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Career Resilience in 21% Century Australian Labour Markets

21* Century labour markets are experiencing rapid changes. As individuals struggle to manage careers
and constant change in workplaces, the importance of resilience increases. Little information exists
about career resilience or the application of resilience to career development. This paper outlines a
qualitative research project which sought to identify resilience development factors in working
graduates, whether this resilience transfers to workplaces and to identify career resilience factors
required in labour markets. Findings suggest resilience transfers easily, and that career resilience,
defined as the capacity to ‘persevere’, ‘cope’, ‘hang on’ and ‘carry on’ in turbulent labour markets, is
crucial in ‘demanding’ and ‘competitive’ 21% Century workplaces. Results indicate labour markets
stand to gain increased efficiency and productivity from a resilient workforce.
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Labour markets have experienced dramatic changes in recent decades and many people are not
coping with these changes (Bell & Quiggin, 2008; Canadian Career Development Foundation
[CCDF], 2007). What is more, the importance of personal resilience may well increase as changes in
work environments continue to evolve (Lounsbury et al., 2003). Very little empirical research has
been carried out regarding the potential applications of resilience to career development (CCDF,
2007). Career development can be conceived as deliberate actions towards career improvement (Smith
et al., 2009). In career development, the term ‘career resilience’ illustrates the competencies required
for keeping pace with change in today’s turbulent labour market conditions (CCDF, 2007).

The research aimed to identify resilience development factors in graduates who work within
the changing environment of 21* Century labour markets, whether these factors developed before
and/or during study and whether this resilience was transferred to work place situations. It also sought
to identify career resilience factors required in labour markets and to review the meaning of career
resilience and its implications for individuals working in organisations. The research was underpinned
by the strengths based model of resilience that focuses on providing supports and information that
promote life success rather than emphasising and trying to eliminate problem areas that promote
failure (Padesky & Mooney, 2012, p. 285). As such, the research was designed from a constructivist

epistemology that supported the qualitative approach.



Resilience

From its foundations in ecology, where resilience was described as the ability of a system to
return to or ‘bounce back’ to its previous state after a disturbance (Holling, 1973), resilience theory
and studies have been applied across disciplines (Wilkes, 2002). The distinguishing variable of
resilience is adversity, and challenge, change, and disruption are evident before the process of
resilience can occur (Eavolino-Ramirez, 2007, Maddi & Kobasa, 1991; McCubbin, 2001). Researchers
sought to discover the process of attaining resilient qualities and resilience (Bandura, 1994; Earvolino-
Ramirez, 2007; Gillespie, Chaboyer & Wallis, 2007; Hamilton, Kitman & Guyotte, 2006; Jacelon,
1997; Jackson, Firtko & Edenborough, 2007; Luthar & Cicchetti, 2000; Rutter, 1999; Tebes, Irish,
Puglisi-Vasquez & Perkins, 2004; Werner, 2005). Resilience became defined as the ‘process of coping
with adversity, change, or opportunity in a manner that result in the identification, fortification, and
enrichment of resilient qualities or protective factors’ (Richardson, 2002, p. 308).

Protective factors can be divided into two categories: internal protective factors (self-esteem,
self-efficacy, honesty, sense of responsibility, ability to restrain oneself, decision-making abilities),
and external protective factors (such as family support, community involvement, caring school
environment, role models) (McCubbin, 2001). Murray (2003, p. 21) explained risk factors ‘are
conceptualized as characteristics, traits, and experiences that can negatively affect development and
outcomes’. Kumpfer (1999, p. 190) defined risk factors (in this instance at-risk children) primarily as
‘chronic adversity in the environment of the child,’ that included factors such as poverty, minority

status, single parent families and family conflict. Figure 1 summarises protective and risk factors.

