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ABSTRACT 

 

This PhD project has three objectives: (a) develop and validate a new scale to 

measure perceived future employability for young adults; (b) explore antecedents and 

consequences of perceived future employability in a cross-sectional mediation (i.e., 

future perceived employability → career goal discrepancy → well-being/performance) 

and moderation (i.e., future perceived employability → well-being/performance 

moderated by goal importance) models, in Australian young adults; and (c) test a 

perceived future employability model in a cross-sectional model using social cognitive 

career theory (i.e., perceived future employability → career self-efficacy and outcome 

expectation → career outcome variables).  

Study 1 describes the development and initial validation of a new scale to access 

young adults’ perceptions of their future employability. I defined perceived future 

employability as young people’s current perceptions of their future skills, expected 

experience, anticipated networks, accumulated personal traits, future labour market 

knowledge, and predicted institutional reputation at the time of completing their formal 

education, when they are on the verge of joining the labour market. In Phase 1, I 

conducted an expert review to gain feedback from experts regarding the item pool that I 

created based on a systematic literature review and focus group discussion. In Phase 2, I 

conducted exploratory factor analyses to reduce the number of items using data from a 

university student sample (N = 324, 62.3% female, mean age 20.77 years). In Phase 3, 

confirmatory factor analyses tested the initial structure using data from a second sample 

of university students (N = 250, 83.2% female, mean age 21.18 years). In Phase 4, 

construct validity was examined by correlating scale scores with measures of career 

ambition, university commitment, and career distress. Applying this standard scale 
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development approach, I produced initial validation for a reliable 24-item scale, with 4 

items for each of 6 domains, which covered: (a) perceived future network, (b) perceived 

expected experiences; (c) perceived future personal characteristics, (d) anticipated 

reputation of educational institution; (e) perceived future labour market knowledge; and 

(f) perceived future skills. This study has been published in the Journal of Career 

Assessment and presented at the National Career Development Association (NCDA) 

Conference, 2018. 

Study 2 examined several important personal and situational antecedents (career 

calling, strategies, encouragement, proactivity) and outcomes (career planning, 

performance, satisfaction) to perceived future employability, and tested whether 

perceived future employability mediated these person and situational variables and 

career outcomes. Responses from a sample of young adults (N = 324, 62.3% female, 

mean age 20.77 years), revealed that: (a) career calling, strategies, proactivity, and 

encouragement were related to perceived future employability, (b) perceived future 

employability was related to career planning, performance, and satisfaction, and (c) 

perceived future employability mediated the association of career calling, strategies, 

encouragement, and proactivity with career satisfaction, but not with career planning or 

performance. I discuss the importance of having an optimistic perception about 

perceived future employability. This study was submitted to the Journal of Vocational 

and Educational Guidance and presented at the 1st Conference of Asia Pacific Academy 

for Psychosocial Factors at Work, 2018. 

 Study 3 used social cognitive career theory as a framework to examine the 

mediating effects of career self-efficacy and outcome expectancy on the association 

between perceived future employability and career outcomes of career distress, career 

effort, and career aspirations. Responses from a sample of young adults (N = 449, 78% 
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female, mean age 21.07 years), revealed that: (a) perceived future employability was 

associated with career self-efficacy and outcome expectancy, (b) career self-efficacy 

and outcome expectancy were associated with career distress, career effort, and career 

aspiration, and (c) career self-efficacy and outcome expectancy mediated perceived 

future employability with career distress, career effort, and career aspiration. 

Effectiveness of positive perceptions of future employability to enhance career self-

efficacy and outcome expectancy are discussed. This study has been submitted to the 

Journal of Career Development. 
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CHAPTER ONE                                                                                                                           

REVIEW OF THE EMPLOYABILITY LITERATURE 

 

History of employability 

In the 21st century, employability is an important concept that has attracted much 

attention from governments, policy makers, academics, and practitioner around the 

world. The concept has been investigated in multiple disciplines, including psychology, 

career development, economics, education, and counselling. A diversity of definitions 

and measures has been the result (Vanhercke, De Cuyper, Peeters, & De Witte, 2014). 

Gazier (1998) described this phenomenon as being a “fuzzy notion, often ill-defined and 

sometimes not defined at all” (p. 298), with others echoing these sentiments (Nauta, 

2011; Rothwell & Arnold, 2007).  

The employability concept started to be used at the beginning of the 20th century 

(Gazier, 1998) to distinguish the dichotomy between “employable” individuals 

(motivated, capable workers), and “unemployable” individuals (incapable, unmotivated, 

and needing help). Guilbert, Bernaud, Gouvernet, and Rossier (2016) showed that the 

concept shifted from an approach concerning work and individual self-image in the 

1950s and 1960s to one of knowledge and abilities in the 1970s. It changed again in the 

1980s, when organizational and industrial perspectives started to focus on employability 

and the evolution of motivational skills as a meaningful way to enhance an individual’s 

selling point in the labour market. After the 1990s, the concept of employability was 

expanded to incorporate the general population, where the focus was on the effort that 

individuals made in maintaining and developing their employability during transitions 

between jobs and within a single occupation. The concept of “interactive employability” 

was introduced at the end of the 20th century, which “maintain(ed) the focus on 
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individual adaptation but introduce(d) a collective/ interactive priority” (Gazier, 1998, 

p. 300).    

Further developments in the employability literature have highlighted the 

contribution of the employability concept in the workforce context. Employability is the 

number three trending topic in the career literature, based on meta-analytical findings 

from articles published from 2012 to 2016 (Akkerman & Kubash, 2017). 

Perspectives on employability 

Several authors (Berntson & Marklund, 2007; Rothwell, Jewell, & Hardie, 2009) 

have proposed three different perspectives on employability. First, employability is 

considered at the level of a national workforce issue, where it is concerned with 

government policy; second, employability is seen as a human resource management 

(HRM) issue, where it is categorized as a human resource procedure; and third, it is an 

individual perspective that emphasizes the employment opportunities for employees. At 

the national workforce level, concerns are with government strategies in the areas of 

work (e.g., Berntson, Sverke, & Marklund, 2006; Brown & Hesketh, 2004) or industry 

(De Grip, Van Loo, & Sanders, 2004) as a consequence of changes in the nature of 

work (Rothwell et al., 2009). At the second level, employability in the context of HRM 

deals with employees’ efforts to enhance their ability to secure and/or retain a job in an 

organization (van Dam, 2004).  

This thesis focuses on the third level, the individual or psychological perspective, 

rather than on the national and HRM perspectives. Research has shown that individual 

employability is an important, emerging quality for workers necessary to enable them to 

adapt and flourish in the 21st century workforce. Job seekers in the 21st century seek 

more control over their personal career development (Di Renzo, Greenhaus, & Weer 

2011) so as to obtain greater benefits and fulfilment from meeting their own needs, 
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rather than focusing primarily on fulfilling the needs of employers (Weng & McElroy, 

2012; Weng, McElroy, Morrow, & Liu, 2010).  

Research on perceived employability 

Akkerman and Kubash (2017) identified two well-defined research streams based on 

a meta-analysis: general employability and graduate employability. General 

employability has attracted most attention from researchers, where the focus has been 

on perceived employability (e.g., Lin, 2015; Vanhercke et al., 2014) and employability 

competencies (e.g., Van der Klink, Van Van der Heijden, Boon, & van Rooij, 2014). 

Within this general level, authors have examined employability in various groups of 

people and contexts, such as undergraduates engaging with the workforce (Harvey, 

2001; Knight & Yorke, 2004; Pool & Qualter, 2013; Pool, Qualter, & Sewell, 2014), 

aging workers (Van der Heijde & Van der Heijden, 2005), the long-term unemployed 

(Koen, Klehe, & Van Vianen, 2013), workers in temporary employment (De Cuyper & 

DeWitte, 2010), the unemployed (McArdle, Waters, Briscoe, & Hall, 2007), ex-

prisoners (Graffam, Shinkfield, & Hardcastle, 2008), and the disabled (Bricout & 

Bentley, 2000). Graduate employability on the other hands, has gained less attention 

(e.g., Pool et al., 2004).  

Perceived employability concerns the individual’s perception of their own 

possibilities of securing and/or retaining employment, or of acquiring new employment 

in a different organization, known as the micro approach to employability (Berntson & 

Marklund, 2007; Vanhercke et al., 2014). Perceived employability is an important 

construct because “feeling employable potentially provides the individual with a feeling 

of security and a feeling of independence towards environmental circumstances” 

(Berntson, 2008, p. 19).  
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Besides perceived employability, multiple terms have been used to describe the 

construct, including “self-perceived employability” (Rothwell, Herbert, & Rothwell, 

2008) and “graduate employability” (Pool et al., 2014), as well as the unqualified term 

of “employability” (Harvey, 2001; Hillage & Pollard, 1998; Knight & Yorke, 2004; van 

der Heijde, 2014; van der Heijde & van der Heijden, 2005). Rothwell et al. (2009) 

explained that graduate employability, or the focus on employability of young people in 

education, especially university students, has increased significantly since the late 

1990s.  

The various definitions and dynamic progress show that the concept of perceived 

employability is widespread (e.g., Berntson, Naswall, & Sverke, 2008; Rothwell & 

Arnold, 2007). However, these definitions have not been built on robust psychological 

or educational theories. This has meant that interpreting and measuring this construct 

solely depends on the authors’ own perspectives. Akkermans and Kubasch (2017, p. 

592) proposed that the employability construct is still in the “relatively early stages of 

conceptual development.” It also has been identified that most of the focus has been on 

company workers, or within internal organizational situations that include employees 

and workers who are trying to secure and or retaining a job, or moving between 

employments. 

Dimensions and categorization of perceived employability  

At an individual level, several facets of perceived employability can be identified. 

Hillage and Pollard (1998) identified the concept of internal and external employability, 

based on the individual’s personal and external situational contexts when securing a job. 

Internal employability, also known as personal circumstances, refers to the individual’s 

characteristics and contexts, such as life responsibilities, household situation, 

dependents, and disabilities that affect employment. External employability refers to 
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external factors that might affect an employee in securing and maintaining a job (e.g., 

macro-economic condition, national policy, world labour market trends, and employer 

recruitment policy). Rothwell and Arnorld (2007) suggested that internal employability 

also included situational factors within an organization that affected someone’s 

employability (e.g., employer policy, HR recruitment and promotion criteria), and 

external employability, which are situational factors outside the organization (e.g., 

network, labour market trends). Other researchers supported the view that perceived 

employability can be categorized as internal and external (De Cuyper & De Witte, 2010; 

Forrier & Sels, 2003; Kluytmans & Ott, 1999; Van der Heijden, 2002). However, 

although they have some similarities, the definition and dimensions were based on 

different groups and categorizations of individuals and organizational factors (Rothwell 

& Arnold, 2007).  

Van den Broeck et al. (2014) proposed another categorization based on the dynamic 

interaction between internal-external employability and quantitative–qualitative 

employability. This categorization resulted in the combination of four types of 

perceived employability: (a) internal lateral perceived employability, which refers to 

perceived opportunities that workers have to secure a job within the same company/ 

organization; (b) internal upward perceived employability, which refers to perceived 

opportunities to secure a better job within the same company/organization; (c) external 

lateral perceived employability, which concerns perceived opportunities to secure a job 

in another company/organization; and (d) external upward perceived employability, 

which concerns perceived opportunities to secure a better job with another company/ 

organization (De Cuyper & De Witte, 2010). 

Berntson and Marklund (2007) offered another perspective that summarized 

perceived employability as consisting of perceived skills, personal experiences, personal 
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characteristics, acquired network, and knowledge of the labour market. Perceived skills 

are considered to be important to perceived employability, being referred to variously as 

skills and knowledge, job skills, transferable skills (Rothwell & Arnold, 2007), high 

academic achievement and academic work (Rothwell et al., 2008), occupational 

expertise (van der Heijde & van der Heijden, 2005), skillful practice (Knight & Yorke, 

2004), employability skills (Harvey, 2001), study skills, academic performance (Pool et 

al., 2014), and employability assets (Hillage & Pollard, 1998). Perceived skills include 

competencies related to securing and retaining employment.  

Perceived experiences include all life experiences acquired from working and having 

a job in an organization (Rothwell & Arnold, 2007; Pool et al., 2014), including 

experiences in one’s current employment. Networking focuses on the quantity, the 

extent, and effectiveness of the individual’s social network and includes personal 

(Rothwell & Arnold, 2007) and social capital (van der Heijde & van der Heijden, 2005). 

Networking research has focused on having contacts inside and/or outside a person’s 

current employment who can provide information regarding available jobs. Personal 

characteristics include learning capabilities and confidence in one’s capacity to achieve 

(Rothwell & Arnold, 2007), career knowledge and skills, job search mastery skills, 

potential to learn (Rothwell et al., 2008), anticipation, personal flexibility/adaptability 

(van der Heijde & van der Heijden, 2005), self-efficacy beliefs, metacognitive 

competencies (Knight & Yorke, 2004), emotional intelligence, ability to solve 

problems, and personal life-management (Pool et al., 2014). Personal characteristics 

here refer to the capacity to learn and develop individual attributes to cope with 

challenging workforce situations and in daily life. 

Knowledge of the labour market has included awareness of opportunities within 

one’s organization, awareness of opportunities in the external labour market (Rothwell 
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& Arnold, 2007), demand from the external labour market (Rothwell et al., 2008), 

corporate sense (van der Heijde & van der Heijden, 2005), understanding of discipline 

subject matter, understanding how organizations work (Knight & Yorke, 2004), 

knowledge of jobs (Harvey, 2001), knowledge of career development (Pool et al., 

2014), mastery of career job search skills, and having an effective approach to achieving 

career success (Hillage & Pollard, 1998). Knowledge of the labour market can be 

summarized as awareness of opportunities within an organization and in the external 

labour market. Rothwell et al. (2009) added one extra dimension in the context of young 

people in formal education: the university’s reputation, which refers to the perceived 

reputation of the university within the specific relevant field, based on university 

rankings, university branding, and acceptance level of the employers towards graduates 

from the university. Based on these studies, perceived employability in the current 

research will be considered as an individual’s perceptions of their own skills, 

accumulated experiences, acquired networks, personal characteristics, labour market 

knowledge, and reputation of educational institution. 

Existing measures of perceived employability 

Some self-perceived employability measures are available to measure perceived 

employability among employees or individuals who are currently working (e.g., self-

employed; Berntson & Marklund, 2007; Rothwell & Arnold, 2007). Berntson and 

Marklund (2007) generated a 5-item Perceived Employability Scale that assesses 

individual perceived skills, experience, network, personal traits, and knowledge of the 

labour market. Rothwell and Arnold (2007) developed and validated an 11-item self-

perceived employability scale, which covers internal employability (4 items), external 

employability (6 items), and one item addressing both components. De Cuyper and De 

Witte (2010) reconstructed a 16-item Employability Scale to measure the four types of 
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perceived employability: internal lateral/quantitative, internal upward/qualitative, 

external lateral/quantitative, and external upward/qualitative. The scale was constructed 

to measure perceived employability in adult workers who currently have a job or who 

want to move to another job. 

Rothwell et al. (2008) and Pool et al. (2014) focused on a scale to measure graduate 

employability for young people in education. Rothwell et al. (2008) constructed a self-

perceived employability scale for university students, which was a modification of the 

Self-Perceived Employability Scale for adults (Rothwell & Arnold, 2007), but included 

a new dimension of the impact of the reputation (brand image) of the educational 

institution attended.  

Pool et al. (2014) developed the Employability Development Profile, which was 

designed specifically for developmental work with undergraduate students from any 

higher education institution. This scale is a self-report measure that focuses on different 

aspects of employability, as defined by the Career-EDGE model. The main criticisms of 

the identified scales are: (a) that they have been developed without reference to theory 

(the scale development proposed in this project will be embedded in goal-setting theory 

and future selves theory), and (b) they are focused on current perceived employability, 

rather than future perceived employability once labour market training is completed, 

which is the case for young adults attending training institutions. 

As there were no scales suitable to measure perceived future employability in young 

adults, the following chapter details the arguments for, and processes involved in, 

developing a scale to measure this construct. The proposed scale will be developed with 

reference to theory.  
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  CHAPTER TWO                                                                                                                              

THEORETICAL FRAMEWORKS FOR THE ASSESSMENT OF                                             

PERCEIVED FUTURE EMPLOYABILITY IN YOUNG ADULTS 

 

Perceived employability and future-self 

Perceived employability is an individual’s perception of their current skills, 

experience, networks, personal traits, and labour market knowledge. However, 

individual perceptions of the self are based on an understanding of self that is not 

limited to the present moment or current situational context. Instead, people’s concept 

of themselves expands in the time dimension, to one’s past and future perception 

(Haddock, 2004; Markus & Nurius, 1986; Peetz & Wilson, 2008, 2014; Robinson & 

Ryff, 1999). For example, someone can portray themselves in the future as a happy, 

successful, and satisfied employee or see their future self as being jobless, failed, and a 

depressed employee. These non-permanent, projected selves reflect on the present self 

and influence current thoughts, behaviours, and affect (Wilson, Buehler, Lawford, 

Schmidt, & Yong, 2012). 

An historical perspective of future-self theory 

Comello (2015) explained that the first scholar to propose the idea was William 

James (1890, 1910), who proposed that people try to understand their identities through 

multiple selves, some “immediate and actual”, and others “remote and potential” (p. 

300). Based on these ideas, researchers have developed the theory of multiple selves 

using different concepts of “possible selves” (Markus & Nurius, 1986), “actual, ideal, 

and ought selves” (Higgins, Klein, & Stranman, 1987), and “future selves” (Cross & 

Markus, 1991). Hoyle and Sherill (2006) identified that the concepts of future selves 

and possible selves arise from research among children. Significant contributions also 
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have been made by trying to understand different adult identities or selves in various 

settings, for example, for academic achievement (Clements & Seidman, 2002; 

Oyserman, Bybee, Terry, & Hart-Johnson, 2004), delinquency (e.g., Oyserman & 

Markus, 1990), career counselling (e.g., Chalk, Meara, & Day, 1994), health behaviour 

(e.g., Ouellette, Hessling, Gibbons, Reis-Bergan, & Gerrard, 2005), and aging (e.g., 

Hooker, 1992).  

