample size analyzed
using the G*power 3.1.9.4 program was 172, but the
questionnaire was distributed to a total of 354 people,
considering the dropout rate. Data of 350 people were
used for the final analysis, after excluding 4 people who
were judged to have missed some of the survey contents or
because they responded unfaithfully. This study was
conducted using the online survey, for which a
questionnaire was created in Korean language using the
‘Naver form’ with exemption of informed consent from
the IRB review.

2. Questionnaire
1) General characteristics
There were totally 7 questions on general characteristics,
including individual characteristics like age, sex, marital
status, and education. Work career characteristics comprised
total working years, position, and turnover.
2) Career success
The study employed a semi-structured questionnaire
comprising 18 questions that could consider the professional
success of a dental hygienist. The answers were selected
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from multiple responses. Data were collected on income,
total career, position, patient consultation, relationship
with patients, relationship with colleagues, relationship
with superiors, reflection of opinion of the institution,
work proficiency, promotion, number of days off, support
at the dental clinic, recognition by superiors, employment
in public institution, self-satisfaction, external lectures,
incentives, and others. There were 18 multiple response
items.
3) Protean career management behavior
2)
Measurements were made using Shin and Jeong’s tool .
Protean career management behavior scale (Cronbach’s
=0.885) comprised 12 questions consisting of three
sub-factors. Protean career planning behavior consisted of
four questions (Cronbach’s =0.822) seeking data
regarding the question, “I am constantly recording and
managing my current performance.” Protean networking
behavior consisted of four questions (Cronbach’s =0.882)
seeking data regarding the question, “I am actively
contacting people who can influence my career first.”
Protean technological development behavior consists of

Table 1. Perception of Career Success as a Clinical Dental Hygienist
(n=350)

Rank
1
2
3
4
5
6
7
8
8
10
11
12
13
14
15
16
17
18
a

Career success factora
Income
Work proficiency
Patient consultation
Self-satisfaction
Recognition by superiors
Position
Reflection of opinion
Relationship with colleagues
Incentive
Relationship with superiors
Relationship with the patient
Number of days off
Support at the dental clinic
Total career
Employment in public institution
External lecture
Promotion
Othersb

Multiple responses.
Dental hygienist job reputation.

b

30

Sum (n)
311
243
188
174
166
131
125
114
114
108
89
86
75
73
43
38
37
4

%
88.86
69.43
53.71
49.71
47.43
37.43
35.71
32.57
32.57
30.86
25.43
24.57
21.43
20.86
12.29
10.86
10.57
1.14

four questions (Cronbach’s =0.789) seeking data
regarding the question, “I am striving for self-development
in addition to the mandatory education of the hospital.”
Each question was answered on a 5-point Likert scale,
and it was judged that the higher the score, the higher the
degree of career management behavior. In this study,
Cronbach’s  for ‘protean career management behavior’
was 0.844; ‘protean career planning behavior’, 0.688;
‘protean networking behavior’, 0.782; and, ‘protean
technological development behavior’, 0.767.

3. Data analysis
A descriptive statistical analysis was conducted on the
general characteristics of the study subjects. A multiresponse analysis was performed on career success
2
perception. The  test was conducted to determine the
relationship between the general characteristics of the
study subjects and career success perception. Independent
two-sample t-tests and one-way ANOVA were performed
to determine the differences in protean career management
behavior according to the general characteristics.
Post-analysis was performed using Scheffe’s multiple
comparison test. An independent two-sample t-test was
performed to investigate the differences in protean career
management behavior according to career success perception.

Table 2. Dental Hygienists who did not Choose Income (n=39)

Rank
1
2
3
4
4
4
7
7
9
10
11
11
13
14
15
15
a

Career success factora
Work proficiency
Patient consultation
Relationship with superiors
Relationship with colleagues
Reflection of opinion
Self-satisfaction
Relationship with the patient
Recognition by superiors
Position
Employment in public institution
Total career
External lecture
Incentive
Promotion
Number of days off
Support at the dental clinic

Multiple responses.