Insert Figure 1 about here

Career Resilience

Resilience can be viewed as the capacity of individuals to effectively adapt to adversity; it can
be applied to the strengthening of personal resilience that can be taken forward into workplaces and
careers (Jackson, Firtko & Endenborough, 2007). Similarly, early research defined career resilience as
the ‘ability to adapt to change, even when the circumstances are discouraging or disruptive’ (London,

1997, p. 34). Contemporary research suggests career resilience relates more to the ability to survive



change once it happens (Bimrose & Hearne, 2012). Globalisation, increasing competition, changes in
technology and restructuring mean that high performing employees are no longer protected from
dismissal; lifelong careers are a thing of the past (Stone, 2008). Job insecurity impacts on careers by
taking away the foundations of long-term career planning and altering the emphasis from employment
to employability and the need for individuals to take control of their own career development (Story,
2000). These issues make it vital that employees are concerned about their own career development,
and that they are responsible for keeping themselves marketable (Stone, 2008). With this in mind,
employees need to critically examine their personal and vocational interests and goals, current skills
and abilities, and be able to identify their career objectives (Stone, 2008). These key aspects of
resilience development and career resilience can be effectively explored through qualitative research
methods.
METHODOLOGY

Considering the complexities of resilience development and career resilience, the research
used a qualitative approach underpinned by a constructivist epistemology to reveal the underlying
meanings of the phenomena being studied (Veal, 2005), that is, to identify factors that contribute to
resilience in working graduates, whether these factors transferred to their workplaces and to identify
career resilience factors required in labour markets. Qualitative data is usually a record of what people
have said in response to questions in in-depth interviews (Myers, 2009). The constructivist viewpoint
is where concepts and theories are constructed by researchers in collaboration with research
participants who are trying to explain or make sense of their lived experiences, both to the researcher
and themselves, during interviews (Corbin & Strauss, 2008). This requires an environment where
participants can freely tell their stories (Charmaz, 2000). It was these stories that provided the data for
the research (Myers, 2009).

Participants self-selected through a purposive, convenience sampling process (Saunders,
Lewis & Thornhill, 2009). The study aimed to develop a deep understanding of the lived realities of
two participant groups: Group 1) Working Graduates, four females and one male, who all worked in
large companies. They were purposively selected to gain an understanding of the impact that

employment and life experience has had on their perception of resilience and its transferable attributes



to career resilience. They were asked to provide a self-rating of their resilience before studying, while
they were studying, and whether or not they thought this resilience transferred to their workplaces.
Group 2) HR and Management Personnel, consisted of one male business owner, one female business
owner and two managers in large companies. The four participants were asked about their perception
of career resilience to gain an understanding, from an employer’s perspective, of the application and
applicability of resilience attributes to career development and progression.

Qualitative data was generated through semi-structured interviews that were digitally
recorded, taking up to an hour each. Data analysis for the project was undertaken through an open-
ended process of thematic coding and cross-referencing across the various sources. Data analysis for
each group occurred separately, except for two questions related to career resilience which were
common to each group. In this instance, data was analysed separately first and then synthesised as
appropriate. Human research ethics committee approval was gained. Participants consented to
participating in the research and gave permission to publish the results. Participant’s personal
anonymity and that of their organisations and locations was assured.

FINDINGS

One of the unexpected findings in this project related to generational differences that emerged
amongst participant’s right from the first interview, particularly with reference to Generation Y in the
workplace and the frustration expressed towards them by Baby Boomer managers because they ‘don 't
want responsibility,” ‘they tire quickly,” ‘they don’t work nearly as hard [as my generation] ... [and]
want to be paid big money’. Some participants insisted they were not like their cohort, others criticised
the younger generations coming through, while others thought their generation was the most resilient.

Although the research did not set out to ‘classify’ participants into generational cohorts, the
differences between the generations required explanation and definition. Generation has been defined
as a ‘group of people or cohorts who share birth years and experiences as they move through time
together, influencing and being influenced by a variety of critical factors. These factors include shifts
in society-wide attitudes; changes in social...and public policy...” (Kupperschmidt, 2000, p. 66). Each
generational cohort has distinctive experiences that affect their occupational values and beliefs

(Zopiatis, Krambia-Kapardis & Varnavas, 2013). An understanding that individuals values differ but



also tend to reflect societies values in the period are helpful in explaining and predicting behaviour, for
example Generation X are more likely to refuse weekend work than their parents (Robbins, Judge,
Millet & Waters-Marsh, 2008). The literature varies over which years define each generation. For the
purpose of the study, a generational timeline was used whereby, Baby Boomers were identified as
born between 1946 and 1964, Generation X, between 1965 and 1976, and Generation Y between 1977
and 1994 (Solomon, Hughes, Chitty, Marsh & Stuart, 2014).