Future-self theory 

Possible selves is defined as “self-knowledge concern(ing) individual perception(s) 

of …their future”; known as “selves that we expected to become”, “selves we could 

become”, and “selves we are afraid of becoming” (Markus & Nurius, 1986, p. 954). 

Markus and Nurius (1986) proposed that possible selves arise from former presentations 

of the self and from projections of the future self. Possible selves serve as “incentives 

for future behavior”, and “provide the means–ends patterns for new behaviors” (Markus 

& Nurius 1986, p. 955). Based on the work of Markus and Nurius (1986), Comello 

(2015, p. 37) defined possible selves as “the domain of self-concept that is focused on 

individual perceptions of themselves, their potential, and their future”. Comello (2015) 

explained further that possible selves can include selves that occurred as a situational 

reaction on someone’s current condition, including the projection that someone has for 

their future expected self: the future self. These expected selves operate as “cognitive 

bridges that connected the present and the future, focusing on the process of change 

from their current self to their expected self in the future” (Markus & Nurius, 1986, p. 

961), thereby operating as a self-regulatory mechanism on behaviour. 

Kornadt, Voss, and Rothermund (2015) proposed that future self-views include 

future-related elements of the self-concept in adults and older people. Future self-views 

constitute positive and negative perceptions (e.g., expectations, dreams, aspirations, 
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fears, worry) of the expected self in the future (Kornadt et al., 2015). Ellen, Wiener, and 

Fitzgerald (2012) argued that the future self concerns the individual’s specific, personal 

portrayal of the potential self in the future (Cross & Markus 1991; Markus & Nurius 

1986). The differences between future selves and possible selves lies in the context of 

time (Kornadt et al., 2015). Future selves focus on the concept of self as a mature older 

person, while possible selves focus on children’s perceptions. Possible selves is closely 

associated with current selves, but both can be differentiated and identified as two 

disparate selves. Someone can have an unhappy and depressed past life, but still be able 

to enjoy their current situation and be optimistic for their future, projecting themselves 

as a happy, successful person (Camello, 2015).  

Thus, future-self is considered as a unique, personal projection of someone’s 

expected future that can guide current behaviour. In this study, the concept of future 

selves will be integrated with perceived employability to reflect future-related perceived 

employability of young adults, comprising expectations, hopes, and fears about how 

employable an individual will be in the future. 

Predictive ability of the future-self 

The capacity of future-self to foretell individual behaviour has been demonstrated 

(Comello, 2015). Oyserman et al. (2004) measured predictive ability of future selves in 

eighth grade students and found that when the students gave a higher consideration to 

their future self, those attributes enhanced achievement goals and were associated with 

improvement in academic performance. Pham and Taylor (1999) also found evidence 

that students who had a positive expectation of the future (i.e., achieving good grades, 

imagining finishing well) increased their tendency of engaging in actions that steered 

them to the desired behaviours. Ellen et al. (2012), in a study of saving tendencies, 

suggested that the capacity to imagine a more specific future reduces ignorance of the 
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future, which, in turn, motivates people to anticipate their retirement and lead them to 

save more money. It can be concluded that envisaging stronger future selves (e.g., 

perceived future employability) can lead an individual to produce more positive 

attitudes and optimistic intentions, and result in more controlled behaviours regarding 

their employability. 

Positive and negative future-selves 

Cross and Markus (1991) identified positive and negative views of the future self. A 

negative future self consists of a pessimistic tendency to view the future with fear and 

anxiety, while positive future selves result in optimistic tendencies to view the future 

with hope and expectation. Positive future selves produce optimistic perceptions of 

future schemas, which also include specific strategies and evaluations to attain these 

expectancies (Kornadt et al., 2015). A positive future self outlook will trigger more 

commitment to making concrete actions to obtain the positive scenarios; while a 

negative future self outlook will result in pessimistic expectations and doubtful 

scenarios that reduce goal achievement strategies (Kornadt et al., 2015).  

In the absence of optimistic, positive options, and without detailed concrete action 

plans, negative self-views of the future will dampen motivation to anticipate for, and to 

invest efforts in, self-regulatory behaviour management (Oyserman & Markus, 1990). 

Thus, both positive and negative future self outlook are significant determinants in 

developmental self-regulation over the lifespan. Hoyle and Sherrill (2006) similarly 

argued that future selves are concerned with whether these portrayals of the self should 

either be attended to, or avoided. People tend to pursue more desirable representations 

of the self and avoid undesirable portrayal (Hoyle & Sherrill, 2006). In sum, future 

selves are future-oriented portrayal of the self, which provide mechanisms for 
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understanding and interpreting current selves and stimulating behaviour for the future. 

Thus, future selves are relevant for self-regulation.  

The self-regulatory process  

Hoyle and Sherrill (2006) proposed that among all possible future selves, self-

regulatory future selves have the capacity to impact current behaviour more than others 

do. Self-regulatory future selves portray a self-defining goal and include specific 

behavioural strategies for pursuing that goal (Oyserman et al., 2004). Self-regulatory 

future selves are similar to, but can be differentiated from, self-enhancing future selves. 

Self-enhancing future selves refer to the future self, but without a direct contribution for 

current behaviour and attitudes, while self-regulatory future selves include the 

mechanism to impact current behaviour (Hoyle & Sherril, 2006). For example, 

academic future selves that conceive of self-achievement and eliminate distractions 

towards a goal tend to motivate current behaviours, compared with future selves that 

imagine the self simply in optimistic terms without the tendency to stimulate current 

behaviours (Oyserman et al., 2004). 

Hoyle and Sherrill (2006) explained that the motivational properties of future selves 

are relevant for self-regulation. Positive future selves project internal expectations and 

anxieties so that they can stimulate individuals to attain or avoid specific behaviours 

(Markus & Nurius, 1986). For example, a significant portrayal of a future self as “best 

employee” might stimulate career choices that focus on creating a successful portfolio 

and aiming high, while at the same time avoiding behaviours that demonstrate poor 

capability, motivation and laziness.  

Future-selves and control process models 

The concept of future selves fits well with hierarchical control-process models of 

self-regulation (e.g., Carver & Scheier, 1981). Control theory (Carver & Scheier, 1981) 
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was used by Hooker and Kaus (1994) to show how someone’s possible selves could 

influence their behaviour. This model explains that internal standards or goals are used 

to compare future and current situations and to explain dynamic interactions between 

them. 

Baumgartner and Pieters (2008) defined goals as an internal representation of 

expected condition that people try to achieve, or an unwanted situation that people try to 

avoid. The behaviour of setting a goal refers to the mechanism involved in establishing 

an aspired condition and planning for ways of reaching this expected situation: 

including choosing a specific goal from its alternatives, as well as taking necessary steps 

and expending sufficient effort to achieve it. When there is a gap between the future 

goal and current condition, people tend to engage in actions that they believe will 

reduce that discrepancy (Hooker & Kaus, 1994). These behaviours occur as part of a 

self-regulatory process that derives from cognitive intentions, such as self-efficacy and 

outcome expectations (Bandura, 1986, 1997, 1991; Carver & Scheier, 1981; 

Heckhausen, 1991; Hooker & Kaus, 1994). 

Perceived future employability 

In the light of the future-self and self-regulatory theory, there are several 

consequences for perceived employability. First, it can be concluded that individuals’ 

current perceptions of their skills, experience, networks, personal traits, labour market 

knowledge and reputation of educational institution act as a starting point that can 

predict someone’s perceived future employability (i.e., there is a positive relationship 

between current and future perceived employability). Second, individual perceptions of 

skills, experience, networks, personal traits, labour market knowledge and reputation of 

educational institution represent cognitive appraisals of both means and end goals 

related to perceived future employability (i.e., perceived future employability 
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perceptions include mental simulations of future employability scenarios, and include 

appraisals, and strategies for how to achieve these employability scenarios). Third, 

when there is a gap between perceived future employability and current progress 

towards that goal (e.g., the individual assesses that the goal might not be met), then the 

individual will take some concrete actions to reduce the discrepancy or adjust their 

perceptions (i.e., lower their expectations about the future), or both (i.e., change both 

behaviour and expectations). Fourth, the efficacy belief of the behaviours and strategies 

developed will determine how close the individual comes to achieving their perceived 

future employability. Fifth, the process whereby individuals establish goals or self-

standards, assess these goals with a focus to progress, and develop strategies to keep 

them on track for success (i.e., perceived future employability), is consistent with goal-

setting/self-regulatory theories of motivation (Bandura, 1991; Carver & Scheier, 1981; 

Locke & Latham, 1990, 2013). 

Self-regulatory processes and goal-setting 

Goal setting and self-regulatory approaches (e.g., Bandura, 1991; Carver & Scheier, 

1981; Locke & Latham, 1990, 2013) propose that humans apply five basic human 

capabilities (representing, planning, vicarious learning, self-adjustment, and self-

contemplation) to commence, regulate, and support their own behaviour. Goal setting 

and self-regulatory processes play central roles in this behavioural initiation and 

management. As much human behaviour is consciously undertaken, it is regulated by 

forethought. After individuals set a specific goal or standard, they engage in an 

appraisal process related to how well they are on-track to achieve their goal or standard. 

Inevitably, an appraisal of the goal/performance relationship results in perceived 

incongruity, or a discrepancy between their progress (i.e., performance) and the 
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goal/standard (i.e., they are not on track to meet the goal; or they are advanced in 

relation to achieving the goal).  

Where there is a discrepancy (i.e., either ahead or behind), the person will implement 

strategies (i.e., self-regulatory behaviours) to reduce it (i.e., reduce the unpleasant, 

unwanted situation; cf. Festinger, 1957). If the person is behind (i.e., there is a negative 

goal/performance discrepancy), then they might increase effort, or lower the goal, or 

both. If the person is ahead (i.e., there is a positive goal/performance discrepancy), then 

the person might reduce effort, increase the goal, or both. Even where the appraisal is 

that there is no discrepancy, the person might implement maintenance strategies to stay 

on track. Research has demonstrated that people respond disproportionately more 

strongly (i.e., take stronger actions) in situations when the goal/performance 

discrepancy is negative, rather than positive (Wang & Mukhopadhyay, 2012). 

Additionally, according to goal-setting theory (Locke & Latham, 1990; Webb & 

Sheeran, 2005), discrepancies arising from difficult and specific goals enhance 

performance, as these discrepancies lead to more concrete and specific actions (i.e., 

difficult goals increase effort and persistence, and specific goals direct behaviour toward 

a particular course of action; Alispahić, 2013). 

Feedback 

A key driver of goal setting/self-regulation is feedback (Locke & Latham, 2013). 

People use feedback to track their goal progress, increase their attentiveness to the goal, 

acquire task knowledge, and identify situational constraints. Feedback is most effective 

when it is specific, goal relevant, and focused on behaviour (Bandura, 1991; Locke & 

Latham, 2013). Feedback stimulates self-reflection and informs the individual to the 

appropriateness of their goals and the effectiveness of their goal enhancement strategies 

and alerts them to how well any behavioural or goal adjustment strategy has worked. 
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General theories of goal-setting/self-regulation are grounded on this negative feedback 

loop (i.e., feedback provide information about goal progress and goal suitability, 

appraisal leads to discrepancies, discrepancies lead to discomfort, discomfort leads to 

self-regulatory actions, and result in the individual seeking feedback as to the success of 

these actions, thus, feeding back how suitable/successful are the revised goals or 

behaviours; Bandura, 1991; Carver & Scheier, 1981; Locke & Latham, 1990, 2013).  

Self-efficacy and outcome expectations 

Self-beliefs of efficacy (i.e., self-efficacy), and perceptions of outcomes through 

effort expended (i.e., outcome expectations), impact goal-setting and self-regulation 

processes. The more proficient people value themselves to be, the higher are the goals 

they are likely to set for themselves, the more firmly committed they will remain to 

them, and the more persistent they will be (i.e., the more likely they will be to regulate 

their behaviour to achieve their goal/standard; Bandura, 1991; Locke & Latham, 1990). 

Similarly, when people see a relationship between their actions and the outcomes (i.e., 

have outcome expectancy contingency beliefs), the goals they set and the actions they 

engage in are affected. Self-efficacy beliefs and outcome expectations function as 

important stimuli of human self-regulation. People’s perceptions of their efficacy and 

their view of outcomes effect their behaviour (e.g., goal-setting decisions, effort used, 

and perseverance in difficult situations; Bandura, 1991). 

The goal-setting, self-regulatory model 

From a goal-setting, self-regulatory perspective (i.e., social cognitive theory, 

Bandura, 1991; control theory, Carver & Scheier, 1981; goal-setting theory, Locke & 

Latham, 1990, 2013), the motivational impact of goal setting evolves from the goals 

themselves, the consequences of self-perceived thinking processes (i.e., discrepancy 

reduction and production), and the progress of self-regulatory processes (i.e., behaviour 
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and/or goal adjustment). When working towards a well-defined goal, people will obtain 

and receive feedback. From this, they will measure the relationship between their 

goal/standard and their performance. This evaluation, which alerts people to a 

discrepancy, underlies a set of self-regulatory processes that are central to cognitively-

based motivation. These include affective reactions to one’s goal/performance 

discrepancy and implementation of self-regulatory strategies (e.g., behaviour change, or 

goal adjustment). Following this, they then seek further feedback in relation to how well 

the self-regulatory adjustments have worked. Judgments of self-efficacy and outcome 

expectations will affect the types of self-regulatory behaviours implemented, the extent 

of persistence with those behaviours, and any goal revision actions. At the end of this 

process, individuals will seek/receive feedback that will inform them about the efficacy 

of any actions, thereby triggering a new round of self-appraisal, behaviour/goal 

adjustment, and feedback seeking. This mechanism is represented in Figure 2.1. 

Goal Self-appraisal Discrepancy
Affective 
Response

Self-regulation

Self-efficacy
Outcome 

expectations

  Feedback Loop   

Goal 
Importance

 

Figure 2.1. Process model of goal-setting and self-regulation (cf. Bandura, 1991; Carver 

& Scheier, 1981; Locke & Latham, 2013)  
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From this model, several hypotheses can be generated: 

H1. Self-efficacy and outcome expectations will be positively associated with goals 

(e.g., higher self-efficacy and outcome expectations will be associated with more 

positive views of future perceived employability); 

H2. Self-efficacy and outcome expectations will be positively associated with self-

regulatory behaviours (e.g., high self-efficacy and outcome expectations will be 

associated with high goal achievement behaviours); 

H3. Appraised discrepancy between the goal (perceived future employability) and 

progress towards the goal will be associated with psychological tension (e.g., stress, 

anxiety); 

H4. Psychological tension will be associated with self-regulatory behaviours (e.g., 

goal revision or goal achievement behaviour); 

H4a. High perceived future employability will be negatively associated with career 

goal revision; 

H4b. High perceived future employability will be positively associated with goal 

achievement behaviours;  

H5. High positive feedback on progression towards the goal will be positively 

associated with the goal (e.g., high positive feedback on career progress will be 

associated with high future perceived employability); and 

H6. Goal importance will moderate between goal and discrepancy; for example, 

discrepancy will be less severe when goal importance is high. 

The next section will discuss an application of the theories and model in the 

context of young people still in education, whose main task is preparing themselves to 

enter the workforce when they finish their education.   
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Young adulthood 

Young adulthood, the specific period of growth in human life from adolescence to 

adulthood, is significant because of the preparatory opportunities for adult life (Arnett, 

2000; Hogan & Astone, 1986; Shanahan, 2000). Scales et al. (2015) considered young 

adulthood or emerging adulthood as the timespan aged from approximately 18 to 25 

years. Arnett, Kloep, Hendry, and Tanner (2011) argued that the young adulthood 

period continues until someone reaches 29 years, while international youth development 

practitioners agreed to classify the period of life from early adolescence (around age 12) 

to age 30 or even slightly beyond as “youth” (USAID, 2012).  

Brannen and Nilsen (2002) introduced the term “futures on hold” to define the 

specific age group of young adults (18-30 years). The current proposed research adopts 

the international description (USAID, 2012), and young adulthood is defined as the 

transition period from adolescence to early adulthood (i.e., approximately 18-30 years). 

Young adulthood is characterized by Havighurst (1948, 1974, p. 84) as a “period of 

storm and stress” and an “unorganized period in life which marks a transition from an 

age-graded to a social status-graded society” (1974, p. 84). Young adults in this age 

group must deal with many life changes and transitions, which makes it one of most 

stressful periods in their life (e.g., transitioning from high school to university, college, 

and/or the workforce).  

Developmental tasks of young adults 

Young adults have three main developmental tasks (Merriam & Mullins, 1981; 

Nurmi, 1991, 1992). These are: (a) finishing their education and preparing themselves 

to enter an occupation, (b) making commitment to an intimate relationship and or 

starting a family, and (b) developing social networks. These developmental tasks, 

derived from Havighurst (1948, 1974), become salient in the young adulthood years, 
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and successful mastery of them lays the foundation for satisfaction and success with 

upcoming tasks, while failure may lead to dissatisfaction, social disengagement, and 

incapability to deal with later tasks. However, Krings, Bangerter, Gomez, and Grob 

(2008) showed that young adults tended to be more focused on the self, which can result 

in avoidance of meeting classical developmental tasks. This tendency is highlighted by 

the extension of education into young adulthood and delay in founding a family, 

mirroring a greater focus on contemporary individualism compared with 50-80 years 

ago (Krings et al, 2008). 

Career development of young adults 

Super (1980) proposed that young adults were in transition from the career 

exploration stage (ages 14-24 years) to the career establishment stage (ages 25-44 

years). Exploration covered information seeking behaviour to help them understand 

their actual, future new status as a young adult in the full-time labour force. Career 

exploration includes the effort to understanding oneself and the world of work, and also 

to understand the dynamic interaction between these features to obtain expected 

outcomes. Establishment refers to pursuing an action plan to find a place for oneself in 

the labour market. Super (1982) stated that exploration was desirable, and typically 

preceded establishment, but that this was not necessarily so. The age and the array at 

which people encounter and deal with the career developmental tasks of each life stage 

can vary, depending on individual biosocial development and life situation. 

Labour market position of young adults 

The labour market position of young adults differs from that of adults. Young adults 

are usually uncertain about the type of job they are looking for, type of employer they 

want, and, most importantly the career path they are willing to build. On the other hand, 

employers have incomplete information about the skills, capability, and productivity of 
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young applicants (Bell & Blanchflower, 2010). As a result, young adults have a higher 

job turnover rate than adults do, and typically take longer to find work. Young people 

may struggle with job stability, and consequently face more job changes, either from 

one job to another or from one employer to the other (Fenton & Dermott, 2006). 