Sum (n)
23
16
14
13
13
13
12
12
9
7
5
5
4
3
2
2

%
58.97
41.03
35.90
33.33
33.33
33.33
30.77
30.77
23.08
17.95
12.82
12.82
10.26
7.69
5.13
5.13

1. Perception of career success as a clinical
dental hygienist

No
Yes

Self-satisfaction

Yes

No

2(p)
Patient consultation

Yes

No

2(p)
Work proficiency

No

2 (p)
Income

Yes

2) The relationship between work career
characteristics and career success perception
In Table 1, the relationships between the top five career
success perceptions (more than 40%) and work career
characteristics were compared (Table 4). There was a

Characteristic

1) The relationship between individual characteristics
and career success perception
Cross-analyses (chi-square test) were performed to
determine the relationship between the top five career
success perceptions (40% or more), and the individual
characteristics in the career success perception are
presented in Table 1 (Table 3).
2
Marriage and income were related ( =5.021, p=0.025).
In particular, the unmarried group considered income to be
more important in career success than the married group.
Final graduates had a statistically significant difference in
2
patient consultation ( =6.453, p=0.011). In particular, in
the college-going group, patient consultation was selected
as important for career success.

Table 3. The Relationship between Individual Characteristics and Career Success Perception (n=350)

2. The relationship between general
characteristics of dental hygienists and
career success perception

2(p)

Table 1 shows the perception of career success as a
clinical dental hygienist. More than 50% of respondents
perceived income (88.86%), work proficiency (69.43%),
and patient consultation (53.71%) as measures of career
success. Most of the respondents perceived income to be
important (Table 1).
In contrast, 39 dental hygienists did not perceive income
to be a measure of career success (Table 2). The criteria
for success in their careers were work proficiency
(58.97%), patient consultation (41.03%), and relationship
with superiors (35.90%).

Values are presented as number (%).

Recognition by
superiors
Yes
No

Results

Age (y)
<25
25∼29
30∼34
≥35
Marriage
No
Yes
Education
College
≥University

2 (p)

The collected data were analyzed using the PASW Statistics
version 18.0 (IBM Corp., Armonk, NY, USA) program.

4.624
6.078
5.704
5.407
1.156
70 (88.6) 9 (11.4) (0.201) 63 (79.7) 16 (20.3) (0.108) 44 (55.7) 35 (44.3) (0.127) 42 (53.2) 37 (46.8) (0.144) 39 (49.4) 40 (50.6) (0.764)
121 (93.1) 9 (6.9)
90 (69.2) 40 (30.8)
73 (56.2) 57 (43.8)
61 (46.9) 69 (53.1)
63 (48.5) 67 (51.5)
75 (86.2) 12 (13.8)
56 (64.4) 31 (35.6)
50 (57.5) 37 (42.5)
50 (57.5) 37 (42.5)
37 (42.5) 50 (57.5)
45 (83.3) 9 (16.7)
34 (63.0) 20 (37.0)
21 (38.9) 33 (61.1)
21 (38.9) 33 (61.1)
27 (50.0) 27 (50.0)
5.021
0.332
0.118
0.549
0.274
222 (91.4) 21 (8.6) (0.025) 171 (70.4) 72 (29.6) (0.564) 132 (54.3) 111 (45.7) (0.732) 124 (51.0) 119 (49.0) (0.459) 113 (46.5) 130 (53.5) (0.601)
89 (83.2) 18 (16.8)
72 (67.3) 35 (32.7)
56 (52.3) 51 (47.7)
50 (46.7) 57 (53.3)
53 (49.5) 54 (50.5)
0.619
2.436
6.453
3.005
0.131
226 (89.7) 26 (10.3) (0.431) 181 (71.8) 71 (28.2) (0.119) 146 (57.9) 106 (42.1) (0.011) 118 (46.8) 134 (53.2) (0.083) 118 (46.8) 134 (53.2) (0.717)
85 (86.7) 13 (13.3)
62 (63.3) 36 (36.7)
42 (42.9) 56 (57.1)
56 (57.1) 42 (42.9)
48 (49.0) 50 (51.0)
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Yes
No
Yes
No
2.444
0.166
1.966
0.254
43 (26.5) (0.295) 87 (53.7) 75 (46.3) (0.920) 87 (53.7) 75 (46.3) (0.374) 75 (46.3) 87 (53.7) (0.881)
44 (34.9)
69 (54.8) 57 (45.2)
59 (46.8) 67 (53.2)
62 (49.2) 64 (50.8)
20 (32.3)
32 (51.6) 30 (48.4)
28 (45.2) 34 (54.8)
29 (46.8) 33 (53.2)
2.875
2.927
0.378
2.015
61 (27.7) (0.238) 116 (52.7) 104 (47.3) (0.231) 108 (49.1) 112 (50.9) (0.828) 98 (44.5) 122 (55.5) (0.365)
24 (38.7)
39 (62.9) 23 (37.1)
33 (53.2) 29 (46.8)
33 (53.2) 29 (46.8)
22 (32.4)
33 (48.5) 35 (51.5)
33 (48.5) 35 (51.5)
35 (51.5) 33 (48.5)
2.729
1.782
0.035
0.073
82 (33.2) (0.099) 127 (51.4) 120 (48.6) (0.182) 122 (49.4) 125 (50.6) (0.907) 116 (47.0) 131 (53.0) (0.787)
25 (24.3)
61 (59.2) 42 (40.8)
52 (50.5) 51 (49.5)
50 (48.5) 53 (51.5)