Baby Boomers, Generation X and Generation Y

Baby Boomers were heavily influenced by the civil rights movement, women’s liberation, the
Beatles, and the Vietnam War (Robbins et al., 2008). They represent a huge cohort born after the
Second World War (Beutell & Wittig-Berman, 2008). They see the organisation that employs them as
vehicles for their careers; their loyalty is to their careers and their main concern is to ‘Look out for
Number One’ (Robbins et al., 2008). They are faithful to their employers, willing to make long-term
commitments and look for stability and security (Dessler, Griffiths & Lloyd-Walker, 2004).

Generation X were the first ‘latchkey’ generation (Martin, 2005) and the first generation with
large numbers of single-parent families due to high divorce rates (Beutell & Wittig-Berman, 2008).
Generation X has been shaped by globalisation, dual-career parents, and computers; they value
flexibility, life options and achieving job satisfaction (Robbins et al., 2008). While money is an
important indicator of career performance to this cohort, they are willing to trade off promotions,
security, and pay increases for more attractive lifestyle options (Robbins et al., 2008). They seek a
work-life balance that suits their individual needs (Jorgensen, 2003). Unfortunately, the flexibility and
work-family support Generation X desires has not been achieved by many organisations (Beutell &
Wittig-Berman, 2008).

Generation Y, the largest cohort since the Baby Boomers, are the first to grow up online; they
resist reading traditional media such as newspapers, and are increasingly turning off the television
(Solomon et al., 2014). They grew up during prosperous times but, as the most recent entrants to the
workforce, find themselves entering a post-boom economy (Robbins et al., 2008). Generation Y have
high expectations, seek meaning in their jobs and careers and are comfortable with diversity (Robbins

et al., 2008). This generation has the potential to become the highest producing workforce in history if



managers recognise and capitalise on the ‘character’ and expectations of these talented, demanding,
young adults (Martin, 2005). They seek financial success, value freedom and a comfortable life, and
like Generation X, enjoy teamwork but are also highly self-reliant (Robbins et al., 2008). Figure 2
presents the characteristics of participants within their cohort.

Insert Figure 2 about here

Because many participants had placed themselves within their generational cohort, participant’s

responses were aligned within their particular generational cohort during analysis.

Factors Associated with Personal Resilience

To gain an understanding of graduate’s perceptions of resilience, they were asked to explain
what personal resilience meant to them. Figure 3 summarises the data. The common factor, ‘over time’
was identified in each generation’s definition of personal resilience.

Insert Figure 3 about here

Factors Associated with Resilience before Study

Two Generation Y graduates considered their personal resilience before studying was either
‘never considered before studying’ or that they were not ‘resilient before studying’. The Generation X
and Baby Boomer graduates considered they were ‘already resilient before [studies] . Participants
considered, ‘Resilience is probably only learnt through experience’ and ‘over time you learn to get
through the struggles and move on, it [resilience] comes with you’. The development of resilience
before study according to graduate’s, came ‘over time’, age and ‘experience’.
Factors Associated with Resilience during Study

The two Generation Y graduates considered resilience while studying developed out of
‘personal struggles’ that increased personal resilience, but ‘not because of study.’ Overcoming
personal struggles and getting ‘a stronger backbone and cop[ing]’ were also associated with resilience
when studying. One Generation X graduate considered study helped them increase resilience through

‘meeting deadlines, putting yourself under pressure and just continuing. Having that voice in your



s

head [saying], “you can do it”, and “keep going”’’. The Baby Boomer felt resilience attributes
‘collapsed for a while’ due to lack of ‘support’.
Factors Associated with Resilience in the Workplace

Both groups were asked to identify workplace resilience factors which they said included:
provision of ‘work-life balance,’ being able to ‘carry on, ’ recognising and ‘taking up opportunities,’
and ‘supportive’ workplaces, mentioned because businesses today are seen to be ‘demanding,”’ and
‘competitive’. Participants identified ‘work-life balance’ as a major factor associated with resilience in
the workplace. Baby Boomer managers were aware that ‘supportive’ work environments were
beneficial for staff; however, it was largely absent in the participants workplaces.
Factors Associated with Career Resilience