Compared with previous generations, young people today also have a higher risk of 

unemployment, dealing with underemployment, and earning a low salary in their job 

(Elder & Schmidt, 2004). The 2013 edition of the Global employment trends for youth 

(International Labour Organization, 2013a, p. 1) stated that, “it is not easy to be young 

in the labour market today” when there is an ongoing jobs catastrophe, higher 

competition, higher requirement, and increasing insufficiency of stable employment. 

The global youth unemployment percentage today is considered high, at two in five 

(42.6%) economically active young adults around the world unemployed or having a 

job that cannot fulfil their daily needs and resulting in poverty (Elder, 2015). It can be 

concluded that it is challenging for young adults in today’s employment market: young 

people have developmental crises and also have external crises due to the challenging 

global workforce situation. 

Given the challenges for young adults in preparing for and entering today’s labour 

market, having a measure that can assess their perceived future employability will assist 

those working with young people, those researching the experiences of young people, 

and those drawing on this research to make policy that affects them. The next section 

begins this process by outlining the procedures for developing and validating a scale to 

measure perceived future employability in young adults.  
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CHAPTER 3                                                                                                                                

STUDY 1: THE DEVELOPMENT AND INITIAL VALIDATION OF                                              

A PERCEIVED FUTURE EMPLOYABILITY SCALE FOR YOUNG ADULTS 

 

Chapter 3 presents Study 1 in the form of a journal article. This article was published 

in the Journal of Career Assessment in 2018. It is currently an advanced online 

publication. This journal is an international, peer-reviewed journal in the career domain, 

especially interested in publishing articles that contribute to the career literature by the 

provision, validation, and application of new measurement tools. Study 1 is reported in 

its final, published version (American spelling applies). Table and figure numbering for 

this study (also Studies 2 and 3) are modified to reflect the chapter in which it is 

presented. For simplicity, references are integrated into the reference list at the end of 

the thesis, along with references from the rest of the thesis. 

The objective of Study 1 was to develop a new scale of perceived future 

employability, which was applicable to emerging adults and was theory-driven. This 

required proposing (a) a new, theory-driven conceptualization of perceived future 

employability that reflected six identified components: (a) perceived future skills; (b) 

perceived expected experiences; (c) perceived future personal characteristics; (d) 

perceived future networks; (e) perceived future labour market knowledge; and (f) 

anticipated reputation of the individual’s educational institution. 

The process involved generating items that reflected these six dimensions, reducing 

these items to a final scale of 24 items, testing its reliability, confirming the factor 

structure, and providing initial construct validation of the new scale. Study 1 is divided 

into two sub-studies, as two separate samples were used: data from the first sample were 
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used for exploratory analyses and data from the second sample were utilized for 

confirmatory and validation analyses. 

The reference for this paper (i.e., for Chapter 3) is: 

Gunawan, W., Creed, P. A., & Glendon, A. I. (2019). Development and initial 

validation of a perceived future employability scale for young adults. Journal of 

Career Assessment, 27(4), 610-627. doi:10.1177/1069072718788645 
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Development and Initial Validation of a Perceived Future Employability Scale  

for Young Adults 

 

William Gunawan1,2, Peter A. Creed1, and A. Ian Glendon1 

1 Griffith University, Southport, Queensland, Australia 

2 Krida Wacana Christian University, West Jakarta, Indonesia 

 

Abstract 

This study reports on development and initial validation of a scale to measure young 

adults’ perceptions of their future employability. Perceived future employability 

concerns young people’s perceptions of their future skills, experience, networks, 

personal traits, labour market knowledge, and institutional reputation at the time of 

completing their formal education, when they are on the verge of entering the labour 

market. In Phase 1, an initial item pool was developed from focus group discussions and 

expert feedback. In Phase 2, exploratory factor analyses reduced the number of items 

using data from a university student sample (N 324). In Phase 3, confirmatory factor 

analyses tested the initial structure using data from a second sample of university 

students (N 250). In Phase 4, construct validity was examined by correlating scale 

scores with measures of career ambition, university commitment, and career distress. 

The scale potentially (a) augments research on perceived future employability, (b) 

illuminates factors promoting employability and well-being in young adults, and (c) 

provides information to young adults who are concerned about their future career. 

 

Keywords: perceived future employability, career ambition, university commitment, 

future self, career distress, scale development 
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Perceived employability, or an individual’s perception of the chances of obtaining 

and/or maintaining employment (Akkermans & Kubasch, 2017; Vanhercke, et al., 

2014), is important for career goal setting and goal management and for how individuals 

behave, think, and feel about their occupation or career (Fugate, Kinicki, & Ashforth, 

2004; Van der Heijde & Van der Heijden, 2005). Perceived future employability refers 

to the representation of one’s career self in the future (Ellen, et al., 2012). For young 

adults, perceived future employability refers to how employable they perceive 

themselves to be in the future after training, education, and personal development (i.e., 

after completing their education and/or training and are ready to enter the labour 

market). As no measures are currently available to assess perceived future 

employability, this article reports on a study that developed and provided initial 

validation of a scale to measure this important construct. 

The Employability Construct 

First used at the beginning of the 20th century, the concept of employability 

differentiated between “employable” individuals (capable  and  willing  and/or  needing  

to  work)  and  those  who  were “unemployable” (unable to work and needing help; 

Gazier, 1998). By the 1950s and 1960s, the concept had shifted to refer more to an 

attitude about work and the self, and in the 1970s, it was used to refer to the knowledge 

and abilities required for work. In the 1980s, it related to the transferable skills required 

for labour market flexibility, and since the 1990s, employability has referred to how 

individuals might maintain their job readiness, especially if they were at risk of having 

to change jobs (Guilbert, et al., 2016). The notion of “interactive employability,” which 

focused on individual adaptation, was introduced toward the end of the 20th century 

(Gazier, 1998). The construct has attracted much attention from governments, 
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researchers, and professionals and has been studied in various disciplines including 

economics, education, and psychology (Rothwell et al., 2009; Vanhercke et al., 2014). 

Rothwell et al. (2009) identified three perspectives on employability: at the national 

workforce level (e.g., related to government policy), the human resource management 

level (e.g., considered as a component of human resource strategy), and the individual 

level (e.g., emphasizing individual beliefs about their employment options). The current 

study focused on the individual or psychological level, which is important to 

understanding individual perceptions of employability, and allows insight into processes 

that young people might use to take control of, and manage, their own career progress. 

Managing their own career progress has the potential to maximize benefits and 

satisfaction, as emergent workforce members strive for, and meet, their own needs and 

goals (Di Renzo, et al., 2011; Weng & McElroy, 2012; Weng, et al. 2010). 

Perceived Employability 

The individual perspective focuses on the person’s own “perceived employability” 

(Berntson & Marklund, 2007), which “ ...potentially provides the individual with a 

feeling of security and a feeling of independence towards environmental circumstances” 

(Berntson, 2008, p. 19). Perceived employability has been examined in various groups 

and situations including undergraduate students entering the labour market (Knight & 

Yorke, 2004; Pool & Qualter, 2013; Pool, et al., 2014), older workers (Van der Heijde 

& Van der Heijden, 2005), temporarily employed workers (De Cuyper & DeWitte, 

2010), unemployed (McArdle, et al., 2007)  and long-term unemployed people (Koen, 

et al., 2013), people who have been released from prison (Graffam, et al., 2008), and 

those with disabilities (Bricout & Bentley, 2000). 

Perceived employability has been defined as the individual’s perception of their own 

possibilities for maintaining existing, or finding new, employment (Berntson & 
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Marklund, 2007; Vanhercke et al., 2014). It also has been referred to as self-perceived 

employability (Rothwell, et al., 2008), graduate employability (Pool et al., 2014), or 

simply employability (Harvey, 2001; Hillage & Pollard, 1998; Knight & Yorke, 2004; 

van der Heijde, 2014; van der Heijde & van der Heijden, 2005). While these references 

indicate that the concept is widespread (Berntson, et al., 2008; Rothwell & Arnold, 

2007), it remains “... in the relatively early stages of conceptual development” 

(Akkermans & Kubasch, 2017, p. 592). However, these perspectives have not been built 

on robust scientific theories, and definitions have tended to reflect researchers’ own 

perspectives. Thus, there is a need for more theoretical development and conceptual 

clarity for the construct (Akkermans & Kubbasch, 2017). 

Dimensions of Perceived Employability 

Several facets of perceived employability have been identified, including perceived 

skills, experience, network, personal characteristics, and labour market knowledge 

(Berntson & Marklund, 2007). Perceived skills encompass generic and job skills and 

related knowledge (Rothwell & Arnold, 2007; van der Heijde & van der Heijden, 2005), 

academic achievement (Pool et al., 2014; Rothwell et al., 2008), skilful practice (Knight 

& Yorke, 2004), job seeking skills, and employability assets (Harvey, 2001; Hillage & 

Pollard, 1998); all competencies related to obtaining and maintaining employment. 

Perceived experience includes job, work, and life experiences (Pool et al., 2014; 

Rothwell & Arnold, 2007), while networking refers to the extent and usefulness of the 

individual’s work and social connections (Rothwell & Arnold, 2007; van der Heijde & 

van der Heijden, 2005), especially those providing information on available jobs. 

Personal characteristics refer to capacities related to learning and enhancing oneself 

and one’s skills (Rothwell & Arnold, 2007) and include agentic qualities that drive 

flexibility and adaptability, such as anticipation, self-efficacy, metacognitive 
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competencies (Knight & Yorke, 2004; van der Heijde & van der Heijden, 2005), 

emotional intelligence, problem-solving, and self-management (Pool et al., 2014). 

Labour market knowledge covers awareness of opportunities in the labour market 

(Rothwell & Arnold, 2007; Rothwell et al., 2008), organizational and job sense 

(Harvey, 2001; Knight & Yorke, 2004; van der Heijde & van der Heijden, 2005), 

understanding career development and self-management (Pool et al., 2014), and 

adopting a strategic approach to occupational success (Hillage & Pollard, 1998). Based 

on these dimensions, perceived employability in the current study is considered to be an 

individual’s appraisal of their own skills, experience, networks, personal traits, and 

labour market knowledge. 

Existing Measures of Perceived Employability 

Currently available self-perceived employability measures are either unsuitable for 

use with young adults, as they were constructed to measure perceived employability in 

individuals who were already in work (e.g., Berntson & Marklund, 2007; Rothwell & 

Arnold, 2007), or were designed to measure current employability in young adults 

rather than perceptions of future employability after completing education/training (e.g., 

Pool et al., 2014; Rothwell et al., 2008). For example, Rothwell, Herbert, and Rothwell 

(2008) designed a self-perceived employability scale for undergraduate students, which 

was modified from the Self-Perceived Employability Scale for adults (Rothwell & 

Arnold, 2007), and Pool, et al. (2014) developed the Employability Development 

Profile, which was designed for use with students from higher education institutions. 

Perceived Future Employability 

For young adults, perceived future employability is the representation of their 

occupational self after they have completed their study and/or training. Future selves 

(including future occupational selves) refer to an individual’s specific, individualized 
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representations of what they might become (cf. future selves’ theory: Cross & Markus, 

1991; Ellen et al., 2012; Markus & Nurius, 1986). Possible selves stimulate goal setting, 

planning, and goal striving behaviors; that is, they “... provide the meansends patterns 

for new behaviors” (Markus & Nurius, 1986, p. 955). Thus, future selves can be 

considered to result from: “ ...the construction of prospective self-representations in 

terms of hopes and fears [that are] seen to provide a basis for anticipating future events, 

setting goals, planning, exploring options, making commitments, and subsequently 

guiding a developmental course” (Creed & Klisch, 2005, p. 252). 

From this perspective, the perceived future employability of young adults drives their 

current occupational thoughts, affect, and behaviors. The relationship between future 

images and current behaviors has been demonstrated in a number of domains (Comello, 

2015). For example, Oyserman, et al. (2004) showed that future selves were related to 

achievement goals and, in turn, to academic performance in children. Krishnamurthy 

and Sujan (1999) found that adults with better self-referencing imagery about the future 

developed more, and more detailed, contextually relevant thoughts, which resulted in 

more positive attitudes and intentions than adult with poorer future self-referencing 

imagery. Pham and Taylor (1999) also found that better imagining of the future (e.g., 

studying behavior and getting good grades) increased students’ likelihood of engaging 

in the processes that led to the desired behavior. 

Thus, positive images by an individual of their own future employability should be 

associated with the person engaging in detailed relevant thoughts about their current 

status (e.g., comparing where they are now to where they want to be; Lord, Diefendorff, 

Schmidt, & Hall, 2010) and lead them to implement strategies and behaviors (i.e., self-

regulate) that will maintain their progress and improve their chances of fulfilling their 

future image (i.e., meet their employment goals). In sum, positive future self-views will 
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be associated with engaging in behaviors that facilitate achieving positive outcomes. By 

contrast, negative future self-views involve a pessimistic view or later frightening 

scenarios and tend to be associated with low engagement in goal-focused behaviors 

(Kornadt, et al. 2015). 

Future selves most likely to influence behavior have been termed self-regulatory 

future selves (Oyserman, et al., 2004). These typically include self-defining goals and 

incorporate specific behavioral strategies for pursuing those goals. In the current study, 

it was expected that perceived future employability would correlate positively with 

career ambition and university commitment and correlate negatively with career 

distress. Career ambition, which is the perception of one’s future career success 

(Greenhaus, Parasuraman, & Wormley, 1990; Nabi, 2001), has been shown to be 

associated positively with individual employability (Rothwell et al., 2009), as has 

university commitment (Rothwell et al., 2008). As career distress reflects negative 

feelings toward the career decision-making process, it was expected to be associated 

negatively with perceived future employability (Larson, Toulouse, Ngumba, Fitzpatrick, 

& Heppner, 1994). 

Current Study 

An individual’s view of how employable they will be after completing their formal 

education is expected to be related to an appraisal of their current skills, experience, 

networks, personal traits, and their current perceived employability. When there is a 

discrepancy between their perceived future employability status and their current 

progress toward that imagined goal (e.g., appraisal that the goal might not be met), then 

the individual is likely to engage in behaviors that will reduce the discrepancy, or they 

will cognitively adjust their perceptions (e.g., lower their expectations about the future), 

or both (i.e., change behaviors and expectations). How close the individual comes to 
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achieving their perceived future employability relies on the efficacy of the behaviors 

and the strategies applied (i.e., how well they self-regulate; Lord et al., 2010). 

Assessing the relationship between perceived future employability and current 

behaviors (e.g., acquired skills, self-regulatory processes) is difficult, as no scale is 

currently adequate for making this comparison. Therefore, creating a scale to assess 

perceived future employability could stimulate research that can potentially enhance 

understanding of how young people plan for, and progress, their occupational goals. As 

a part of scale development, incremental validity of the newly devised scale will be 

assessed against an existing Individual Employability Scale (i.e., one that measures 

current employability; Rothwell et al., 2009) when predicting study effort, which is an 

indicator of how well young people are striving to achieve career-related goals (Butler, 

2007). Construct validity will be assessed by examining associations between perceived 

future employability, career-related effort, university commitment, and career distress. 

Method 

Phase 1: Item Development 

Phase 1 consisted of generating a set of well-articulated items to form the basis for 

the new scale and to support content validity (Hinkin, 1998). This is important in 

developing a valid scale and has been identified as best practice for scale development 

(Wright, Quick, Hannah, & Hargrove, 2017). Items were generated based on findings 

from a review of the perceived employability literature (e.g., Berntson & Marklund, 

2007; Pool et al., 2014; Rothwell et al., 2008; van der Heijde & van der Heijden, 2005), 

conducting focus groups with young adults (Vogt, King, & King, 2004), and obtaining 

feedback from expert reviewers (Hinkin, 1998). 

Focus groups were conducted with university and technical college students whose 

main role was study and preparing themselves for future employment. Twenty-two 
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students (50% male, aged 18–30 years) reflected on key aspects of the perceived future 

employability construct. The aims were to (a) develop an understanding of young 

adults’ perceptions of perceived future employability (What do they think it is?), (b) 

validate the dimensions of perceived future employability (What domains do they 

perceive; do these overlap with those identified in the literature?), and (c) generate items 

that might be used to measure perceived future employability (e.g., What questions 

might they ask?). These steps were designed to support content validity for the scale 

(Hinkin, 1998; Vogt et al., 2004). The focus group discussions were audiotaped, 

transcribed, and used as a reference for item development. 

A content analysis of the perceived future employability construct derived from the 

literature and the focus groups identified six potential dimensions of the construct as 

follows: (a) skills, (b) accumulated experiences, (c) personal characteristics, (d) 

networks, (e) labour market knowledge, and (f) reputation of educational institution 

attended (see Table 3.1). Based on this analysis, and consistent with Hinkin’s (1998) 

recommendation to generate approximately twice the number of items required for the 

final scale, 42 items were generated to cover the six dimensions. The aim was to 

develop a final scale of about 20 items that would represent the construct and minimize 

possible response biases due to boredom or fatigue (Schmitt & Stutts, 1985; 

Schriesheim & Eisenbach, 1995). Dimensions of perceived future employability in 

Table 3.1. 



