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Abstract—I n the present work, we introduced the theory,
faced predicament and defects of traditional career, the
theory and development of boundaryless career, as well
as its enlightenment on employability training in colleg-
€s.
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l. THEORY OF TRADITIONAL CAREER

A. Theory of traditional career and the faced predicament

In the past, the theory of traditional career described
one’'s lifetime career basically accurately, and also became
a guiding principle of making career development plan for
employees'!).

When the theory of traditional career studies people's
professional conduct, it is not enough on the development
law of career itself, such as social division of labor, indus-
try division, career structure mobility, etc. At present, how-
ever, the boundary of the old framework has been broken
through. Flow inside organization becomes movement in-
side or between organizations, and relatively disciplinary
career plan path gradually becomes relatively uncertain
plan path. In addition, because individual career role itself
is influenced by organization restructuring, technical reno-
vation, etc., it is being endowed with new meaning, which
is also a change?. In this day and age, the theory of tradi-
tional career hasfallen into dire straits.

B. Defects of traditional career
1) Traditional career neglects individual development
outside organization

Organizing individual career development only consid-
ers inside an organization, vertical promotion or level ad-
justment, while seldom thinks of individual development
outside organization. With the change of organization struc-
ture, however, many employees are hard to redlize their ca
reer development plan inside organization.

2) Traditional career neglects development trend of indi-
vidual career

In the increasingly fierce competitive environment,
manager’s control ability on the future development trend
of organization becomes lower and lower. Needs to adjust
constantly management direction, selects different techni-
cians and managers, eliminates less competent, low effi-
cient employees. For the laid-off employees, there is no
management of organization to their career.
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I1. THEORY OF BOUNDARYLESS CAREER AND
DEVELOPMENT

A. Theory of boundaryless career

The concept of boundaryless career first appeared in
1990s presented by Arthur in the special issue of Journal of
Organizational Behavior in 1994. It refers to “a series of
employment opportunities beyond the boundary of single
employment environment”™!. Different with traditional ca-
reer, boundaryless career highlights employability im-
provement in placeof long-term employment assurance,
enabling employees to realize sustained employment across
different organizations.

The “boundary” in “boundaryless career” can be inter-
preted as career boundary, organization boundary, em-
ployment relationship boundary, work role boundary, etc.
Boundaryless career is not also used to describe a develop-
ment trend of modern career, but also to represent a mode
of individual career development. As a development trend
of career, boundaryless career breaks through the hypothe-
sis that organization can provide employment for life, and
highlights the instability and turbulence of modern career'.

Using the concept of boundaryless career, Arthur de-
scribes the fact that the career of many people is no longer
“bound” or “regulated” by organization. In 1996, Arthur
and Rousseau further revise and enrich the theory of
boundaryless career, and it develops into an influential con-
cept gradually. This means that besides individual transfer
inside and outside organization, the accumulation of trans-
fer ability and personal identity are also important factor of
judging boundaryless career. Under the mode of boundary-
less career, employees will be beyond a series of job oppor-
tunities set by a certain or single employment scope, e.g.,
employees will no longer finish lifetime career in one or
two organizations, but realize their career in more organiza-
tions, more occupations and more posts.

B. Background of boundaryless career
1) Career changes rapidly due to industrial restructuring
and technical upgrading

With the constant increase of new occupation style, old
occupation style is dying out. Taking America as an exam-
ple, in recent 5 years, 7000 occupations disappeared while
8000 new occupations were added. This means that skills
and experiences learned in the past are not enough to satisfy
current and future need of a job. When some old jobs dis-
appear or some new jobs appear, employees’ employability



appears to be very critical, especially for their core employ-
ability.

2) Influence of organization transfor mation

Since the later 19 th century, therival environment that
enterprises confront changes rapidly. Especially with the
rapid development of information technology and
knowledge economy since 1990s, organization has been
changing fundamentally. It develops from traditional bu-
reaucracy to more flexible and more flat organization-
a form, and diverse development trend appears, such as
informationization, decentralization, virtualization, minia
turization, etc.

3) Influence of the rise of services

Since the later 19 th century, theriva environment that
enterprises confronted changed rapidly. Especialy with the
rapid development of information technology and
knowledge economy since 1990s, organization has been
changing fundamentally. It develops from traditional bu-
reaucracy to more flexible and more flat organization-
a form, and diverse development trend appears, such as
informationization, decentralization, virtualization, minia-
turization, etc.

[1l. ENLIGHTENMENT OF BOUNDARY LESS CA-
REER ON EMPLOYABILITY TRAINING IN HIGHER
EDUCATION

A. enlightenment Traditional career has changed to bound-
aryless career

Individual faces more tough competition and more fre-
guent job change; Individual no longer finishes lifetime ca-
reer in one or two organizations, but realizes his career in
more organizations, more occupations and more posts; Var-
iable and unstable employment environment requires that
colleges need to improve employability of students during
talents training. This, on the one hand, sets up obstacles for
individual career development, and also provides direction
for the cultivation and development of individual employa
bility of students. Colleges must be soberly aware that
boundaryless career will have great influence on their tal-
ents training mode!”. Under the mode of boundaryless ca-
reer, college graduates are no longer possible to plan their
career based on alengthy period, and it is also very difficult
to position their job and life opportunity in the stability of
organization.

Cultivating and improving the employability of college
students become one of key factors of successful talents
training in colleges under the mode boundaryless career.

B. Boundaryless career isa career development trend

Boundaryless career is a development trend of career
in knowledge economy era, and aso is a main development
trend of career that higher vocational college students are
facing and will face inside next long time. Under the mode
of boundaryless career, employability not only affects their
origind employment, but also affects their employment
transition, and more affects the sustainable development of
their career.
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Come nearly 10 years, Chinese higher education devel-
oped rapidly. Since the rapid expansion of colleges,
in ashort period of over ten years, the scale of higher edu-
cation has been expanded. However, the quality develop-
ment of our higher education still is in the primary stage.
Many colleges are still very short-sighted and utilitarian on
school-running concept and talents training mode. Most of
colleges pay much attention tothe transmis-
sion of knowledge, but despise the cultivation of employa
bility, especially neglect the cultivation of core employabil-
ity, neglect the cultivation of professionalism and values,
simplify “job-oriented” as “employment rate” of pursuing
single numbers game'®’.

C. Boundaryless career highlights employability

Under the background of traditional career, individual
professional skills are a deciding factor for individual to be
adequate to his job. Professional competence often is a key
factor of individual promotion and reuse. Under the mode
of boundaryless career, however, employability becomes a
deciding factor for individual success.

Cultivating talents is not “making machine”. As colleges
cultivate professional knowledge and professional skills of
students, they should pay much attention to the cultivation
of employability, especialy for core employability, result-
ing in the sustained employment of students across different
organizations. This is more accord with the idea of bounda-
ryless career. Must center on improving employability, in-
novate system mechanism of talents training, deepen the
innovation of talents training mode, especialy make whole
reform and innovate on teaching content, teaching method,
teaching technology, teaching environment, teaching value,
etc.
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