Factors associated with career resilience included the capacity to ‘hang on,” ‘to ‘persevere,’ to
‘cope,’ to ‘carry on,’ to ‘maintain education,’ to ‘take opportunities,’ and to ‘get new skills’. For
Generation Y career resilience was about withstanding and persevering in workplaces; a view that sees
individuals on their own in the workplace. For Generation X career resilience was about looking out
for ‘opportunities’, it was future focused, it was about persisting. However, it was recognised that
encouraging, ‘supportive’ workplaces would assist. Baby Boomer career resilience was about ‘coping’
and management of self in the workplace, as well as carrying out fulfilling and gratifying work.
Factors Associated with Resilience Transfer

Factors that ‘assisted’” with the transfer of resilience were not identified. However graduates
all agreed that personal resilience attributes carry over to the workplace because: ‘[resilience] is within
you, [it’s] your personal resilience’; ‘[resilience] crosses over to every aspect of your life, work and
social life’ and ‘there are similar experiences from study to life and working and you can apply the
same principles [of resilience] . However, the Baby Boomer graduate iterated that ‘personal issues
demolished’ resilience impacting on resilience in every area of life including in workplaces.

DISCUSSION

Resilience development before studying occurred ‘over time’, age, and ‘experience’ across the

generations in different ways. Mentors and ‘coping’ strategies helped Generation Y develop resilience

during study, self-talk helped Generation X and ‘support’ would have helped the Baby Boomer.



Figure 4 presents a general conceptual model of graduate’s responses that illustrates resilience
development before and during study that occurred ‘over time’, age and ‘experience’. The double

arrow line represents the continuum of time, age and experience and its link to resilience development.

Insert Figure 4 about here

Analysis of factors associated with resilience transfer revealed resilience appears to be a
construct that transfers easily between life, work, and social aspects of participants lives because ‘it’s
within you. It’s your skill, your attribute that you rely on’ and ‘it crosses over to every aspect of your
life’; defined as:

Resilience appears to be a construct that operates freely across all dimensions of an

individuals lived experience, a dynamic part of the whole person.

The research found that perspectives about career resilience alter over time relative to the
generations who are still working today. A general conceptual model of career resilience relative to the
‘time’ age and ‘experience’ of each of the three generations within the two participating groups

presents this concept (refer Figure 5).

Insert Figure 5 about here

Analysis of the data across the generational cohorts in 21* Century workplaces resulted in a

contemporary definition of career resilience:

Career resilience is the capacity to ‘persevere’, ‘cope’, ‘hang on’ and ‘carry on’ in
turbulent labour market conditions and includes the ability to gain ‘new skills” and
capitalise on ‘opportunities’ in order to survive the changes in ‘demanding’ and
‘competitive’ 21" century labour markets.

Rickwood (2002) maintains that career resilience understands change is a constant and
advocates that adaptability is the primary skill people need in an ever-changing workplace
environment; that and the ability to read the external environment. Career resilience also recognises
that learning is constant when change is constant (Rickwood, 2002). These views are conducive to the

definition of career resilience developed out of the research project.



Multi-generations in the Workplace

Other major themes arising from the research relate to generational resilience, workplace
pressure and work-life balance and confirmed generational differences exist in the workplace.
Unsurprisingly, these differences exist whenever there is a comparison of generational cohorts and are
often described as the ‘generation gap’ (Zopiatis et al., 2013). This generation gap, according to Deal
(2007), is largely the result of misunderstanding. Pekala (2001) maintains identifying the
characteristics that define each generation is essential in order to effectively manage them. Some
experts contend that the differing world views held by each of the generational cohorts can negatively
impact job satisfaction (White, 2011). White (2011) claims while there are differences among
individuals in how they approach work, these generational characteristics are based on minimal
scientific research.