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 52 

  

Table 3.1. Dimensions of Perceived Future Employability 
 

Published source Dimension 1 Dimension 2 Dimension 3 Dimension 4 Dimension 5 Other 

Berntson & Marklund (2007) Perceived skills Experience Personal characteristics Networking Knowledge of labour 

market 

      - 

       Rothwell & Arnold (2007) Transferable skills and 

knowledge, job skills 

Work experience Learning capacity, 

confidence, 

organizational focus 

Networking Awareness of 

opportunities inside/ 

outside organisation 

      - 

       

Rothwell, Herbert, & 

Rothwell (2008) 

Education achievement       - Vocational knowledge 

and skills, job search, 

learning potential 

      - Awareness of 

opportunities/demand in 

labour market 

Reputation/image of 

university, field of 

study 

       

van der Heijde & van der 

Heijden (2005) 

Occupational expertise       - Anticipation, personal 

flexibility 

(adaptability) 

Social capital 

(networking) 

Corporate sense Balance 

       

Knight & Yorke (2004) Academic, life skills, 

and employment 

      - Self-eficacy, 

metacognitions 

      - Discipline knowledge, 

business knowledge 

      - 

       

Harvey (2001) Core work skills       - Interest and capacity to 

learn, desired attributes 

on recruitment 

      - Job goal Timely job success 

       

Pool et al. (2014) Academic skills and 

performance 

Work and life 

experience 

Emotional intelligence, 

problem solving, self 

management 

      - Career development 

learning 

      - 

       

Hillage & Pollard (1998) Employment, skills, 

knowledge, and 

attitude 

      -       -       - Career management, job 

search skills, strategic 

approach 

Personal situation, 

labour market 
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Ten independent experts, including career development practitioners, researchers, 

and psycho- metric experts, who were independent from the researchers conducting the 

study, reviewed the 42 items. The experts rated each item as to how well it represented 

its nominated dimension, commented on the phrasing, and made suggestions for 

improvement or rewording to replace any items that they considered problematic. For 

all items, at least six experts rated them as adequate   or better; thus, after some minor 

adjustments, all 42 were retained. The items were also  tested  for readability using the 

Flesch Reading Ease Scale (readability score 58.7/100) and the Flesch–Kincaid Grade 

Level measure (readability grade level 8.9), indicating that the items were suitable for 

respondents with Grade 9–level schooling or better (Calderon, Morales, Liu, & Hays, 

2006). After piloting the items with a small group of the target population (N=7), the 42 

items, together with demographic questions and two scales used to assess incremental 

validity, were compiled into a questionnaire and administered to a sample of university 

students. 

Phase 2: Item Analysis and Exploratory Factor Analysis 

The aim of this phase was to identify items to be retained in the new scale, which 

was labeled the Perceived Future Employability Scale (PFES), using item analysis and 

exploratory factor analysis. 

Participants 

These were 324 young adults (62.3% female, mean age 20.77 years, SD 5.70, range 

17–30). Mean self-reported academic level in the final year of high school was 1.90 (SD 

0.67; 5-point scale from 1 very high achievement to 5 very limited achievement). As a 

proxy for socioeconomic status (cf. European Social Survey, 2010), participants 

indicated, compared to their peers, how they would describe their current economic 

position: 18 (5.6%) indicated they were much better off than others, 83 (25.6%) a little 
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better off, 146 (45%) about the same, 68 (21%) a little worse off, and 9 (2.8%) much 

worse off than others (mean 2.90, SD 0.89). Participants were mainly domestic students, 

with a small number of international students, recruited from one university in a large 

regional city on the east coast of Australia. As is typical of Australian universities, the 

participating university population comprised approximately 89% domestic Australian 

(mainly Caucasian) students. 

Materials 

PFES. These were the 42 items generated in Phase 1, which were developed to 

reflect the six potential domains of perceived future employability (future skills, 

accumulated experiences, personal characteristics, networks, labour market knowledge, 

and reputation of educational institution attended). Participants responded to each item 

with a Likert-type format, with options ranging from 1= strongly disagree to 6= strongly 

agree. 

Individual Employability Scale. This was assessed using the 6-item Individual 

Employability Scale (Rothwell et al., 2009), which assessed students’ current perceived 

employability. A sample item is, “The skills and abilities that I possess are what 

employers are looking for” (response option from 1 strongly disagree to 6 strongly 

agree). The scale developers reported an internal reliability coefficient of .72 and 

supported validity by finding that the scale related positively to student ambition and 

university commitment (Rothwell et al., 2009). The value of  for the current sample 

was .85. 

Study effort. The 9-item University Effort Scale (Butler, 2007) measures effort 

expended on various tasks related to university achievement. A sample item is, “I put in 

a high level of effort at my studies” (response format from 1 strongly disagree to 6 

strongly agree). Butler (2007) reported an internal reliability of .88 and found the scale 
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to be related positively to attendance, grade point average, and university satisfaction, as 

expected. Cronbach’s a for the current sample was .90. 

Procedure 

The authors’ University Human Research Ethics Committee approved the study. The 

online survey was advertised via a university-wide e-mail sent to all students. 

Participants could enter a prize draw for a AUD50 shopping voucher. 

Item Analysis 

Item distributions were assessed (heavily skewed and kurtotic items were marked for 

deletion), interitem correlations were calculated (correlations > .80 were marked for 

deletion), and corrected item–total correlations were examined (correlations < 30 were 

marked for deletion; Gorsuch, 1983; Klein, 2000). No items were removed based on 

these analyses. 

Exploratory Factor Analysis 

The Kaiser–Meyer–Olkin  measure  of  sampling  adequacy  (.94)  and  Bartlett’s  

test  of  sphericity (p < .001) indicated that the 42 items were suitable for factor 

analysis. Factor analyses were conducted using principal axis factoring extraction and 

direct oblimin rotations, as the underlying domains were expected to be correlated 

(Hair, Black, Babin, & Anderson, 2010). Recommendations by Hayton, Allen, and 

Scarpello (2004), Hinkin (1998), Kahn (2006), O’Connor (2000), and Patil, Singh, 

Mishra, and Donovan (2008) were followed. A combi- nation of decision rules was used 

to determine the number of factors to be retained, including the scree plot, Velicer’s 

minimum average partial test, parallel analysis (O’Connor, 2000), a minimum of 3 

items per factor (Costello & Osborne, 2005), and factor interpretability (Hinkin, 1998). 

The scree plot, Velicer’s minimum average partial test, and a parallel analysis all 

indicated a six-factor solution. Being consistent with our expected six domains, this 
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solution was accepted    for the PFES. Items with factor loadings <.40 or cross-loading 

items (> .30; Costello & Osborne, 2005) were deleted one at a time, and the analysis 

was rerun after each item deletion. This left 24 items (4 per factor) accounting for 

79.03% of the variance, exceeding the recommended minimum 60% target (Hinkin, 

1998). All items showed acceptable corrected item–total correlations (range .53–.95; 

Costello & Osborne, 2005). See Table 3.2. for final item selection and factor loadings. 

Incremental Validity Check 

As an initial test of the incremental validity, and thus, usefulness of the PFES (cf. 

Haynes & Lench, 2003), a hierarchical linear multiple regression analysis was 

undertaken to establish whether the PFES explained additional variance in a relevant 

variable (i.e., study effort) over and above that explained by an existing measure of 

employability (i.e., the Individual Employability Scale; Rothwell et al., 2009). At Step 1 

in the regression analysis, the Individual Employability Scale accounted for 8.5% of the 

variance in study effort, F(1, 322) = 30.82; p < .001. At Step 2, the PFES total score 

accounted for an additional 7.3% of the variance (15.8% total variance explained), 

FChange(1, 321) = 27.98; p < .001, suggesting that the PFES was a better predictor of 

student striving than an existing measure of current perceived employability, as would 

be expected from future selves theory (Markus & Nurius, 1986). 

Phase 3: Confirmatory Factor Analyses 

The aim of this phase was to confirm the factor structure of the PFES on a second 

sample of students. 

Participants 

Participants were a new sample of 250 students (83.2% female, mean age 21.18 

years, SD 4.34, range 17–30), recruited from the same institutions as for Phases 1 and 2, 

and answered the same biographic questions. The sample was primarily domestic and 
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Caucasian (61%) and had a mean self- reported academic level from final year of high 

school of 2.02 (SD = 0.67) and a mean of socio-economic status (SES) of 2.96 (SD= 

0.94). 

Materials 

Perceived future employability. The 24-item PFES developed in Phases 1 and 2 was 

used in these analyses (6-point response format from 1 strongly disagree to 6 strongly 

agree; see Table 3.2. for full stem and items). Internal reliability coefficients with this 

sample were .95 (full scale), .88 (future skills), .92 (accumulated experiences), .88 

(personal characteristics), .95 (networks), .91 (labour market knowledge), and .89 

(reputation of educational institution attended). 

Career ambition. A 6-item Career Ambition Scale, which was derived from the 

Individual Employability Scale (Rothwell et al., 2009), was used to represent 

perceptions of future career success. A sample item was, “I am  satisfied  with  the  

progress  I  have  made  meeting  my  goals  for  career development” (response format 

from 1 strongly disagree to 6 strongly agree). This scale has been used previously with 

young adults, where validity was supported by showing that the scale related positively 

to perceived employability and university commitment (Rothwell et al., 2009). The 

internal reliability coefficient for the current sample was .77. 

University commitment. The 7-item University Commitment Scale measured 

participants’ commitment to their tertiary institution (Rothwell et al., 2008). A sample 

item was, “I am extremely glad I chose this university over others I was considering at 

the time I joined” (response format from 1 strongly disagree to 6 strongly agree). The 

scale has demonstrated good psychometric properties with young adult samples, 

including an internal reliability coefficient of .87, and correlations with other scales, 
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such as perceived employability, in the expected direction. The value of  for the 

current sample was .92. 

Career distress. This was measured with the 9-item Career Distress Scale (Creed, 

Hood, Praskova, & Makransky, 2016). A sample item was, “I often feel down or 

depressed about selecting a career” (response format from 1 strongly disagree to 6 

strongly agree). The scale has good psycho- metric properties with young adults, 

including an internal reliability of .90 and, in support of validity, negative associations 

with positive affect and positive associations with negative affect (Creed et al., 2016). 

The value of  for the current sample was .93. 
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Table 3.2. 

Factor Loadings for Perceived Future Employability Scale Items (N = 324). 
Factor Factor Loading 

Item stem: “When I complete my studies…” F1 F2 F3 F4 F5 F6 

Perceived future network       

…I will be able to draw on the network I have developed to succeed at my work .95 -.02 .03 .01 .01 .03 

…I will have built up a social network that will help me do well in my job .92 -.02 .035 .05 .03 .02 

…I will have developed a network of contacts who can help identify potential work opportunities .80 .11 -.00 .02 -.06 -.04 

…I will know how to network with people who can help me find work in my chosen career .72 .03 .02 -.02 -.13 .03 

Perceived expected experiences       

…I will have had relevant work experience applying the knowledge acquired in my studies -.07 .91 -.03 -.07 .00 .06 

…future employers will be impressed with the relevant work experience I have accumulated -.10 .87 .01 .10 .03 -.03 

…future employers will be satisfied with the work experiences I have gained .04 .66 .14 .10 -.11 .01 

…I will be able to show future employers that I have the required practical skills and academic experience they 

require 
.02 .53 -.01 .01 -.11 .33 

Perceived future personal characteristics       

…my experiences will show that I have developed resilience and do not give up easily .10 .06 .87 -.03 -.06 -.03 

…prospective employers will be able to see from what I have achieved that I am well motivated -.08 -.02 .84 .00 .01 -.01 

…prospective employers will be able to see that I have clear goals for myself -.03 .02 .75 -.04 -.07 .01 

…my record will show that I have a strong work ethic -.06 -.04 .70 .08 .08 .08 

Anticipated reputation of educational institution       

…I will have an advantage as future employers will be more likely to recruit graduates from my institution than from 

other Institutions 
-.07 .07 .01 .87 .12 -.07 

…the reputation of my educational institution will be a significant asset to me in job-seeking -.01 -.02 .01 .81 .01 .05 

…I will have a lot of work opportunities open to me because my teaching institution has strong partnerships with 

many  potential employers 
.01 .02 .02 .80 -.10 .02 

…I will be in demand because graduates from my institution are well prepared for work roles that are in high 

demand 
-.01 -.01 -.03 .65 -.21 .11 

Perceived future labour market knowledge       

…I will have developed a good understanding of the variety of work opportunities available to me -.01 -.05 .04 .04 -.85 .06 

…I will know the steps I need to take to do well in my chosen career -.03 .11 .08 .05 -.77 -.07 

…I will have developed the ability to find out about job opportunities in my chosen field -.16 -.02 .06 -.06 -.70 .09 

…I will be up-to-date with occupational trends in my chosen field -.07 .14 -.03 .09 -.62 .03 

Perceived future skills       

…I will have gained the knowledge required to get the job I want -.01 .08 -.02 .01 .05 .82 

…I will have the relevant skills for the occupation I choose -.01 -.00 -.01 -.09 -.07 .78 

…future employers will see that I will have learned the right discipline specific/technical skills and    knowledge that 

they want 
.11 .07 .09 .10 -.08 .70 

…I will have developed the reasoning and problem-solving skills that future employers often require -.05 -.02 .09 .12 .01 .65 
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Results 

Confirmatory factor analysis (AMOS v24), which can assess how well obtained data 

fit a proposed factor structure (van Prooijen & van der Kloot, 2001), was used to test the 

factor structure of the 24-item PFES identified in Phase 2. Four models were assessed. 

First, a six-factor model representing the six factors identified in Phase 2 was tested. In 

this model, each cluster of 4 items identified in Phase 2 was assigned to its respective 

latent variable, and correlations among the six latent variables were freely estimated. 

Second, a single-factor model with all items loaded onto a single latent variable was 

tested. This model assessed whether all items could be represented by a unidimensional 

scale. Third, a second-order, hierarchical model with a single, second-order latent 

variable representing the six factors from Phase 2 was tested. This model assessed 

whether the six factors could be represented by a single, higher level factor. Fourth, a 

bifactor model was tested, in which each item was allowed to load on a general factor as 

well as to load onto each factor individually. This model assessed the proportion of 

common item variance accounted for by the general factor, while con- trolling for the 

group factors, and vice versa. 

Model fit was assessed using χ2, normed χ2 (χ2/df), Comparative Fit Index (CFI), and 

Root Mean Square Error of Approximation (RMSEA), as suggested by Hair et al. 

(2010). With 250 participants and 24 observed variables, a significant χ2 value is 

expected, and χ2/df < 3.0, CFI > .92, and RMSEA < .05 indicate an acceptable fit. 

Differences between the non-embedded models were assessed using the Akaike 

Information Criterion (AIC), with the lower values indicating better fit (Hair et al., 

2010). 
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Table 3.3. 

Goodness-of-Fit Statistics for CFA Models (N = 250) 

Model χ2 Df χ2/df CFI RMSEA AIC 

6-factor  529.6*** 237 2.2       .94 .07  655.63 

1-factor 

2nd-order factor 

2432.9*** 252 9.6  .55 .19 2528.95 

 563.8*** 246 2.3  .94 .07  671.78 

Bifactor  471.6*** 228 2.1  .95 .06 615.59 

χ2 = chi-square, df = degrees of freedom, CFI = Comparative Fit Index, RMSEA = Root Mean  

Square Error of Approximation; AIC= Akaike Information Criterion; *** p < .001. 

 

Confirmatory Factor Analyses 

Fit statistics for the four models are in Table 3.3. Summary data and bivariate 

correlations among scales are in Table 3.4. All models produced a satisfactory fit except 

for the one-factor model, thereby ruling this model out as a potential fit for the data. Of 

the remaining three models (six-factor, second- order, and bifactor), the bifactor model 

had the best fit statistics and the lowest AIC.  Thus, the bifactor model was accepted as 

the best representation of the data. A bifactor model is a latent structure with individual 

items loading onto a general factor, which reflects what is common among the items, 

and also loading onto the individual factors, which represent individual differences 

among the target dimensions. A bifactor structure specifies two or more orthogonal 

“group” factors. These group factors (in this case, future skills, accumulated 

experiences, personal characteristics, networks, labour market knowledge, and 

reputation of educational institution attended) represent  common factors explaining 

item response variance not accounted for by the general factor. 

  The six-factor, second-order, and bifactor models all supported 

multidimensionality of the PFES. However, despite this demonstrated 

multidimensionality, it still needs to be determined whether the PFES is better reflected 

as a general factor (i.e., used at the total score level) or whether it is more reliably 

interpreted at the specific factor level (i.e., at the subscale level). Based on 
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recommendations by Rodriguez, Reise, and Haviland (2016), and using the Bifactor 

Indices Calculator (Dueber, 2017), four bifactor coefficients (Omega, OmegaH, 

Relative Omega, and the explained common variance) were calculated to aid with this 

determination.  

  The bifactor coefficient Omega, which is the model-based reliability estimate 

reflecting the proportion of variance accounted for when considering all items, was .97 

for the general factor and .88, .92, .88, .95, .91, and .90 for the specific factors, 

indicating good reliability for the general factor and sound to good reliability for the 

specific factors. OmegaH, the proportion of unique variance accounted for by the 

general factor, was .86; the OmegaH coefficients for the specific factors were .38 

(future skills), .34 (accumulated experiences), .53 (personal characteristics), .46 

(networks), .19 (labour market knowledge), and .53 (reputation of educational 

institution). When OmegaH > .80, a multidimensional construct is better considered at 

the total item level, rather than the subscale level (Rodriguez et al., 2016). Relative 

Omega is the proportion of reliable variance due to a factor. For the general factor, this 

was .88; for the specific factors, the statistics were .43, .37, .60, .48, .21, and .59, 

respectively; again, supporting interpretation at the general factor level. Last, the 

explained common variance, or the proportion of common variance explained by a 

factor, was .55 for the general factor, and .07, .07, .09, .09, .04, and .09, respectively, for 

the specific factors. These results suggested that using the global score would provide 

the most meaningful measure of perceived future employability, with much less 

variance accounted for when interpreted at the subscale level; that is, the scale is best 

applied at a global level.  Means, Standard Deviations, and Correlations among Scales 

in Table 3.4 
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Phase 4: Construct Validity 

The aim of this phase was to provide initial support for construct validity of the scale 

by correlating the total PFES score with scores from measures of career ambition, 

university commitment, and career distress. As expected, positive correlations were 

found between PFES total and career ambition (r = .65) and university commitment (r 

=.59), and the PFES was correlated negatively with career distress (r = -.39), indicating 

that the PFES was related appropriately to variables identified in its nomological net. 

We also noted that the PFES total score was uncorrelated with age and gender, 

suggesting no inherent bias in the scale in relation to these variables.  

Discussion 

This study reported on the development and validation of a measure of young adults’ 

perceived future employability, which concerns their perceptions of their future skills, 

experience, networks, personal traits, labour market knowledge, and institutional 

reputation at the time of completing their formal education when they are on the verge 

of entering the labour market. This employability concept is important as an emerging 

quality that can enable workers to adapt and thrive in the contemporary workforce. No 

scales had previously been developed specifically to assess perceived future employ- 

ability in young adults who have as one of their main developmental foci their future 

career. 