statistically significant difference between turnover and
2
income ( =4.238, p=0.040). In particular, the group that
had experienced turnover chose income to be important in
career success.
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3. Differences in protean career management
behavior according to the general
characteristics of dental hygienists
1) Differences in protean career management
behavior according to individual characteristics
Table 5 shows the differences in protean career
management behavior according to individual characteristics.
The distribution of participants according to age was 25∼
29 years, 37.1%; 30∼34 years, 24.9%; under 25 years,
22.6%; and, 35 years or older, 15.4%. There were many
unmarried (69.4%) and college-going (72.0%) dental
hygienists. All the participants were female.
Protean career management behavior and the subfactors according to individual characteristics were all
statistically significant (p＜0.05). Career management

No

behavior according to age showed a significant difference
between the 30s or older group and the under-25 group
(p＜0.001). The married group (p=0.001) and the
university or higher group (p＜0.001) were more highly
involved in protean career management behavior.
Regarding the sub-factors of protean career management
behavior, it was found that increased age, higher education
level, and being married showed more career planning,
networking, and technical development behaviors (p＜
0.05).

Values are presented as number (%).

225 (91.1)
86 (83.5)

193 (87.7)
55 (88.7)
63 (92.6)

143 (88.3)
113 (89.7)
55 (88.7)

Total career (y)
1∼5
6∼10
≥11
Position
Staff
Team leader
≥Head or manager
Turnover
Yes
No

Yes

No

Yes
0.144
19 (11.7) (0.930) 119 (73.5)
13 (10.3)
82 (65.1)
7 (11.3)
42 (67.7)
1.271
27 (12.3) (0.530) 159 (72.3)
7 (11.3)
38 (61.3)
5 (7.4)
46 (67.6)
4.238
22 (8.9) (0.040) 165 (66.8)
17 (16.5)
78 (75.7)

Patient consultation
2 (p)
Work proficiency
2 (p)
Income
Characteristic

Table 4. The Relationship between Work Career Characteristics and Career Success Perception (n=350)

2 (p)

Self-satisfaction

2 (p)

Recognition by
superiors
Yes
No

2 (p)
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2) Differences in protean career management
behavior according to work career characteristics
Table 6 shows the differences in protean career management behavior according to work career characteristics.
The distribution of subjects as per total working years was
1∼5 years, 46.3%; 6∼10 years, 36.0%; and, 11 years or
more, 17.7%. Most of the subjects were staff members
(62.9%), and there were many groups who experienced
turnovers (70.6%).
Protean career management behavior and sub-factors
according to work career characteristics were all statistically
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Table 5. Differences in Protean Career Management Behavior according to Individual Characteristics (n=350)