Results of a study on personality and motivation differences between the generations were:
‘...not supportive of the generational stereotypes that have been pervasive in... literature and media. ..
few meaningful differences were found between the three generations...even when differences have
been observed, these have related more to age than generation’ (Wong, Gardiner, Lang & Coulon,
2008, p. 878). Wong et al. results (2008, p. 878) ‘emphasizes the importance of managing individuals
by focusing on individual differences rather than relying on generational stereotypes’. The differences
among generations can be seen as a continuum and not necessarily divisive if the description
‘generation gap’ is reinterpreted to mean life stages (White, 2011).

Frequently, generational cohorts are used as target groups in marketing segmentation
(Solomon et al., 2014). Wong et al. (2008) maintains these generational profiles are not necessarily
accurate so caution must be exercised to ensure stereotyping does not creep in. Findings in this
research project suggest generational segmentation appears to have transformed into a stereotype
influencing contemporary views of who we are, altering our perceptions of life stage. Reflecting on
White’s (2011) study, Generation Y will eventually be the age of today’s Baby Boomers, and when
they reach that life stage, may exhibit the same characteristics attributed to Baby Boomers today.

However, the segmenting of generational cohorts in this study revealed that themes of ‘time” age and



‘experience’ have a bearing on resilience development. This insight proved useful when analysing the
data, allowing for comparisons of resilience development between the generations.
Workplace Pressure

Both managers and graduates experienced workplace pressure caused by changes. One Baby
Boomer Manager ‘had to learn the internet to keep up’ while the Generation Y manager felt, ‘/m/y
generation struggle, they 're poorly educated...’ One Generation Y graduate explained; ‘/y/ou need to
have a thick skin, you need to be tough.’ A comment from a Generation X graduate alluded to the
reason for more pressure in workplaces; ‘/m]ore demands are placed on people because there’s more
requirements, and people work longer hours.” While another succinctly stated to read the external
environment, ‘/y/ou need to know who is out there and what they want, and what others are doing’.

Figure 6 explores resilience in the workplace over ‘time’, age and ‘experience’.

Insert Figure 6 about here

Workplaces across the generational cohorts appear to be workplace focused, pressurised, rigid
and unbending, even though some of the cohorts recognise that ‘supportive’ workplaces would be
beneficial to resilience in the workplace. This pressure in the workplace was not a surprise. However
pressure caused by rapid changes sees workplaces almost neglectful of their employees need and
desire for support within this framework of constant change. While workplace pressure is unavoidable
in contemporary workplaces, excessive pressure leads to stress (Stavroula, Griffiths & Cox, 2004).
When employees feel they have little workplace support as they cope with its demands and pressures,
they find maintaining a healthy work-life balance difficult (Stavroula et al., 2004).

Work-life Balance

Work-life balance is being eroded for many employees due to increased work demands
(Pocock 2005, p. 201). Moreover, flexibility and work-family support has not been achieved by many
organisations (Beutell & Wittig-Berman, 2008). Figure 7, developed from reflecting on workplace
resilience factors that emerged from the research, outlines workplace risk and protective factors as
identified in the data. Work-life balance can be seen as a major issue for employees, appearing in all

sections of Figure 7.



Insert Figure 7 about here

Across the generational cohorts, analysis reveals a workplace where staff are impacted by both
protective and risk factors; a place where they are effectively on their own with regard to developing
career resilience and attaining a work-life balance. Figure 8 reviews generational resilience
development factors which also highlights the prevalence of workplace and career resilience risk

factors.

Insert Figure 8 about here

Reviewing Generation Y career resilience development factors in Box 4 (Figure 8), the
question must be raised; is Generation Y feeling alone in the workplace because support is not
forthcoming from the other cohorts? Impatient Baby Boomers maintain Generation Y ‘wants all the
trimmings without the effort.” Generation X is looking out for ‘opportunities’ for themselves. Would a
greater understanding of life stage in the workplace allow for more patience and deliberate teaching of
the younger cohorts coming through? After all, impatience with the younger generation is not a new
concept (Thurnher, Spence & Fiske Lowenthal, 1974). Moreover, Figure 8 emphasises that lack of
support for all generational cohorts in the workplace is a pressing issue.