The study advances theoretical understanding of how perceived future employability 

is manifested in young adults who are preparing themselves for the workforce. It also 

contributes to the existing, but limited, perceived employability literature, which has 

focused primarily on working adults, and within organizational contexts that involved 

employees and job seekers who were moving, or who had been forced to move, between 

employers. Based on the perceived employability literature (e.g., Berntson & Marklund, 
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2007; Rothwell & Arnold, 2007), perceived future employ- ability was operationalized 

as a multidimensional construct (i.e., perceptions of future skills, experience, networks, 

personal traits, labour market knowledge, and institutional reputation). 

A psychometrically sound, 24-item measure was devised to assess perceived future 

employability (i.e., the PFES). Subsequent analyses supported that the PFES was 

multifactorial but that it should be interpreted using the global-level score rather than at 

the subscale level. The global measure was found to have good internal reliability, and 

initial evidence for the validity of the measure was also obtained. First, the study 

demonstrated that the PFES accounted for additional variance in study effort, an 

important variable representing student goal striving, over and above that explained by 

an existing employability scale. Second, the PFES was shown to be related to other 

important career variables (i.e., career ambition, university commitment, and career 

distress) in expected ways. 

The scale can be used to examine perceived future employability in young adult, 

college/university students. This will allow scholars to test the correlates of perceived 

future employability (e.g., motivation, performance, and well-being) and to test how 

these relationships change over time as perceived future employability changes. For 

university students (current perceptions of), employ- ability has been related to 

constructs such as self-efficacy, self-esteem, and self-confidence (Pool & Sewell, 2007).
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Table 3.4. 

Means, Standard Deviations, and Correlations among Scales 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 

1. PFES Total 

2. PFES F1: Skills 

3. PFES F2: Experience 

4. PFES F3: Person characteristics 

5. PFES F4: Networks 

6. PFES F5: Market knowledge 

7. PFES F6: Institution reputation 

8. Career ambition 

9. University commitment 

10. Career distress 

11. Age 

12. Gender 

Mean 

SD 

- 

.76*** 

.82*** 

.71*** 

.81*** 

.83*** 

.74*** 

.65*** 

.59*** 

-.39*** 

 -.04 

.07 

139.88 

18.39 

 

- 

.65*** 

.50*** 

.46*** 

.56*** 

.48*** 

.51*** 

.39*** 

-.35*** 

.03 

.06 

24.49 

3.32 

 

 

- 

.43*** 

.58*** 

.61*** 

.51*** 

.48*** 

.41*** 

-.29*** 

.04 

.03 

22.60 

4.43 

 

 

 

- 

.49*** 

.54*** 

.43*** 

.52*** 

.44*** 

-.34*** 

.09 

.08 

 24.82 

   3.39 

 

 

 

 

- 

.65*** 

.50*** 

.54*** 

.43*** 

-.29*** 

-.09 

.10 

21.72 

4.62 

 

 

 

 

 

- 

.53*** 

.62*** 

.51*** 

-.41*** 

-.02 

.05 

 23.72 

3.75 

 

 

 

 

 

 

- 

.39*** 

.56*** 

-.16*** 

     -.19**  

-.01 

22.53 

4.01 

 

 

 

 

 

 

 

- 

.43*** 

-.45*** 

.09 

.06 

29.61 

3.84 

 

 

 

 

 

 

 

 

- 

-.36*** 

-.12 

-.11 

33.01 

5.86 

 

 

 

 

 

 

 

 

 

- 

   -.21** 

-.01 

 27.61 

10.45 

 

  

    

 

 

 

 

 

 

 

 - 

-.05 

21.18 

4.34 

 

 

 

 

 

 

 

 

 

 

 

- 

- 

- 

PFES = Perceived Future Employability Scale; ** p < .01, *** p < .001. 
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For adults, employability has been associated negatively with job insecurity 

(Berntson,  Näswall, & Sverke, 2010; De Cuyper, Mäkikangas, Kinnunen, & Mauno, 

2012), burnout (Aybas, Elmas, & Dündar, 2015), and other job-related maladjustments 

(Berntson et al., 2010). It has also been associated positively with job search behaviours 

(Chen & Lim, 2012), adaptation to change (Berntson, Sverke, & Marklund, 2006; 

Fugate et al., 2004), job satisfaction (Giorgi, Shoss, & Leon-Perez, 2015), and well-

being (Berntson & Marklund, 2007; Silla, De Cuyper, Gracia, Peiró, & De Witte, 2009). 

However, previous research has primarily used workplace samples and examined 

current employability. It remains to be determined how perceived future employability 

relates to important variables for young adults who are not currently employed. 

 Caricati, Chiesa, Guglielmi, and Mariani (2016) suggested that perceived 

employability could be linked credibly to employment success. Demonstrating a 

connection between perceived future employability and labour market outcomes will 

support the predictive validity of the PFES, inform interventions that could boost 

students’ realistic employability perceptions, and provide them with the most 

efficacious strategies. If predictive validity is demonstrated, this will also enable an 

evaluation of how well universities and other training/educational bodies are 

accomplishing the task of building bridges between the educational system and the 

labour market. Tomlinson (2012) noted that “... some students on the point of transiting 

to employment are significantly more orientated towards the labour market than others” 

(p. 422). Further research is needed to explain this variability; for example, do students 

who invest in longer and more demanding academic curricula develop stronger 

identities and forms of identification with a specific future pathway or are other 

variables operating? Studies have found that higher levels of education are associated 
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with stronger perception of employability (Berntson et al., 2006; Wittekind, Raeder, & 

Grote, 2010). 

This new scale could also be useful as a screening device for use by academic 

advisors, counselors, student services’ personnel, human resource professionals, and 

others who work with students who are preparing themselves for future employment. 

An examination of item and subscale responses could alert practitioners to the multiple 

dimensions of perceived future employability. This might assist them to help students 

develop those aspects of their future view that are most problematic and allow them to 

provide targeted, effective strategies to enhance student employability. 

Limitations 

The study was conducted at one university in one country, and the applicability of 

the scale needs to be tested in other samples. The current study sample also contained 

disproportionately more female than male students, and a majority of participants were 

enrolled in social science and health courses. No significant association was found 

between PFES and gender (or age), and there is no reason to expect that men and 

women studying at university level would report different levels (cf. Caricati et al., 

2016). However, validation of the scale in more diverse samples, where there is a more 

equal gender balance, needs to be undertaken. This would allow, for example, testing 

for gender (and age and other) invariance. Last, it was not possible to test the predictive 

validity of the new measure. This would mean, for example, assessing whether higher 

scale scores at one point in time was associated with stronger academic engagement and 

better well-being later, for which longitudinal studies will be required. Assessing test–

retest reliability is another task for future studies. 
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Conclusion and Future Direction 

The study indicated that this newly developed PFES measure shows promise as a 

reliable and valid measure of perceived future employability in young adults. Having a 

scale to assess perceived future employability in young adults will allow researchers to 

develop a better understanding of young people’s perceptions of their occupational 

futures and how these relate to current behavior, cognitions, and affect. The new 

perceived future employability scale also useful in career counselling and intervention programs 

that preparing young people in education for future employment. 

Further research with the scale is needed to augment validity and the interaction 

between perceived future employability and other career variables. Therefore, the next 

section will explain the process of testing the new scale in the goal setting model to 

explore the antecedents and consequences of perceived future employability in a cross-

sectional mediation. 
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CHAPTER 4  

STUDY 2:  YOUNG ADULTS’ PERCEIVED FUTURE EMPLOYABILITY: 

ANTECEDENTS AND CONSEQUENCES 

 

Study 2 is also reported in the form of a journal article. This article was 

submitted to the International Journal of Educational and Vocational Guidance in 

2019 and is currently being reviewed for publication. The journal is an 

international, peer-reviewed journal that provides professionals in counselling, 

psychology, education, human resources, and business management with up-to-date 

concepts and methodology in career development research, theory, and practice. 

The manuscript included in this thesis is the word document revision submitted to 

this journal. 

The objective of Study 2 was to apply the newly developed scale of career 

calling for young adults, and specifically, embed the newly conceptualized 

perceived future employability construct in a cross-sectional, goal-setting model of 

motivation (Locke & Latham, 1990). Study 2 contributes to the perceived 

employability literature and research, which have been primarily atheoretical, and 

have predominantly used working-adult scales of career calling. Using a model 

derived from goal setting theory, this study assessed the mediating effect of 

perceived future employability on antecedent variables (career calling, strategies, 

encouragement, proactivity) and criterion variables (career planning, performance, 

and satisfaction) in a young adult sample. 

The reference for this paper (i.e., for Chapter 4) is: 

Gunawan, W., Creed, P. A., & Glendon, A. I. (2019). Young adults’ perceived future 

employability: Antecedents and consequences. International Journal for Vocational 

and Educational Guidance. Under review.  
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Abstract 

A positive perception of one’s future employability (i.e., capacity to obtain and maintain 

employment when formal education is completed) is critical for young people, being 

linked to their career motivation, behaviours, and well-being. We examined several 

important personal and situational antecedents (career calling, strategies, 

encouragement, proactivity), and outcomes (career planning, performance, satisfaction) 

to perceived future employability, and tested whether perceived future employability 

mediated these person and situational variables and career outcomes. Responses from a 

sample of young adults (N=324, 62.3% female, mean age 20.77 years), revealed that (a) 

career calling, strategies, proactivity, and encouragement were related to perceived 

future employability, (b) perceived future employability was related to career planning, 

performance, and satisfaction, and (c) perceived future employability mediated career 

calling, strategies, encouragement, and proactivity to career satisfaction, but not to 

career planning or performance. We discuss the importance of having an optimistic 

perception of future employability. 

 

Keywords: career calling; career strategies; proactivity; career encouragement; career 

planning; career performance; career satisfaction 
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A positive view of one’s employability generates feelings of security (Berntson, 

2008) and confidence (Vanhercke, et al. 2014), provides motivation, fosters decision-

making, planning, and goal striving behaviours (Creed & Klisch, 2005; Markus & 

Nurius, 1986), and is an important coping resource in times of job insecurity (Silla, et 

al., 2009). Self-perceived employability is also a protection mechanism in so far as it 

gives individuals confidence to remain in the workforce, if not necessarily in their 

current job (Forriers & Sels, 2003). This is an important consideration when employees 

increasingly seek to meet their own needs by taking responsibility for their careers, and 

not focusing only on employers’needs (Di Renzo,et al., 2011; Weng & McElroy, 2012; 

Weng, McElroy, Morrow, & Liu, 2010).  

Most studies examining perceived employability have examined perceptions of 

current employability in adult workers (Berntson & Marklund, 2007; De Cuyper & 

DeWitte, 2010; Rothwell & Arnold, 2007; Van der Heijde & Van der Heijden, 2005) or 

present-day employability in university students (Pool & Qualter, 2013; Pool, et al., 

2014). Few studies have investigated perceived future employability in young adults 

who have not completed their formal education, but who are preparing for their future 

and are making decisions based on these perceptions of the future (Gunawan, Creed, & 

Glendon, 2019). We add to the current literature on perceived future employability (i.e., 

the individual’s evaluation of the ease of commencing a desired occupational pathway 

after formal education; Gunawan et al., 2019) by testing a model with young adults who 

are yet to enter the full-time workforce, which examines both person (career calling, 

career strategies, proactivity) and situational antecedents (encouragement from others) 

and important career outcomes (career planning, perceived performance in training, 

satisfaction) of perceived future employability (Figure 4.1.). 

 



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 73 

  

 

 

 

 

 

 

 

Figure 4.1. Person and environmental factors predict perceived future 

employability, which, in turn, is related to career planning, performance, 

and satisfaction. 

Perceived employability 

Berntson and Marklund (2007) defined perceived employability as an individual’s 

perception of their own possibilities for maintaining existing, or finding new, 

employment (Vanhercke et al., 2014). It also has been identified as graduate 

employability (Pool et al., 2014), self-perceived employability (Rothwell, Herbert, & 

Rothwell, 2008), or simply employability (Harvey, 2001; Hillage & Pollard, 1998; 

Knight & Yorke, 2004; Van der Heijde, 2014; Van der Heijde & Van der Heijden, 

2005), and examined in diverse groups and contexts, including existing workers 

(Rothwell & Arnold, 2007), new job entrants (Forrier & Sels, 2003), workers in 

temporary employment (De Cuyper & DeWitte, 2010), and aging workers (Van der 

Heijde & Van der Heijden, 2005). Others have examined those not employed, such as 

students yet to graduate (Harvey, 2001), undergraduate students entering the labour 

market (Knight & Yorke, 2004; Pool & Qualter, 2013; Pool et al., 2014), the 

unemployed (McArdle, et al., 2007), long-term unemployed (Koen, et al., 2013), people 

released from prison (Graffam, et al., 2008), and those with disabilities (Bricout & 

Bentley, 2000). Despite this research attention, the construct is “…in the relatively early 
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stages of conceptual development”, requiring more theoretical enlargement and 

conceptual clarity (Akkermans & Kubasch 2017, p. 592). 

Perceived future employability  

While perceived employability focuses on the individual’s present-day perception of 

their own employability, perceived future employability provides another dimension to 

the construct. From a future selves’ perspective, perceived future employability is the 

portrayal of the individual’s occupational self at some time in the future (Cross & 

Markus, 1991; Ellen, et al., 2012; Markus & Nurius, 1986). Future selves can be 

considered as “…the construction of prospective self-representations in terms of hopes 

and fears [that are] seen to provide a basis for anticipating future events, setting goals, 

planning, exploring options, making commitments, and subsequently guiding a 

developmental course” (Creed & Klisch, 2005, p. 252). From this, perceived future 

employability for young people can be considered as an “…appraisal of their own skills, 

experience, networks, personal traits, labour market knowledge and institutional 

reputation after they complete their education and/or training and are ready to enter the 

labour market” (Gunawan et al., 2019, pp. 1-2).  

According to Hillage and Pollard (1998), it is part of the pre-employment stage for 

young adults during which they come to understand themselves in terms of who they are 

and what they want to be, as well as trying to comprehend the world of work and how to 

connect themselves with the workplace of the future. Little is known about contributing 

factors to perceived future employability and how perceptions of the future might affect 

the current career-related behaviours of young people. We address this gap by 

examining several potentially important antecedents (career calling, career strategies, 

encouragement of others, personal proactivity), and outcomes (career planning, current 

performance, satisfaction) to perceived future employability, and by testing whether 
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perceived future employability mediates these personal and situational variables, and 

career outcomes. 

Personal factors as antecedents of perceived employability 

 Both individual and situational factors are likely to influence a person’s perceived 

employability, as both shape perceptions of current and future situations and prospects 

(Lazarus & Folkman, 1984; McQuaid & Lindsay, 2005; Rothwell et al., 2008; 

Rothwell, 2009). Individual factors identified as important contributors to perceived 

employability include knowledge and skills, social capital, abilities, and person-specific 

factors, such as biographics and dispositions (Berntson, 2008). Individual resources that 

have received most attention are knowledge and skills, with research showing that 

individuals with higher formal education and better generic and labour market skills feel 

more secure and employable (Arnold & Staffelbach, 2012) and have better opportunities 

of obtaining new work (Berntson, 2008). 

Some researchers have focused on labour market knowledge and skills (Kluytmans 

& Ott, 1999), while others have argued for the importance of generic skills as an 

influence on individual perceived employability (Harvey, 2001; Knight & Yorke, 2004). 

Several authors have found that both generic and specific skills are important. Qenani, 

MacDougall, and Sexton (2014) showed that both generic skills, such as critical 

thinking and communication, as well as field-specific specialized skills, enhanced 

employability (also see Van der Heijde & Van der Heijden, 2006). McQuaid and 

Lindsay (2005) included transferable skills, work experience, and formal education as 

antecedents to employability. Thus, general and specific knowledge and skills can be 

considered as important determinants of individual perceived employability. 

Others have highlighted personal strategies and resources at an individual’s disposal, 

such as social capital (Fugate, et al., 2004), strength and size of an individual’s personal 
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network (Berntson, 2008; McArdle et al., 2007), and information interchange 

effectiveness across formal and informal contacts (Kluytmans & Ott, 1999). Some 

specific constructs addressed include adaptability and flexibility (Fugate et al., 2004; 

McQuaid & Lindsay, 2005; Van der Heijde & Van der Heijden, 2006), proactivity 

(McQuaid & Lindsay, 2005), self-efficacy (Berntson, 2008; Berntson, et al., 2010; 

Knight & Yorke, 2004), career identity (Fugate et al., 2004), career management skills 

(Hillage & Pollard, 1998), commitment to change (Berntson et al., 2010), the 

willingness to learn and change (Van der Heijde & Van der Heijden, 2006), and 

movement capital (i.e., mobility willingness; Defillippi & Arthur, 1994; Forrier & Sels, 

2003; Kluytmans & Ott, 1999; McQuaid & Lindsay, 2005). 

Demographic factors (e.g., age, gender, socio-economic status – SES) are also 

considered to influence development of perceived employability. McQuaid and Lindsay 

(2005) found that, compared with women, men have better options in the labour market 

and are considered more employable (see also Flecker, Meil, & Pollert, 1998). 

Compared with older people, younger people tend to have better prospects of finding a 

job (Van der Heijde & Van der Heijden, 2005), and those with higher educational levels 

and higher incomes do better (Arnold & Staffelbach, 2012). 

Based on this literature that identified person-centred precursors to perceived 

employability, we included measures of career calling, career strategies, and proactivity, 

along with age, gender, SES, ability as antecedents to perceived future employability. 

Career calling reflects the strength of a young person’s future career goals (Wittekind, et 

al., 2010), career strategies tap both self and other resources available to the individual 

to meet these career goals and enhance their career development (Greenhaus, Collins, & 

Shaw, 2003; Nabi, 2001), and proactivity reflects the energy, drive, and agency related 

to progressing career goals (Bateman & Crant, 1993; Tolentino et al., 2014). 
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Career calling 

Career calling is considered a motivational force for tertiary students (Duffy & 

Sedlacek, 2007). As students have not yet started to live their calling, developing a 

calling for future work helps them to clarify their goals, give direction and meaning to 

their strivings, and enhance their current well-being and satisfaction (Duffy, Douglass, 

Autin, & Allan, 2014). Previous studies have identified that calling is connected with 

better identity clarity, career self-efficacy (Dobrow & Tosti-Kharas, 2011; Hirschi, 

2012), and career adaptability (Douglass & Duffy, 2015; Xie, Xia, & Xin, 2016), which 

are important for goal striving and achievement (Praskova, Creed, & Hood, 2015), and 

have been identified as antecedents to perceived employability (Fugate et al., 2004; Van 

der Heijde & Van der Heijden, 2006; Vanhercke et al., 2014). Young people with a 

career calling are more positive about their future employability because they tend to 

have clearer and more ambitious career goals and have developed self-confidence and 

optimism about achieving these goals (Praskova et al., 2015). Consistent with these 

empirical considerations, we expected that career calling would be positively associated 

with perceived future employability in young adults. 