Characteristic Classification
Age (y)

Marriage
Education

＜25
25∼29
30∼34
≥35
No
Yes
College
≥University

n (%)
79 (22.6)
130 (37.1)
87 (24.9)
54 (15.4)
243 (69.4)
107 (30.6)
252 (72.0)
98 (28.0)

Career management

Career planning

Mean±SD t/F(p)
Mean±SD
2.81±0.62a ＜0.001 3.20±0.73a
3.30±0.73ab
3.02±0.64ab
bc
3.26±0.66
3.59±0.72b
c
3.36±0.66
3.54±0.73b
3.00±0.65
0.001 3.31±0.75
3.26±0.67
3.56±0.70
2.96±0.64 ＜0.001 3.33±0.74
3.40±0.63
3.53±0.73

t/F(p)
0.001

0.005
0.029

Technological
development
Mean±SD t/F(p)
Mean±SD t/F(p)
2.93±0.85a
0.009 2.52±0.86a ＜0.001
ab
3.13±0.89
2.80±0.78ab
ab
3.18±0.89
3.14±0.91bc
b
3.46±0.91
3.19±0.81c
3.06±0.85
0.005 2.81±0.86
0.020
3.35±0.95
3.04±0.88
3.03±0.90 ＜0.001 2.72±0.84 ＜0.001
3.46±0.80
3.29±0.82
Networking

SD: standard deviation.
The same letter indicates no significant difference at =0.05 by Scheffe multiple comparison test.

a∼c

Table 6. Differences in Protean Career Management Behavior according to Work Career Characteristics (n=350)

Technological
development
Mean±SD t/F(p)
Mean±SD t/F(p)
Mean±SD t/F(p) Mean±SD t/F(p)
Total career (y) 1∼5
162 (46.3) 2.95±0.61a ＜0.001 3.28±0.70a
0.016 3.03±0.83a
0.040 2.73±0.83a
0.002
ab
ab
ab
6∼10
126 (36.0) 3.13±0.68
3.42±0.76
3.21±0.91
2.93±0.87ab
≥11
62 (17.7) 3.33±0.71b
3.59±0.78b
3.34±0.97b
3.18±0.92b
a
a
a
Position
Staff
220 (62.9) 2.94±0.61 ＜0.001 3.28±0.72 ＜0.001 3.03±0.88 ＜0.001 2.71±0.81a ＜0.001
Team leader 62 (17.7) 3.14±0.70a
3.48±0.78ab
3.13±0.91a
2.98±0.86a
b
b
b
≥Head or
68 (19.4) 3.48±0.66
3.67±0.71
3.54±0.82
3.34±0.89b
manager
Turnover
Yes
247 (70.6) 3.18±0.67 ＜0.001 3.44±0.77
0.028 3.24±0.91
0.002 3.01±0.86 ＜0.001
No
103 (29.4) 2.85±0.62
3.25±0.65
2.93±0.82
2.58±0.82
Characteristic Classification

n (%)

Career management

Career planning

Networking

SD: standard deviation.
The same letter indicates no significant difference at =0.05 by Scheffe multiple comparison test.

a,b

significant (p＜0.05). Protean career management behavior
was seen in those with higher career (p＜0.001), higher
position (p＜0.001), and those with turnover experience
(p＜0.001). There was a significant difference in total
working years in the 11 years or older group and the 1∼5
years group (p＜0.001). In terms of position, except for
protean career planning behavior, there was a significant
difference between the head or manager or higher group
and the team leader or lower group (p＜0.001). In protean
career planning behavior, there was a significant
difference between the head or manager or above group
and the staff group (p＜0.001).