Age or life stage, economic, social and political conditions and experiences of individuals
during formative and teenage years all differentiate, divide and define the differences between
generations (McCrindle, 2003). Re-imagining the generational cohorts within their life stages defines
Generation Y as young people; Generation X as mid-lifers and Baby Boomers as late-lifers and
provides a different view of the data analysis. Relative to life stage (White, 2011); young people are
building personal resilience. They need mentors when they study, feel alone and unsupported in
workplaces and are withstanding and persevering in their careers. They know support in the workplace
is beneficial to building career resilience. Mid-lifers are continuing to build resilience and find self-talk
helps as they study. They are looking for opportunities in their pressurised workplaces, are persisting in
their careers, and know that support in the workplace would help career resilience development. In this

study, late-lifers resilience appears to be declining. They are aware support would help when studying



and are coping and self-managing their careers in rigid, unbending, impatient workplaces. They

recognise that satisfying work and supportive workplaces benefit career resilience development.

Within this structure, young people, mid-lifers, and late-lifers experience each workplace situation

relative to the generations managing their workplaces. Inside this framework of life-stages, resilience

transfers easily across all dimensions of an individuals lived experience; work, study and social life.
CONCLUSION

The research found that personal resilience learned and developed when young transfers easily
to study, workplace and career resilience, building through mid-life, though declining in later-life and
that support at all stages and in all situations is an important factor undergirding resilience. Perhaps
the most important element to emerge from the research was the contemporary definition of career
resilience that reflects the pressure, lack of work-life balance and uncertainty experienced by many in
‘demanding’ and ‘competitive’ 21* Century labour markets. Implications for HR and Management
personnel as major stakeholders in workplaces include the responsibility to recognise and implement
work-life balance initiatives to improve workplace support. Improved policies for work-life balance
are required in the workplace due to the ‘demanding’ and ‘competitive’ workplaces that typify
conditions in 21* Century labour markets.

While the small number of participants in this study is viewed as a limitation, and findings in
this qualitative study are context and situation specific (Collis & Hussey, 2009), future studies could
move to extend the sample. Additionally, new research may consider moving away from cohort
definitions to life stage definitions.

The results of this study suggest labour markets stand to gain an increase in efficiency and
productivity from a workforce that has increased resiliency especially if work-life balance initiatives
are put in place. This research builds upon previous career resilience research (Bimrose & Hearne,
2012; CCDF, 2007; London, 1983; 1985; 1997; London & Mone, 1987) and contributes a
contemporary definition of career resilience. The implications from these results suggest that career
resilience is vital in the ‘demanding’ and ‘competitive’ workplaces that typify conditions in 21

Century labour markets.
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Figure 1: Internal and External Protective Factor’s and Risk Factors

PROTECTIVE FACTORS
e Internal Protective Factors

Self-esteem Sense of responsibility
Self-efficacy Ability to restrain oneself
Honesty Decision-making abilities

* External Protective Factors
Family Support ~ Community Involvement

Role Models Caring School Environment
RISK FACTORS
Poverty Minority Status

Family Conflict Single Parent Families

(Source: Adapted from McCubbin, 2001; Kumpfer, 1999)



Figure 2: Characteristics of Group 1 and Group 2 participants (n = 9)

PARTICIPANTS

Group 1 Working Graduates

Generation Coming of Age Agein 2013 N Gender Job Description
Baby Boomer 1946-1964 49-67 years 1 Female Research Assistant
X Female Teacher
Generation X 1965-1976 37-48 years 2
Female Project Manager
Generation Y 1977-1994 19-36years 2 Male Advertising Assistant
Female Administration

Group 2 HR & Management Personnel

Baby Boomer 1946-1964 49-67 years 1 Male Professional Service
1 Female Professional Service

Generation X 1965-1976 37-48 years 1 Female HR Manager

Generation Y 1977-1994 19-36 years 1 Female Shift Manager

(Source: Developed from the Research)



Figure 3: Working graduates perception of personal resilience developed over time

GRADUATES DEFINITION OF PERSONAL RESILIENCE

GENY GEN X BABY BOOMER
Resilience developing Resilience had developed Already resilient when young
over time over time over time
by overcoming personal struggles and still developing with new challenges personal issues demolished
moving on such as deadlines resilience
Perception of Resilience Perception of Resilience Perception of Resilience