Career strategies 

Important personal factors are the strategies used to pursue a career direction (Creed 

& Hughes, 2013). Gould and Penley (1984) identified these seven career strategies for 

career goal development and achievement: creating career chances, expanding work 

involvement, self-promotion/self-presentation, pursuing career guidance, networking, 

opinion conformity, and enhancement of others. Individuals use different career 

strategies when pursuing career goals and might use different ones at different times. 

Individual who actively employ career strategies have a better sense of control over 

their future careers, and strategies are related to them being better informed (Fugate & 
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Kinicki, 2008), and more likely to achieve their goals compared with those who do not 

express those traits (Fugate et al., 2004). Research has shown career strategies to be 

related to perceived employability in employed adults (Bencherqui, Janand, & Kefi, 

2016), and university students (Creed & Hughes, 2013). Consistent with these findings, 

we expected that career strategies would be associated positively with perceived future 

employability. 

Proactivity 

Organizations typically value proactivity (i.e., perceiving relatively few situational 

constraints; Crant, 2000) in their employees (Bledow & Frese 2009). Individuals who 

are characteristically proactive, flexible, and open to new experiences tend to manage 

their careers more effectively than do those who do not express those traits (Eby, Butts, 

& Lockwood, 2003; Van Vianen, Klehe, Koen, & Dries, 2012). For young adults, 

especially new graduates, proactivity is a valuable individual characteristic (Fuller, 

Kester, & Cox, 2010; Parker, Williams, & Turner, 2006), which is supported by 

evidence that proactive individuals focus on gaining new skills and mastering new tasks 

(Fuller & Marler, 2009), and that increasing proactivity can improve both job-search 

effectiveness and long-term career success (Fuller & Marler 2009; Li, Liang, & Crant, 

2010). Proactive individuals are also considered to be future oriented (Belschak, Hartog, 

& Fay, 2010; Grant & Ashford 2008), a valuable individual characteristic for graduates 

(Fuller, et al., 2010; Parker, et al., 2006). 

Several studies have shown proactivity to be related to perceived employability. 

Tymon and Batistic (2016) found that, “increased proactivity can lead to higher 

academic grades, which are used by employers in recruitment decisions, and so are 

important to students’ employability” (p. 927). Other research has found proactivity to 

be a desirable employability characteristic (Fugate et al., 2004; Tymon, 2013), while 
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Creed, Hood, and Hu (2016) found a positive relationship between proactivity and 

employability confidence. Consistent with these empirical considerations, we expected 

that proactivity would be positively associated with perceived future employability. 

Situational factors as antecedents to perceived employability 

Situational factors are the second important group of antecedents. Situational factors 

refer to influences from the individual’s environment that might shape perceptions of 

employability (Rothwell & Arnold, 2007; Thijssen, Van der Heijden, & Rocco, 2008). 

Bernstorn (2008) identified three main situational factors for employees: labour market 

structure, labour market opportunities, and organisational factors. For young people not 

yet in the workforce, important influences are effectiveness of teachers in imparting 

knowledge and generating attitudes related to employment, and supportive relationships 

from parents, peers, and teachers (Cheung & Arnold, 2014; Cheung, et al., 2018), all of 

which reflect different forms of career-related encouragement. 

Career-related encouragement 

An important consideration for young adults in relation to their future perceived 

employability is the encouragement they receive from important people around them 

regarding their career goals and how well they pursue them (Cheung et al., 2018). 

Encouragement is an important process through which individuals show support for one 

another (Beets, Cardinal, & Alderman, 2010). Cheung et al. (2018) found that relational 

support from parents, peers, and teachers was positively related to perceived 

employability, while Jones (2013) found that peer-to-peer support was an important 

component of employability enhancement for graduate students. Thus, we included this 

construct and expected that career-related encouragement from peers and family would 

be positively related to perceived future employability. 
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Outcomes for perceived future employability 

To have a competitive benefit when applying for, obtaining, and succeeding at work 

when they finish their studies, students need to develop a positive view of their future 

employability while they study at university. This is important, as studies have shown 

that perceived employability is related to self-confidence, generic and specific 

professional skills, and academic performance (Álvarez-González, López-Miguens, & 

Caballero, 2017), overall health (Berntson & Marklund, 2007), work engagement (De 

Cuyper, Bernhard-Oettel, Berntson, De Witte & Alarco, 2008), career success 

(Rothwell & Arnold, 2007), life satisfaction (De Cuyper et al., 2008; De Cuyper, et al., 

2012), work commitment, “employability activities” such as planning and engaging in 

development activities and expanding knowledge and work experiences (Van Dam, 

2004), career satisfaction, and self-promotion (De Vos, De Hauw, & Van der Heijden, 

2011). For consequences specific to perceived future employability, we included three 

important process variables related to goal setting and achievement: career planning, 

career satisfaction, and current performance.  

Career planning 

Career planning is defined as an individual’s “engagement in the task of setting 

career goals and identifying one's developmental needs to reach their career goals” 

(Carson & Bedeian, 1994). It is important for young adults as it stimulates a focus on 

career matters and contributes to the development of a career identity, which involves 

greater self-awareness and knowledge about educational and career choices (Skorikov, 

2007; Stringer, Kerpelman, & Skorikov, 2011). When young adults have a positive view 

of their career future (e.g., have perceptions that they will be readily employable in the 

future), they will invest in preparing themselves for their future work (Álvarez-

González et al., 2017), and will be more planful and considered when making decisions 
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regarding the steps they need to take to reach their career goals (Van Dam, 2004). 

Engaging in development activities to expand occupational knowledge, gain work 

experience, and participate in career planning are considered “employability activities” 

(Van Dam, 2004), which result from holding positive attitudes towards future 

employability (Álvarez-González et al., 2017). Consistent with this, perceived 

employability has been shown to be associated with better planning and more optimism 

regarding the individual’s future career (Praskova et al., 2015). 

Task performance 

Research on the relationship between employability and individual task performance 

has been conducted primarily using samples of employees and measuring job 

performance, defined “as the actions and behaviours of individuals that contribute to 

organizational goals” (Wong & Lasschinger, 2013, p. 950). Research has found that 

perceived employability is positively related to job performance (Bozionelos, et al., 

2016; De Cuyper & De Witte, 2010; De Cuyper, Sulea, & Philippaers, 2014), and that 

employees with higher perceived employability were more capable at their job and were 

more motivated to expend additional effort at their work (Arocena, Núñez, & 

Villanueva, 2007). 

For young adults in education, critical performance tasks relate to study, course 

participation, and completing assignments (Tymon & Batistic, 2016). Successful 

engagement with these tasks results in better educational outcomes and improved career 

rewards after graduation in terms of employment and salary (Butler, 2007). Academic 

performance is considered an important predictor of job performance, since good grades 

are an indicator of effort and ability (Brown & Campion, 1994). Based on these 

findings, we expected greater perceived future employability would be associated with 

higher academic task performance in young adults. 
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Career satisfaction 

Career satisfaction refers to an individual’s satisfaction with their current career or, 

more broadly, satisfaction with their career-related experiences and the progress being 

made towards their desired career (Rothwell & Arnold, 2007). Research has shown that 

perceived employability is positively related to career satisfaction in employed adults 

(De Vos & Soens, 2008; Rothwell & Arnold, 2007), graduate students (Pool & Qualter, 

2003), and university students (Creed & Hughes, 2013). When individuals believe they 

are employable, it enhances feelings of security and independence, improves career-

related motivation, and leads to improved performance, resilience, career-related 

success, and better life satisfaction (Berntson et al., 2010; De Vos & Soens, 2008; Pool 

& Qualter, 2013). However, to date, no studies have tested the relationship between 

perceived future employability and career satisfaction in young adults. 

Perceived future employability as mediator 

Studies have found that perceived employability operates as a mediator in various 

relationships, including between levels of mentoring and job performance (Bozionelos 

et al., 2016), emotional self-efficacy and career satisfaction (Pool & Qualter, 2013), 

competency development and career success (Vos, Hauw, & Van der Heijden, 2011), 

job insecurity and well-being (Silla et al., 2009), and burnout and depression (Qiao, Xia, 

& Li, 2016). Van Dam (2004) showed that people who were more willing to learn to 

improve their employability, were more likely to initiate actions related to improving 

employability and to undertake more employability activities, such as planning.  

Perceived employability also reflects career-related personal capital, that when 

enhanced, leads to improved career-related outcomes (Arnold, 2011). In this study, we 

expected that perceived future employability would mediate the relationship between 

the personal and situational antecedents and the career-related outcomes of career 
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planning, career satisfaction, and task performance.  

Method 

Participants 

Participants were 324 young adults (62.3% female, mean age 20.77 years, SD = 5.70, 

range 17-30), who were mostly domestic students, with a small number of international 

students, recruited from one university in a large regional city on the east coast of 

Australia. As typical for Australian university students, most of the sample were 

Caucasian. On a scale of 1 (very high achievement) to 5 (very limited achievement), 

mean self-reported academic level of students in their final year of high school was 1.90 

(SD = 0.67), and mean, self-reported socioeconomic status, on a scale of 1 (much better 

off than others) to 5 (much worse off than others), was 2.90 (SD = 0.89).  

Materials 

Perceived future employability. This was measured using the 24-item Perceived 

Future Employability Scale (Gunawan et al., 2019). The scale assesses six areas of 

future appraised skills, accumulated experiences, personal characteristics, networks, 

labour market knowledge, and reputation of educational institution attended. A sample 

item is: “When I complete my studies, I will have the relevant skills for the occupation I 

choose” (Likert-like response format was from 1 (strongly disagree) to 6 (strongly 

agree). Gunawan et al. (2019) reported good internal scale reliability (α = .95), and 

supported validity by finding positive associations with measures of career ambition and 

university commitment, and a negative association with career distress. Alpha for the 

current sample was .95. 

Career calling. Career calling was measured with the 2-item Brief (Presence) 

Calling Scale (Dik, Eldridge, Steger, & Duffy, 2012). The two items were: “I have a 

calling to a particular kind of work”, and “I have a good understanding of my calling as 
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it applies to my career” (Likert response format: 1 (strongly disagree) to 6 (strongly 

agree). Studies using this scale have found the two items to be highly correlated (> .75; 

Dik, Duffy, & Eldridge, 2009; Duffy & Sedlacek, 2007), and to be related positively to 

other career development indicators, including career decision self-efficacy, career 

decidedness, career decision comfort, and self-clarity. Alpha for current sample was .91. 

Career strategies. A 7-item Career Strategies Scale, which was derived from the 26-

item Career Strategies Inventory (Creed & Hughes, 2013; Gould & Penley, 1984), 

assessed level of career-related strategies (e.g., “To prepare for my future career, I am 

obtaining broadly-based work experience wherever I can”; response format: 1 (strongly 

disagree) to 6 (strongly agree). Creed and Hughes (2013) reported sound internal 

reliability (α = .86), and validity was supported by using factor analysis and finding the 

scale related negatively to career compromise and career distress, and positively to 

current perceived employability. Alpha for the current sample was .90. 

Proactivity. Level of proactivity was measured with the 6-item, short form of the 

Proactive Personality Scale (Claes, Beheydt, & Lemmens, 2005). A sample item is: “I 

am always looking for better ways to do things” (response format: 1 (strongly disagree) 

to 6 (strongly agree). Claes et al. (2005) reported sound internal reliability (α = .79), and 

supported validity by finding a strong, positive correlation with the original 17-item 

proactivity scale. Alpha for the current sample was .87. 

Career encouragement. Career encouragement was measured with the 3-item Career 

Encouragement Scale (Tharenou, Latimer, & Conroy, 1994), which we modified for use 

with a young adult sample. A sample item is: “To what extent has your family 

encouraged you in your career development (e.g., provided support, encouragement, 

and advice)?” (Likert response format: 1 (strongly disagree) to 6 (strongly agree). 

Tharenou et al. (1994) reported an alpha of .80; validity has been supported by a 
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positive correlation with having a mentor, and with the extent of mentor support. The 

current sample coefficient alpha was .71. 

Career planning. The 7-item Career Planning Scale (Gould, 1979) was used to 

measure this construct. A sample item is: “I have a plan for my career” (response 

format: 1 (strongly disagree) to 6 (strongly agree). Gould (1979) reported an alpha of 

.89, and established construct validity using factor analysis, and finding the construct to 

be positively related to career involvement and identity resolution. Current study alpha 

was .94. 

Task performance. University task performance was measured with the 7-item Task 

Performance Scale (α = .93; Goodman & Svyantek, 1999). A sample item was: “I am 

meeting the criteria for good performance” (response format: 1 (strongly disagree) to 6 

(strongly agree). Goodman and Svyantek (1999) reported an alpha of .93 and provided 

construct validity evidence using factor analysis and by finding the scale correlated with 

measures of altruism and conscientiousness in expected directions. The current sample 

coefficient alpha was .91. 

Career satisfaction. Career satisfaction was measured with the 7-item Career 

Satisfaction Scale (α = .88; Greenhaus, et al, 1990). A sample item was: “I am satisfied 

with the success I am having in progressing my career direction” (response format: 1 

(strongly disagree) to 6 (strongly agree). Previous sound internal reliability has been 

reported (α = .88) and construct validity evidence was established through factor 

analysis and finding positive correlations with job discretion and supervisor support 

(Greenhaus et al., 1990). The current sample coefficient alpha was .90. 

Procedure 

The study was approved by the authors’ University Human Research Ethics 

Committee. Students completed an online survey, which was advertised via a 
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university-wide email sent to all students. As a reward for participation, students could 

enter a prize draw to win a $50 shopping voucher. 

Results 

Latent variable analyses (AMOS v.25.0) was used to test whether perceived future 

employability mediated associations between antecedent (calling, strategies, 

encouragement, proactivity) and outcome variables (planning, performance, 

satisfaction). To reduce the number of parameters to be estimated, all scale items (apart 

from calling, which was represented by its two items) were parcelled to represent the 

latent variables (Landis, Beal, & Tesluk, 2000). To create the parcels, separate 

exploratory factor analyses were conducted for each scale, items were rank ordered 

according to their factor loadings, and distributed to individual parcels using an item-to-

construct balanced approach (Hau & Marsch, 2004). 

A measurement model was first assessed to determine whether all latent variables 

could be independently represented by their parcels and items. Three structural models 

were then conducted to test for mediation: (a) a structural model based on Figure 4.1. 

with pathways from all antecedents to the mediator (perceived future employability), 

and pathways from the mediator to all outcome variables, (b) a direct-effects model, 

which included pathways from all antecedents to all outcomes, and (c) an indirect-

effects model, which included both direct (antecedents to outcomes), and indirect 

pathways (from antecedents to perceived future employability, and from perceived 

future employability to outcomes). 

Testing the measurement model 

To assess model fit with a sample > 250 with 21 observed variables, we used chi-

square (χ2; significant p-value expected), normed chi-square (χ2/df; < 3.0), Comparative 

Fit Index (CFI; .92 or better), and Root Mean Square Error of Approximation (RMSEA; 
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< .07; Hair, et al., 2010). The measurement model produced acceptable fit statistics, 

χ2(161) = 311.07, p < .001, χ2/df = 1.93, CFI = .97, and RMSEA = .05 (95% CIs .05 to 

.06), with standardized item loadings ranging from .67 to .97 (all ps < .001). 

Correlations among latent variables ranged from .21 to .59 (all ps < .001) and were 

similar to the bivariate correlations (see Table 4.1). 

Testing the structural model 

As grade (r = -.31, p < .001) was associated with performance (see Table 4.1.), this 

variable was included in the hypothesized structural model as a covariate. Correlations 

with other demographics were trivial and therefore not controlled. The structural model 

(i.e., with pathways from calling, strategies, proactivity, and encouragement to 

employability, and from employability to planning, performance, and satisfaction) had 

an acceptable fit to the data, χ2(190) = 473.05, p < .001, χ2/df = 2.49, CFI = .95, and 

RMSEA = .07 (95% CIs .060 to .076). There were significant paths from calling (β = 

.24, p < .001), strategies (β = .17, p < .001), proactivity (β = .34, p < .001), and 

encouragement (β = .18, p < .001) to employability, and significant paths from 

employability to planning (β = .46, p < .001), performance (β = .41, p < .001), and 

satisfaction (β = .56, p < .001); thus, all paths were significant. These findings indicated 

that: (a) higher calling, more proactivity, better strategies, and more positive 

encouragement were associated with higher perceived future employability, and (b) 

higher perceived future employability was associated with higher planning, 

performance, and satisfaction. Calling, strategies, proactivity, and encouragement 

accounted for 47.2% of the variance in perceived future employability, and perceived 

future employability accounted for 21.4% of the variance in planning, 25.3% in 

performance, and 31.4% in satisfaction. 
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Testing for mediation 

The AMOS bootstrapping procedure (1000 samples) was used to generate standard 

errors and 95% bias-corrected confidence intervals (CIs). Mediation is considered 

present when CIs for indirect effects do not include zero (Preacher & Hayes, 2008). The 

direct-effects model (i.e., paths from all antecedents to all outcomes) indicated 

significant paths from calling to planning (β = .31, p < .001) and satisfaction (β = .14, p 

< .001), but not to performance (β = -.04, p = .49). There were significant paths from 

strategies to planning (β = .20, p < .001), performance (β = .22, p < .001), and 

satisfaction (β = .31, p < .001), and from proactivity to planning (β = .17, p < .001), 

performance (β = .39, p < .001), and satisfaction (β = .19, p < .001), and from 

encouragement to planning (β = .16, p < .001), performance (β = .11, p < .001), and 

satisfaction (β = .19, p < .001).   