4. Differences in protean career management
behavior according to dental hygienist’s
career success perception
The top five (40% or more) career success perceptions
presented in Table 1 were used as independent variables
(Table 7). This study investigated the difference between
the career success perceived by dental hygienists and
actual protean career management behavior. Among the
expected career success perceptions, only work proficiency
had a significant effect on protean career management
behavior (p=0.006). Work proficiency was statistically
significant in protean networking behavior and protean
technological development behavior, after excluding
protean career planning behavior as a sub-factor (p＜
0.05). Recognition by superiors had a significant effect
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Table 7. Differences in Protean Career Management Behavior according to Dental Hygienist’s Career Success Perception (n=350)

Characteristic

n (%)

Income

Yes
No
Work
Yes
proficiency
No
Patient
Yes
consultation
No
Self-satisfaction Yes
No
Recognition by Yes
superiors
No

Career management

311 (88.9)
39 (11.1)
243 (69.4)
107 (30.6)
188 (53.7)
162 (46.3)
174 (49.7)
176 (50.3)
166 (47.4)
184 (52.6)

Mean±SD
3.14±0.70
3.08±0.67
3.23±0.65
3.02±0.67
3.12±0.67
3.05±0.67
3.10±0.68
3.07±0.65
3.14±0.66
3.02±0.67

t(p)
0.554
0.006
0.289
0.720
0.077

Career planning
Mean±SD
3.45±0.77
3.38±0.74
3.40±0.71
3.35±0.80
3.40±0.76
3.38±0.73
3.44±0.70
3.34±0.78
3.42±0.74
3.36±0.75

t(p)
0.583
0.540
0.797
0.214
0.448

Networking
Mean±SD
t(p)
3.16±0.90
0.595
3.08±0.86
3.31±0.81
0.016
3.08±0.92
3.18±0.86
0.502
3.12±0.92
3.23±0.88
0.075
3.06±0.90
3.15±0.92 ＞0.999
3.15±0.87

Technological
development
Mean±SD
t(p)
3.04±0.93
0.231
2.86±0.86
3.11±0.85
0.001
2.78±0.87
2.94±0.88
0.228
2.83±0.87
2.89±0.87
0.830
2.87±0.88
3.00±0.90
0.006
2.75±0.83

SD: standard deviation.

only on protean technological development behavior
(p=0.006).