* Succeeding against the odds
* Maintaining the status-quo
* Overcoming personal struggles

Capacity to overcome adversity To withstand adverse conditions

Taking care of yourself and survive
Life Balance * Being able to take directions

* Resilience is a mindset * Personal struggles build you * Understanding you are not
* Giving up is the wrong decision * Believing you can achieve perfect, and that you don’t have
* Comes with emotional maturity * Recovering from something that to be
* Overcoming obstacles and being a didn’t go well * Developing networks
better person « Finding supports * Getting support from people
* Not stressing out * Learn from mistakes
* Self discipline * Dust yourself off
* Getting on with it * Accept adverse results
¢ Learn from text books * Hanging in
¢ Learn from mentors * Dodging stressors

Draw from a deeper strength
Life experiences
Setting goals

(Source: Developed from the Research)



Figure 4: General Conceptual Model of Working Graduates Resilience Development before and
During Study over Time, Age and Experience

Working Graduates Resilience Development Before and During Study

P TIME AGE R
X EXPERIENCE i
A 4 N
GENY GEN X BABY BOOMERS
1977 — 1994 1965 -1976 1946 — 1964
(Solomon et al. 2014) (Solomon et al. 2014) (Solomon et al. 2014)

Before study During study Before Study During Study Before study During Study
Resilience Building resm?nce Resilient when Alr(::*frdy
by overcoming resilient
developed personal struggles Resilience developed | A Iready resilient young, developed SUPPORT
OVER TIME By: MENTORS HELP OVER TIME By: SELF-TALK HELPS OVER TIME By: WOULD HELP
* Succeeding * Never * Taking care of * Already resilient | « Withstanding * Already
against the odds | considered yourself before studying adverse resilient before
+ Maintaining the resilience before|s Life Balance * Resilience conditions and studying
status-quo studying * Personal struggles | developed over surviving * First in family
* Overcoming * Resilience building you time * Taking directions to go to
personal struggles | increased while |« Believing you can | *Transferred this | « You don’t have to | university
« Resilience is a studying but not| achieve resilience to be perfect *Resilience
mindset because of study|« Finding supports study when * Developing attributes
* Giving up is the * Developing over |+ Not stressing out deadlines caused|  networks demolished
wrong decision time by * Self discipline pressure * Getting support during last lot
* Comes with overcoming * Getting on with it | *Self-talk * Learning from of study
emotional personal * Learn from text encourages mistakes * Little support
maturity struggles books resilience while | « Hanging in * Waited for
+ Overcoming * Mentor helped |+ Learn from mentors| studying * Dodging children to
obstacles * A stronger * Draw from a deeper| stressors grow up before
backbone and strength completing
coping helped study

(Source: Developed from the Research)




Figure 5: General Conceptual Model of Career Resilience over Time, Age and Experience

CAREER RESILIENCE OVER TIME, AGE & EXPERIENCE

P TIME AGE R
- EXPEI*ENCE i
A 4
GENY GEN X BABY BOOMERS
1977 — 1994 1965 - 1976 1946 — 1964
(Solomon et al. 2014) (Solomon et al. 2014) (Solomon et al. 2014)

HR & M’ment View
of Career Resilience

Graduate View
of Career R

HR & M’ment View
of Career Resilience

Graduate View
of Career R

HR & M’ment View
of Career Resilience

Graduate View
Career R

On your own in the

On your own in

1t is up to you in the

It is up to you /

1t is up to you /

Up to you in the

workplace the workplace workplace worklife balance worklife balance workplace
* Ability to withstand | °Itis * Taking * Capacity to * Keep going even *Itis being
difficult scenarios competitive, opportunities hang on when its tough highly
in the workplace you get * Carrying on « Getting through | *Keep up with organised
* Ability to withstand knockbacks * Taking control the hard times education eltis
workplace eltis *Don't let setbacks | - ————-_-_ * Ability to cope recognising
problems Persevering defeat you * Sustainability with the workload your own
* Nurturing * Coping with limitations

(Source: Developed from the Research)

environment

stressful situations
daily

* Comes from
feelings of
achievement and
personal
satisfaction

*You must enjoy
your job




Figure 6: General Conceptual Model of Resilience in the Workplace over Time, Age and