The indirect-effects model indicated four mediated pathways. These were from 

calling (CIs: .03 to .11), strategies (CIs: .01 to .10), proactivity (CIs: .05 to .18), and 

encouragement (CIs: .02 to .10) to satisfaction. The direct effect from strategies to 

satisfaction remained significant (β = .27, p < .001; total effect = .32, direct = .27, 

indirect = .05), indicating full mediation. The direct effects from calling (β = .09, p = 

.14; total effect .15, direct effect = .08, indirect = .07), proactivity (β = .03, p = .80; total 

effect = .18, direct = .08, indirect = .10), and encouragement (β = .11, p = .10; total 

effect = .15, direct = .10, indirect = .05) were not significant, indicating partial 

mediation. In summary, calling, strategies, proactivity, and encouragement were related 

indirectly to satisfaction (total effect of all variables was 40%).   
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Table 4.1 

Summary Data, Bivariate Correlations (above diagonal), and Latent Variable 

Correlations (below diagonal); N = 324 

Variables M SD 1 2 3 4 5 6 7 8 

1. Career calling 9.27 1.93 - .36** .39** .24** .47** .46** .20** .35** 

2. Career strategies 29.61 6.08 .37** - .51** .21** .51** .41** .44** .52** 

3. Proactive personality 27.73 4.17 .43** .53** - .23** .52** .40** .49** .40** 

4. Career encouragement 13.30 3.33 .29** .21** .28** - .31** .26** .22** .24** 

5. Future employability 114.49 14.38 .49** .47** .58** .38** - .42** .41** .52** 

6. Career planning 26.20 5.91 .51** .44** .44** .31** .45** - .40** .51** 

7. Task performance 39.74 6.54 .43** .45** .54** .26** .43** .43** - .55** 

8. Career satisfaction 21.64 4.22 .39** .50** .50** .30** .54** .54** .59** - 

9. Grade 1.90 0.67 - - - - - - - - 

10. Age 20.77 5.70 - - - - - - - .- 

11. SES 2.90 0.89 - - - - - - - - 

12. Gender  - - - - - - - - - - 

Note. *p < .05; **p < .01 Discussion 

This study tested important personal and situational antecedents (calling, strategies, 

proactivity, encouragement), and outcomes (planning, performance, satisfaction) to 

perceived future employability, and tested whether perceived future employability 

mediated these person and situational variables and career outcomes. As predicted, 

career calling, strategies, proactivity, and encouragement were associated with higher 

perceived future employability. This suggests that young people with a more well-

developed career calling, have better career strategies, are more proactive, and receive 

encouragement from significant others higher have a more positive view of their future 

employability. These results are consistent with findings on correlates of perceived 

employability in employees for calling (Fugate et al., 2004), strategies (Bencherqui et 

al., 2016), proactivity (Tymon, 2013; Tymon & Batistic, 2016), and encouragement 

(Cheung et al., 2018).  

Theoretically, these findings suggest potential antecedents, both personal and 

situational variables, for perceived future employability. These are consistent with 

previous research showing that individual and situational factors are likely to influence 
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adult employees’ perceived employability, as both shape perceptions of current and 

future situations and prospects (McQuaid & Lindsay, 2005; Rothwell et al., 2008; 

Rothwell, et al., 2009). As we tested these correlates in the same study, each antecedent 

can be considered to explain unique, individual variance, and each should be rated as 

important. The four variables accounted for substantial variance in perceived future 

employability (47%). However, other antecedents might also be important, especially 

variables that potentially influence future views for young adults still in education. For 

example, when present and future selves are congruent rather than discrepant, young 

people are more planful, motivated, and satisfied (Reiff, Herschfield, & Quoidback, 

2019), and the role of current employability status needs to be examined as a potential 

precursor. An important consideration for young people also might be the level and type 

of social support they receive at this stage in their lives. This needs to be examined in 

this context as it has been implicated in shaping future selves more generally 

(Hardgrove, Rootham, & McDowell, 2015).  

There are practical implications regarding these antecedents. The results suggest that 

if young people’s levels of career calling, strategies, proactivity, and encouragement 

from others are enhanced, this will lead to a more positive view of their employability 

after training, which should then contribute to flow-on effects of being more optimistic 

(Ellen et al., 2012). Interventions that seek to enhance career goal setting and goal 

progress strategies are available (Whiston, Li, Mitts, & Wright, 2017) and could be 

tailored to include a focus on future employability. Along with career focused 

interventions, developing strategies for how to engage with significant others regarding 

the young person’s future direction could also be valuable, as this would enhance social 

capital and potentially gain support for goals and how to achieve them.  

Results also showed that perceived future employability was related to all proposed 
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outcome variables (career planning, performance, satisfaction). The relationship 

between employability and career planning is in line with Van Dam’s (2014) finding 

with adults who perceived that employability was associated with a number of 

“employability activities”, such as planning, engaging in development activities, and 

expanding knowledge and work experiences. Perceived future employability was also 

related to higher task performance, which is consistent with findings with adult 

employees for employability and job performance (Bozionelos et al., 2016; De Cuyper 

et al., 2014) and reports that employees were more capable at their job and were more 

motivated to expend additional effort (Arocena et al., 2007). Perceived future 

employability was also related to higher satisfaction, which is again consistent with 

findings that perceived employability is positively related to career satisfaction in both 

employed adults (De Vos & Soens, 2008; Rothwell & Arnold, 2007), and graduate 

students (Pool & Qualter, 2003). This study has found further evidence for these 

relationships for young adults still in education.  

These relationships add to the nomological net for perceived future employability 

and suggest positive outcomes for young adults in training when they have a positive 

view regarding gaining employment after finishing their studies. Devising interventions 

that provide opportunities for young people to imagine, develop, and clarify future 

occupational selves are likely to foster their motivation to expend energy on achieving 

these imagined futures (Hardgrove et al., 2015); specifically, from this study, related to 

strengthening career calling, task performance, and satisfaction.  

Perceived future employability also mediated the relationships between the personal 

and situational antecedents (career calling, strategies, proactivity, encouragement) and 

career satisfaction, but not to career planning and task performance. First, this suggests 

that enhancing calling, strategies, proactivity, and encouragement improves perceived 
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future employability, and some of this enhancement then also associated with the 

improvement in career satisfaction. All antecedents also had a direct relationship with 

satisfaction, suggesting a well-being benefit when all are higher. Second, while 

perceived future employability did not mediate any of the antecedents with planning or 

performance, there were direct effects from these antecedents to planning and 

performance, suggesting benefits from having better calling, strategies, proactivity and 

encouragement. However, as these benefits do not operate via employability, they have 

other potential pathways.  

 

While student grade was associated meaningfully with task performance, all 

demographic variables had trivial associations with perceived future employability, 

suggesting that employability did not differ amongst groups of young adults, or that 

particular groups were advantaged or disadvantaged. While this is not definitive, and 

studies will need to assess demographic variables as moderators to fully test them as 

boundary conditions (Baker, 2019), it does suggest that specific group targeted 

interventions might not be needed to assist those who are pessimistic about their future 

employability.  

Limitations  

Although our study provided promising results regarding antecedents and outcomes 

of perceived future employability in young adults, some limitations need to be noted. 

First, participants were drawn from one, urbanised educational institution and we had 

disproportionally more young women than men in our sample. Future studies need to 

sample young adults more widely and aim for a more equal gender balance so that 

results might be more widely generalised. Research has shown that men have more 

labour market advantages than women do (Quinn & Smith, 2018), and studies need to 
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confirm that perceived future employability does not differ by gender, and if not, how 

this translates into future behaviours and outcomes after training when young people 

have entered or are actively seeking to enter the labour force. We also acknowledge that 

our research was cross-sectional, and while we tested a plausible model supported by 

theory, causality has not been established. Longitudinal designs that can detect group 

and individual trajectories over time would allow stronger causal interpretations to be 

made.  

Conclusion and Future Direction 

This study has added to the employability literature by using an age-appropriate 

measure of perceived employability to identify potential antecedents and outcomes for 

young adults. It has also contributed by taking a theoretical approach that conceived of 

perceived future employability as a future projection of the self; in particular, a future 

self at a time in the future when an individual has finished their training/study (cf. Cross 

& Markus, 1991; Ellen et al., 2012; Markus & Nurius, 1986). Knowledge of the 

antecedents and consequences of perceived future employability will add to 

understanding of influences and outcomes of perceived future employability in young 

adults, which could assist practitioners to help young adults prepare for their future 

employment. 

Further research with the scale is needed to test application of the new scale in a 

proven theoretical model. Therefore, the next section will explain the process of testing 

the new scale using social cognitive career theory (Hackett & Betz, 1981; Lent, Brown, 

& Hackett, 1994) as a framework to examine the mediating effects of career self-

efficacy and outcome expectancy on relationship between perceived future 

employability and some career outcomes variables.  
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CHAPTER 5 

STUDY 3: YOUNG ADULTS PERCEIVED FUTURE EMPLOYABILITY: 

TESTING A SCCT MODEL 

 

Chapter 5 presents Study 3 as a journal article, which was submitted in 2019 to 

the Journal of Career Development, an international, peer-reviewed journal in the 

career domain. This journal reports empirical research that expands knowledge about 

vocational choice, work adjustment, and career development across the life-span. 

The manuscript included in this thesis is the word document version submitted to 

this journal. 

The aim of Study 3 was to assess the perceived future employability scale. In this 

study, the newly developed measure of perceived future employability was used 

along with the theoretical framework of social cognitive career theory of career 

calling. Study 3 contributes to a better understanding of the trajectories surrounding 

perceived future employability in social cognitive career theory (SCCT). 

The reference for this paper (i.e., for Chapter 5) is: 

Gunawan, W., Glendon, A. I., & Creed, P. A. (2019). Young adults perceived future  

employability: Testing a SCCT model.  Journal of Career Development. Under 

review.  
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Abstract 

Being optimistic about their future employability can help to provide young people with 

certainty and independence. Using social cognitive career theory as a framework, this 

study examined the mediating effects of career self-efficacy and outcome expectations 

on the association between perceived future employability and career distress, career 

effort, and career aspirations outcomes. Analysing data from a sample of young adults 

(N = 449, 78% female, mean age 21.07 years), we found that: (a) perceived future 

employability was associated with career self-efficacy and outcome expectations, (b) 

career self-efficacy and outcome expectations were associated with career distress, 

career effort, and career aspirations, and (c) career self-efficacy and outcome 

expectations mediated perceived future employability and career distress, career effort, 

and career aspirations. The study highlights the effectiveness of career self-efficacy and 

outcome expectations to translate the positive perceptions of future employability in 

young adults to improved outcomes. 

 

Keywords: career self-efficacy, outcome expectations, career distress, career effort, 

career aspirations 
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New technologies, the information revolution, and globalisation have significantly 

influenced the world economy, hastened production cycles, and enhanced productivity 

(Wang, 2012). This has meant dramatic changes for individuals, who must maintain 

their employability to be able to secure and maintain paid work (McQuaid, Green, & 

Danson, 2005). For young people still in formal education, an optimistic outlook 

towards their future employability (i.e., the ability to establish and secure employment 

after completing formal studies) potentially provides them with feelings of security and 

independence in the face of rapid environmental change (Berntson, 2008). 

Perceived employability 

Perceived employability is an individual’s current perception of their ability to obtain 

and maintain a job (Berntson & Marklund, 2007; Vanhercke, et al., 2014). Perceived 

future employability reflects an individual’s “future occupational self” (i.e., their 

perceived ability, skills, knowledge, and other personal strengths and weaknesses) at 

some future time (Gunawan, Creed, & Glendon, 2019). From a future selves’ 

perspective (Cross & Markus, 1991), perceived future employability represents a 

desired or feared future state or situation. This future perspective influences current 

behaviour, as individuals strive to achieve anticipated future goals and/or avoid 

undesirable outcomes (Ellen, et al., 2012). 

Social cognitive career theory 

The complex relationship between current perceived self and future perceived 

employability can be explored through the lens of social cognitive career theory (SCCT, 

Hackett & Betz, 1981; Lent, Brown, & Hackett, 1994), which has been used to account 

for career behaviours, career development generally and a model of career self-

management (Lent & Brown, 2013; Mckenzie, Coldwell-Neilson, & Palmer, 2018; 

Smith, 2002). Based on social cognitive theory (Bandura, 1986), SCCT considers the 
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individual’s background and experiences, current context, and individual perceptions. It 

seeks to explain how individuals generate career interests and goals by building 

confidence in activities associated with their interests (i.e., self-efficacy), and by 

associating desired outcome achievement with effort expended (i.e., outcome 

expectations; Lent et al., 1994; McKenzie, et al. 2018). As a motivational model SCCT 

has garnered empirical evidence in support of the roles of self-efficacy beliefs and 

outcome expectations to generate vocational interests and drive goal-achievement 

behaviours (e.g., Brown & Lent, 2019; Lent, Ezeofor, Morrison, Penn, & Ireland, 2016; 

Thompson & Dahling, 2012, Lent & Brown, 2019). 

While current perceived employability reflects the current culmination of the 

individual’s learning experiences, context, and appraisals of self-efficacy and outcome 

expectations, perceived future employability represents an individual’s desired (or 

feared) future status, which, for young adults in education, typically arises towards the 

end, or after completion of their studies. Drawing on their self-efficacy and outcome 

expectation appraisals, young adults can set in train behaviours and effort to meet the 

goals implied by their perceived future employability. However, no prior research has 

sought to test associations between perceived future employability and career related 

behaviours and affect. We address this deficiency by examining the mediating effect of 

career self-efficacy and outcome expectations on the association between perceived 

future employability and the important career-related outcomes of career effort, career 

distress, and career aspirations. 

Career self-efficacy. Self-efficacy is a cognitive evaluation of future performance 

potential measured against some specific activity (Bandura, 1997). Identified as a 

consistent predictor of career-related behaviours, Lent and Brown (2013) defined career 

self-efficacy as a belief about one’s capacity “to manage specific tasks necessary for 
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career preparation, entry, adjustment, or change across diverse occupational paths” (p. 

561). The self-efficacy construct has generated considerable research1. In a meta-

analysis on career self-efficacy, Betz (2007) reported that self-efficacy was widely used 

in the career field and had both theoretical and practical relevance. Other meta-analyses 

and reviews strongly underpin the role of career self-efficacy, variously measured, as a 

predictor of career decision-making intentions and behaviours (Brown & Lent, 2019, 

Hackett & Lent, 1992; Lent, Brown, & Hackett, 1994; Lent & Brown, 2019). 

Outcome expectations. Outcome expectations are beliefs about the effect of effort on 

behaviour (Lent & Brown, 2013; Lent, Brown, & Hackett, 2002). Outcome expectations 

are based on learning experiences and context, and can be affected by self-efficacy 

beliefs, when outcomes rely on the quality of a person’s ability (Lent & Brown, 2013). 

SCCT assumes that individuals are more likely to form intentions and to engage in 

behaviours when they perceive outcome expectations as positive, and conversely, tend 

not to intend to engage in behaviours when they perceive negative outcome expectations 

(Lent et al., 2000). Fouad and Guillen (2006) explained that although measurement of 

outcome expectations has received much less attention than self-efficacy, these are 

integral to SCCT (Betz, 2007). Foaud and Guillen (2006) also reported that outcome 

expectations were: “a valid construct that contributes to career decisions and interests 

and has direct and indirect paths to self-efficacy” (pp. 139-140). Positive associations 

between outcome expectations and other career-related variables have been found, for 

example: outcome expectations with vocational interests (Lent et al., 1994), maths 

outcome expectations and maths interests (Lent et al., 2001), outcome expectations and 

interests in academic areas of social studies, maths/science, art, and English interests 

                                                           
1 Around 11% of articles published 2001-2006 in Journal of Career Assessment, Journal of Counseling 

Psychology, and Journal of Vocational Behavior mention self-efficacy in their title or abstract (Gore, 

2006). 
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(Smith & Fouad, 2001), and correlations between outcome expectations and Holland’s 

career themes  (Lent, Brown, Nota, & Soresi, 2003). 

Self-efficacy and outcome expectations as mediators 

In the context of career development and career decision-making, self-efficacy 

contributes to driving behaviours that facilitate goal achievement. This occurs both 

directly and indirectly through outcome expectations, and together, positive self-

efficacy and outcome expectations promote higher goals and lead to behaviours such as 

career exploration and decision-making, which are aimed at achieving the individual’s 

career goals (Lent, Ireland, Penn, Morris, & Sappington, 2017). 

Lent, Lopez, Lopez, and Sheu (2008) found that self-efficacy contributed either 

directly or indirectly to outcome expectations, career supports, and barriers, and was 

associated with career interest and goals (McKenzie, et al., 2018). Margolis and 

McCabe (2006) found that individuals with strong self-efficacy beliefs and high 

outcome expectations tended to challenge themselves with difficult tasks and be 

intrinsically motivated. Self-efficacy and outcome expectations have also been found to 

influence academic and work performance, at least in part, via their influence on 

academic or work-related goals (Brown, Lent, Telander, & Tramayne., 2011). 

Bandura (1989) proposed that self-efficacy and outcome expectations operated on 

actions through intervening motivational, cognitive, and affective processes. Thus, it is 

likely that self-efficacy and outcome expectations mediate personal goals, specifically 

for this study, career outcome variables that operate as motivators (e.g., career effort), as 

well as cognitive (e.g., career aspirations) and affective aspects (career distress) 

processes. 

Career-related outcome variables 

Career distress. Career distress reflects a number of negative feelings (e.g., 
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helplessness, anxiety, worry) generated in the career domain (Creed, Hood, Praskova, & 

Makransky, 2016). It can result from experiencing career-related problems, such as 

indecision, compromise, and confronting barriers, and is related to a failure to meet 

normative career development tasks and milestones. From a SCCT perspective, distress 

results from perceived inadequacy to exercise control over unwanted threats and 

burdensome environmental demands, which is implicit in one’s view of the future, such 

as is embedded in perceived future employability (Bandura, 1986, 1995). If an 

individual believes that they can deal effectively with expected environmental stressors, 

then they are less likely to be bothered by them. However, if they believe that they 

cannot control unpleasant events, then individuals can become distressed and 

experience impaired functioning (Bandura, 1995). 