Discussion
In the past, lifetime employment was guaranteed, but
now, it is an era in which individuals manage their own
careers and take responsibility2). The career perspective is
changing. Until now, most studies on the shortage of
manpower in the dental hygiene field have focused on the
organizational aspect. However, since this is an external
factor, I conducted a study to solve the human resource
problem through the internal psychology of dental
hygienists. Therefore, this study investigated the career
success of dental hygienists as recognized by clinical
dental hygienists. In addition, I tried to investigate
whether the dental hygienists actually managed their
career for the expected career success.
First, the perception of success in the career of a dental
hygienist was investigated (Table 1). In the end, a
successful dental hygienist was perceived as one who
received a large salary and worked well. Second, success
was perceived as a high sense of self-esteem or
self-efficacy, that is, psychological success. In contrast,
relational elements such as interpersonal relationships
were secondary. The position in an organization was of
lower importance than expected, which seems to be
because the position system of dental hygienists is not
diverse or clear, and there are limitations to promotion.
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From this result, the perception of success can be
classified into three major categories; i.e., an external
compensation aspect, an individual psychological aspect,
and a relational aspect. Most dental hygienists considered
income as a measure of career success. However, I
attempted to identify what the group who did not choose
income (n=39) considered as career success (Table 2).
This group considered individual psychological and
relational aspects to be important (Table 2). Observably,
objective career success was important, but subjective
career success is also important.
I compared the high-level factors of career success and
the general characteristics perceived by dental hygienists
(Table 3, 4). Income, which most dental hygienists
considered as a factor indicating the most success in their
careers, was related to marriage and turnover. Marriage
and income were related, and the unmarried group viewed
income as a more important factor in career success than
the married group. This seems to be because the unmarried
group needed finances for marriage18). In addition, they
perceived income to be more important than the group
who did not experience turnover in the turnover
experience group. One of the reasons for the turnover of
dental hygienists is income19). The education was related
to patient consultation. In particular, the college group
chose patient consultation as a more important factor. This
means that the time to learn liberal arts subjects, such as
communication skills, in the curriculum of colleges, is
relatively insufficient compared to that in the university20).
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Therefore, it is judged that the level of education was a
more important factor because of the relative lack of
liberal arts competency.
The differences in protean career management behavior
according to the general characteristics of dental hygienists
were examined (Table 5, 6). In individual characteristics,
it was found that as age increases, higher education level,
and more career management behavior was observed in
the married group (p＜0.05) (Table 5). Age can be
considered to be related to the total working years or
position in work career characteristics. The married group
performed more career management behavior than the
unmarried group, which seems to be due to the sense of
responsibility for the family. In contrast, in terms of work
career characteristics, higher career, higher position, and
those with turnover experience, showed more career
management behavior (p＜0.05) (Table 6). It can be seen
that one of the reasons of turnover in dental hygienists is
21)
career management . In addition, a correlation can be
observed between long-term employment and career
management behavior. It is considered that they are able to
manage their careers because they work for a long term.
Alternatively, they can work for a long term because they
manage their careers.
The relationship between the career success perceived
by clinical dental hygienists and the actual protean career
management behavior was confirmed (Table 7). Among
career success perceptions, only work proficiency had a
significant association with career management behavior
(p＜0.05). Work proficiency was significantly different
from protean networking behavior and protean technological
development behavior, after excluding protean career
planning behavior (p＜0.05). The job of a dental hygienist
is relatively stable in terms of employment, suggesting
that actual work is more important than career planning. In
addition, among the career success perceptions, supervisor
recognition also showed a significant difference in
technology development behavior (p＜0.05). Therefore,
there was a common significant difference in work
proficiency and supervisor recognition in technology
development behavior (p＜0.05). This is because the
profession of a dental hygienist is that of a professional
medical technician; therefore, they aim for technology

22)

development . Clinical dental hygienists perceived
success in their careers when they were recognized for
their unique work as dental hygienists and by being
self-satisfied by their work proficiency.
However, although most dental hygienists are aware
that career success factors are important, there is a
difference from the actual practice of career management
behavior. This is because dental hygienists do not have to
manage their careers because it is easy to find employment
23)
owing to a shortage of dental medical personnel . As
mentioned earlier, since it is related to long-term employment,
career management behavior should be performed in order
to retain the workforce. To this end, we need to identify a
way to satisfy the factors of career success perceived by
dental hygienists.
This study has several limitations. The perception of
career success of dental hygienists did not differ according
to the general characteristics or protean career management
behavior. It is necessary to determine whether there really
was no difference or whether the problem was with survey
methods such as multiple responses. In the future, research
comparing standardized criteria for career success will be
required. In addition, it may be difficult to measure the
career success of dental hygienists due to the limitations of
position promotion, annual salary, and easy employment
and turnover due to the professional characteristics of the
research subject. There was no prior research on the same
occupation, and there were limitations to comparing it
with other occupations.
However, it is meaningful to attempt to apply the
concept of career success to understand the final goal of a
dental hygienist. In addition, in this study, the variables for
career success perceived by dental hygienists were
identified, and the variables that influenced protean career
management behavior for career success were confirmed.
This study dealt with individual-centered career success.
Although career success has a positive effect on not only
24)
individuals but also organizations , research on career
success in dental hygiene is insufficient. In the field of
dental hygiene, it is also necessary to provide information
on the pursuit of individual career success and how
organizations should manage their careers. In addition,
based on the results of this study, it is necessary to more
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accurately grasp the causal relationship between the
long-term employment of dental hygienists and protean
career management behavior. In the future, various studies
on long-term employment of dental hygienists are needed
to deal with careers at the individual and organizational
levels.
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