Experience
RESILIENCE IN THE WORKPLACE OVER TIME, AGE & EXPERIENCE
_ TIME AGE
EXPEFi!ENCE :
v
GENY GEN X BABY BOOMERS
1977 — 1994 1965 - 1976 1946 — 1964
(Solomon et al. 2014) (Solomon et al. 2014) (Solomon et al. 2014)

HR & Management

Graduate View of

HR & Management

Graduate View

HR & Management

Graduate View of

View of Staff Resilience Workplace View of Staff Resilience Of Workplace View of Staff Resilience Workplace
Not interested in Want worklife Workplaces exerting Pressurised Impatient workplaces — | Rigid, impersonal
worklife balance balance & support pressure workplaces know support needed workplaces

* Need to separate
home life from work
life

* Some staff resilient
because of upbringing

* It has got nothing to
do with education

* You cannot teach
someone to be
resilient later in life

* Generation Y is weak,
they have a low work
ethic

* Generation Y do not
know how to be
reliable

* Businesses are
more demanding

* We juggle a
work life balance

* Employees need
to have a thicker
skin, some
things get taken
to heart when
they should not
be

* Supportive
workplaces are
conducive to
resilience

* Sucking it up and
getting on with it

* Resilience varies
between staff and it is
not dependent on
how long they have
been employed by the
organisation

« Staff who cannot carry
on create a lot of extra
work

« Staff need to carry on
even if it is difficult

* Some staff want
everything handed to
them on a platter,
including technology

(Source: Developed from the Research)

* More competitive

* Gone is the 40
year career

* Faster workplaces

* More is expected

* Need multi-skills

* More demanding

* More information
that flows faster

* More demands
placed on more
people because
there are more
requirements

* People work
longer hours today

* Need to know
who’s out there,
what they want
and what others
are doing

« Staff need to be happy
with what they are
doing

* Supportive
environment
maintains staff
resilience

* Need to specialise

* Generation Y not as
resilient as us

* Generation Y see
career as part of their
life not all of it

* Generation Y tire
quickly

* Younger graduates
don’t have the same
commitment

* Generation Y not
reliable & do not want
responsibility

* Work places
keep surviving —
the individual
might not — but
the workplace
does

* Workplaces have
a momentum of
their own that is
difficult to
change

* As an employee
you need to
know how to be
strategic

* As an employee
you need to
know who to ask
for help




Figure 7: Synthesis of Workplace Resilience Factors

WORKPLACE RESILIENCE FACTORS

Workplace Resilience Risk Workplace Resilience Protective
Factors Factors
* Adverse Workplace Events * Resilience Training Initiatives
* Non-supportive Workplace * Supportive Workplace
* No/limited Work-life Balance Initiatives
Initiatives * Work-life Balance Initiatives

Employee Resilience Risk Factors Employee Resilience Protective

* Demanding Workplaces Factors

e Competitive Environment * Ability to Carry On

* Non-supportive Workplace * Taking up Opportunities

* No/limited Work-life Balance ¢ Supportive Workplace
Initiatives * Work-life Balance

(Source: Developed from the Research)



Figure 8: Synthesis of Generational Resilience

RESILIENCE FACTORS

Generation Y

Generation X

Baby Boomers

1. Resilience development
factors before study

Developed over
time: overcoming
personal struggles

Developed over
time: getting on
with it

Developed over
time: withstanding
adverse conditions

2. Resilience development
while studying

Mentors and coping
Strategies help

Self-talk helps

Support would
help

3. Resilience issues in the
Workplace

Unsupportive
workplaces — want
support

Pressurised
workplaces

Rigid, unbending,
impatient
workplaces. Know
support helps

4. Career Resilience
development factors

Withstanding,
persevering, feeling
alone in the
workplace

Looking out for
opportunities,
future focused,
persisting,
support needed

Coping, self-
managing
Satisfying work
helps

5. Factors associated with
Resilience Transfer

Resilience appears to be a construct that operates freely
across all dimensions of an individuals lived experience, a
dynamic part of the whole person

(Source: Developed from the Research)