Thus, career-related distress is an important variable, which can contribute to young 

people’s development and adaptability by fostering or dampening actions related to 

career goal achievement (Skorikov, 2007). Creed et al. (2016) identified career distress 

as being associated with a number of career-related variables, including discrepancies, 

planning and exploration, negative feedback, identity, perceived employability, and life 

satisfaction. Positive self-efficacy has been associated with less career distress (Creed & 

Hood, 2004; Creed, Muller, & Patton, 2003;; Howard, Ferrari, Nota, Solberg, & Soresi, 

2009), as has outcome expectations (Reynold & Constantine, 2007). From this, it was 

therefore hypothesised that perceived future employability, self-efficacy, and outcome 

expectations will be negatively associated with career distress. 

Career effort. Effort is defined as the individual’s perceived value of specific tasks, 

which are revealed in the aggregate commitment towards, and attainment of, these tasks 

(Deci & Ryan, 2003). Effort expended is important to an individual’s life, as it 

contributes to the application of robust strategies aimed at enhancing wellbeing, 
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providing meaning to life, and underwriting perceived and actual success (Gould & 

Penley, 1984; Hall & Chandler, 2005). 

SCCT proposes that self-efficacy beliefs and outcome expectations drive career-

related goals, which, in turn, stimulate effort and motivation to engage in activities 

focused on achieving those goals (Bandura, 1995). Individuals are likely to invest more 

effort exploring career options, setting career goals, and engaging in career behaviours 

when they have faith in their capacity to reach their goals. Thus, stronger beliefs held by 

an individual regarding their own efficacy should result in higher desired activity (e.g., 

career effort) to achieve their career goals (Blustein, 1989). Tolentino, Sibunruang,  

Raymund, and Garcia  (2018) found that job search self-efficacy was associated with 

career effort. It was hypothesised that perceived future employability, self-efficacy and 

outcome expectations will be positively associated with academic effort. 

Career aspirations. Career aspirations have been defined as “the level to which 

individuals aspire within a given occupation” (O’Brien, 1996, p. 264). The concept also 

refers to an individual’s ambition and tendency to select a specific career (Gray & 

O’Brien, 2007). Career aspirations are considered important in career development as 

research has shown that individuals with higher career aspirations tend to have a greater 

desire to seek higher challenges, promotion opportunities, and leadership positions 

compared with those with lower aspirations (Gray & O’Brien, 2007). Gunkel, Schaegel, 

Langella, and Peluchette (2010) proposed that personality and gender (Al Miskry, 

Bakar, & Mohamed, 2009) influenced career aspirations, and Dudovitz, Chung, Nelson, 

and Wong (2017) found that students with higher self-efficacy and less hopelessness 

had higher career aspirations. Last, Gbadamosi, Evans, Richardson, and Ridolfoa (2015) 

found that students with higher self-efficacy beliefs not only tended to have higher 

career aspirations but also strove more to meet their employability goals.  
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Bandura (1995) proposed that self-efficacy beliefs and outcome expectations 

influence an individual’s development via the process of self-directed, lifelong learning. 

Those with a stronger belief in their capacity to master career activities should thereby 

enhance their aspirations, leverage their level of participation in goal pursuits, 

strengthen their accomplishments, and improve their readiness for pursuing future 

occupational careers (Hackett, 1985, Lent & Brown, 2019). Thus, it was hypothesised 

that perceived future employability, self-efficacy, and outcome expectations will be 

positively associated with career aspirations, and that self-efficacy and outcome 

expectations will carry the influence (i.e., mediate) between perceived future 

employability and the career outcomes of distress, effort, and aspirations. 

Method 

Participants 

Participants were 449 young adults (M = 21.07 years, SD = 3.53, range 17-30; 350 

females) recruited from one east coast Australian university. These were mostly 

domestic Caucasian students, with some international students. Mean self-reported 

academic achievement in final high school year was 3.90 (SD = 0.77; 1 = very limited 

achievement to 5 = very high achievement); mean for self-reported socio-economic 

status was 3.03 (SD = 1.01; 1 = financial status much worse off than others to 5 = much 

better off than others). 

Materials 

Perceived future employability. The 24-item Perceived Future Employability Scale 

(Gunawan et al., 2019) assesses areas such as perceived future skills, personal 

characteristics, networks, labour market knowledge, and reputation of educational 

institution attended. A sample item is: “When I complete my studies, I will have gained 

the knowledge required to get the job I want” (responses from 1 = strongly disagree to 6 
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= strongly agree). Good internal scale reliability (α = .95) and support for validity (e.g., 

positive associations with university commitment and career ambition; negative 

association with career distress) were reported by the authors (current sample α = .95). 

Career self-efficacy. This was measured with the 12-item Career Decision Self-

Efficacy Scale (Fouad, Smith, & Enochs, 1997). A sample item is: “How confident are 

you now that you could determine what occupation is best for you (responses from 1 = 

strongly disagree to 6 = strongly agree). Taylor and Betz (1983) reported an alpha 

internal reliability of .95 with college students, and supported validity by finding 

positive associations with measures of vocational identity, self-esteem, and career 

decision-making (current sample α = .91). 

Outcome expectations. We used the 5-item Career Outcome Expectations Scale 

(Fouad et al., 1997). A sample item is: “If I know my interests and abilities, then I will 

be able to choose a good career for myself” (1 = strongly disagree to 6 = strongly 

agree). Fouad et al. (1997) reported satisfactory internal consistency (α = .70), and 

supported validity by finding positive associations with measures of career self-efficacy, 

intention, and goals (current sample α = .74). 

Career distress. This was assessed with the 9-item Career Distress Scale (Creed et 

al., 2016). A sample item is: “I feel stress or pressure to select a satisfying career” (1 = 

strongly disagree to 6 = strongly agree). Creed et al. (2006) reported good psychometric 

properties for the scale, with internal reliability of .90, and negative associations with 

positive affect and positive associations with negative affect to support validity (current 

sample α = .93). 

Career effort. Career effort was measured with the 9-item Career Effort Scale 

(Butler, 2007). A sample item is: “I concentrate hard on my course studies” (1 = 

strongly disagree to 6 = strongly agree). Butler (2007) reported an alpha of .88, and 



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 106 

  

supported validity by finding positive associations with other measure of career 

performance (current sample α = .92). 

Career aspirations. The 10-item Career Aspiration Scale (O’Brien, 1996) measured 

this construct. A sample item is: “I plan on developing as an expert in my career field” 

(1 = strongly disagree to 6 = strongly agree). O’Brien (1996) reported an alpha of .74, 

and supported validity by finding positive associations with measures of career self-

efficacy, career salience, and academic achievement (current study α = .88). 

Procedure 

The study was approved by the authors’ university Human Research Ethics 

Committee. Students completed an online survey, which was advertised via a 

university-wide email, and were rewarded for participation with entry to a prize draw 

for a AUD50 shopping voucher. 

Results 

Latent variable analysis (AMOS v.25) tested whether career self-efficacy and 

outcome expectations mediated associations between perceived future employability 

and career distress, effort, and aspirations. All scale items were parcelled to reduce the 

number of parameters to be calculated (Landis, et al., 2000). To create the parcels, 

separate exploratory factor analyses were conducted for each scale. Items then were 

rank ordered according to their factor loadings and allocated to individual parcels using 

an item-to-construct balanced approach (Hau & Marsch, 2004). 

A measurement model was assessed to determine whether all latent variables could 

be represented by their item parcels, and three structural models were developed to test 

for mediation: (a) a model based on Figure 5.1. with pathways from perceived future 

employability to career self-efficacy and outcome expectations, and pathways from 

these mediators to career distress, effort, and aspirations; (b) a direct-effects model, 
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which included pathways from the predictor variable to all outcome variables; and (c) 

an indirect-effects model, which included both direct and indirect pathways. 

Testing the measurement model 

Model fit was tested using chi-square (χ2; significant p-value expected with sample N 

> 250 and 18 observed variables), normed chi-square (χ2/df; < 3.0), Comparative Fit 

Index (CFI; > .92), and Root Mean Square Error of Approximation (RMSEA; < .07; 

Hair, et al., 2010). The measurement model produced an acceptable fit, χ2(120) = 

283.24, p < .001, χ2/df = 2.36, CFI = .98, and RMSEA = .06 (95% CIs: .05 to .06), with 

standardized item loadings from .80 to .96 (all ps < .001). Correlations among latent 

variables ranged from .06 to .64 (all ps < .001) and were similar to the bivariate 

correlations (see Table 5.1.). 

Testing the structural model 

Correlations between demographic and outcome variables were largely trivial; thus, 

were not controlled. The structural model (pathways from perceived future 

employability to career self-efficacy and outcome expectations, and from career self-

efficacy and outcome expectations to career distress, effort, and aspirations) had an 

acceptable fit, χ2(127) = 361.00, p < .001, χ2/df = 2.84, CFI = .97, and RMSEA = .06 

(95% CIs: .056 to .072. There were significant paths from perceived future 

employability to self-efficacy (β = .66, p < .001) and outcome expectations (β = .22, p < 

.001), and from self-efficacy to distress (β = -.66, p < .001), effort (β = .40, p < .001), 

and aspirations (β = .37, p < .001). Also, there were significant paths from outcome 

expectations to distress (β = .10, p = .01) and career aspirations (β = .17, p < .001), but 

not to effort (β = .06, p = .17). These findings indicated that: (a) higher perceived future 

employability was associated with higher career self-efficacy and outcome expectations; 

(b) higher career self-efficacy was associated with lower distress, greater career effort, 
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and higher career aspirations; and (c) higher outcome expectations were associated with 

lower distress and higher career aspirations, but not to greater effort (see Figure 5.1.). 

Perceived future employability accounted for 44% of the variance in career self-efficacy 

and 5% in outcome expectations. Self-efficacy and outcome expectations accounted for 

43% of the variance in career distress and 18% in aspirations; career self-efficacy 

accounted for 17% of the variance in career effort. 

Testing for mediation 

 AMOS bootstrapping (1000 samples) was used to generate standard errors and 

95% bias-corrected confidence intervals (CIs). Mediation occurs when CIs for indirect 

effects do not include zero (Preacher & Hayes, 2008). A direct-effects model (paths 

from perceived future employability to distress, effort, and aspirations) indicated 

significant paths from perceived future employability to distress (β = -.51, p < .001), 

effort (β = .40, p < .001), and aspirations (β = .43, p < .001). The direct and indirect 

effects model indicated three mediated pathways: from perceived future employability 

to distress (CIs: -.41 to -.25), effort (CIs: .07 to .26), and aspirations (CIs: .04 to .25). 

The direct effects from perceived future employability to distress (β = -.17, p < .001; 

total effect = .49, direct = .16, indirect = .33), effort (β = .23, p < .001; total effect .39, 

direct = .23, indirect = .16), and aspirations (β = .27, p < .001; total effect = .42, direct = 

.27, indirect = .15) were all significant, indicating partial mediation (see Figure 5.1.). 
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Table 5.1. 

Summary Data, Bivariate Correlations (above diagonal), and Latent Variable Correlations (below diagonal); N = 449 

Variables M SD 1 2 3 4 5 6 7 8 9 10 

1. Future employability  112.58 15.15 - .60** .17**   -.47** .35** .37**    -.01    .13     .17** -.09 

2. Self-efficacy   55.59 8.67 .64*** - .19** -.59** .36** .34** .03    .14**     .21** -.09 

3. Outcome expectations   23.68 3.24 .21***    .26*** -   -.00 .10* .22** .09   -.05     .03      .01 

4. Career distress   26.24 8.67 -.49*** -.62***  -.01 - -.41** -.21**    -.03 -.15**   -.19**     -.01 

5. Career effort   39.48 8.34  .39***   .39***  .16***   -.44*** - .24** .09     .09     .21**      .01 

6. Career aspirations   45.48 7.26  .42***   .39***  .25***   -.23***    .27*** -     .07     .02     .11* -.09 

7. Grade     3.90 0.78 - - - - - - - - - - 

8. Age   21.07 3.53 - - - - - - - - - - 

9. Socio-economic status     3.03 1.00 - - - - - - - - - - 

10. Gender   -    - - - - - - - - - - - 

Note. *p < .05; **p < .01, ***p < .001  
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Discussion 

This study tested whether: (a) perceived future employability was associated with 

career self-efficacy and outcome expectations, (b) career self-efficacy and outcome 

expectations were associated with career distress, career effort, and career aspirations, 

and (c) career self-efficacy and outcome expectations mediated between perceived 

future employability with career distress, career effort, and career aspirations.  

As predicted, perceived future employability was associated with higher career self-

efficacy and outcome expectations. These results are consistent with Berntson et al. 

(2008), who found that self-perceived employability and self-efficacy were associated, 

that perceived employability preceded self-efficacy, and that enhanced individual 

perceptions of employability strengthened efficacy beliefs. Others also have found 

positive associations between perceived employability and self-efficacy in both 

university students and job seekers (Atitsogbe, Mama, Sovet, Pari, & Rossier, 2019), 

and relatedly, employability-enhancing activities (e.g., education, training) have also 

predicted self-efficacy in unemployed people (Creed, Bloxsome, & Johnston, 2001). 

From a SCCT perspective, perceived future employability is grounded in past 

experiences, personal dispositions, and context, and will thus influence the formulation 

of career-related efficacy. 
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Figure 5.1. Perceived future employability related to career distress, effort, and 

aspirations. Italicised coefficients are direct effects; non-italicised coefficients are 

direct effects when indirect pathways are included. **p < .05, *** p < .001 

 

Outcome expectations have received relatively little empirical attention compared 

with self-efficacy (Domene, Socholotiuk, & Woitowicz, 2011; Fouad & Guillen, 2006). 

However, both can be considered as self-referent, agency mechanisms that influence 

motivation and behaviour, although outcome expectations are less attached to core 

personal beliefs (e.g., confidence in abilities; Bandura, 1986, 1997). The current 

findings make an important contribution by establishing an association between 

perceived future employability and outcome expectations.  As perceived future 

employability had a much stronger association with career self-efficacy than with 

outcome expectations, other variables that might influence outcome expectations for 

young adults still in education need also be considered as influential (e.g., level and type 

of social support received, affective states, and commitment to the career process). 

From a SCCT perspective, perceived future employability is a reflection of background 
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and learning experiences related to perceived skills obtained (e.g., academic and general 

skills, knowledge, experience, personal strengths, networking, and reputation) that 

generate positive expectations for the future (Lent et al., 2016). 

Perceived future employability also was related to all outcome variables (career 

distress, effort, and aspirations). This is consistent with previous research, which found 

associations between perceived employability and better wellbeing (De Cuyper, et al,  

2008), job performance (Bozionelos et al., 2016; De Cuyper, et al., 2014), career 

success (Rothwell & Arnold, 2007), and motivation to expend extra effort in adult 

workers (Arocena, et al., 2007). Associations have also been found between perceived 

employability and effort in university students (Praskova, et al., 2015) and perceptions 

of success in graduate students (Pool & Qualter, 2013). From a SCCT perspective, 

especially the satisfaction model from Lent and Brown (2006, 2008), perceived future 

employability is established in goal- and efficacy-relevant person and contextual 

resources that will influence self-efficacy beliefs, outcome expectations, and goal 

mechanisms, which, in turn, influence work and academic satisfaction. 

Career self-efficacy and outcome expectations were associated with career distress, 

effort, and aspirations. The finding that self-efficacy belief and outcome expectations 

were associated with career distress was consistent with the SCCT perspective 

(Bandura, 1995), which proposes that when individuals believe that they cannot control 

unwanted events they will experience negative consequences and become distressed. It 

also is in line with the SCCT well-being model (Lent & Brown, 2006, 2008), which 

proposes that work and academic satisfaction (i.e., the level to which one happy or 

satisfied with one’s educational or work experiences) are influenced, in part, by self-

efficacy beliefs, outcome expectations, and goal mechanisms.  
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The associations with career effort are also consistent with theory and findings that 

stronger and more positive efficacy beliefs result in more activity (e.g., career effort) 

focused on achieving career goals (Blustein, 1989) and choice actions (i.e., the effort to 

transform goals into concrete behaviours; Lent & Brown, 2019). Career self-efficacy 

and outcome expectations were also associated with higher career aspirations, again 

consistent with previous findings for self-efficacy (Gbadamosi et al., 2015) and 

outcome expectations (Penn, 2019). Penn (2019) found that outcome expectations (but 

not self-efficacy) predicted engagement in retirement planning in adult workers, which 

can be considered an anticipated future career activity.  

Career self-efficacy and outcome expectations also mediated the associations 

between perceived future employability and the two career-related outcomes of career 

distress and career aspirations (but not career effort). First, this suggests that enhancing 

perceived future employability will strengthen career aspiration and lower distress. 

Perceived future employability also had direct associations with career distress, 

aspirations, and effort, suggesting a motivational and wellbeing benefit when future 

occupation selves are higher. Second, while self-efficacy and outcome expectations 

together did not mediate between perceived future employability and effort, self-

efficacy alone did mediate that association. Again, there were direct effects from 

perceived future employability to effort, suggesting benefits from having greater 

perceived future employability and higher self-efficacy beliefs. However, as perceived 

future employability was not found to operate via outcome expectations, other pathways 

between the two are possible. According to SCCT, career outcome expectations can be 

considered one determinant of student motivation to engage in academic and career 

effort when they think that those expectations are relevant to their career goals (Domene 

et al., 2011). As outcome expectations did not carry the effect of employability, other 
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motivational pathways should be considered, such as career calling, as has been 

suggested by Praskova et al. (2015).  

Demographic variables had non-significant associations with all measured variables, 

suggesting that perceived future employability, career self-efficacy, outcome 

expectations, career distress, effort and aspirations did not differ among groups within 

this young adult sample. Further studies will be needed to assess the potential role of 

demographic variables as moderators to fully test them as boundary conditions (Baker, 

2019). Research has found that women have fewer labour market advantages than men 

(Quinn & Smith, 2018). Differences between career aspirations and employability were 

also found in terms of minority status (Metz, Fouad, & Ihle-Helledy, 2009), and it has 

been found that, compared with ethnic minority students, European American students 

had higher career decision self-efficacy scores (Betz, Klein, & Taylor, 1996). Further 

studies using larger sample need to assess if pathways from perceived future 

employability will be different for these different groupings.  

Theoretically, these findings suggest that perceived future employability can be 

considered as a source of self-efficacy and outcome expectations, which, in SCCT 

terms, operate as process or agency variables that influence goal setting, actions, and 

affect. As perceived future employability has multiple facets (e.g., (perceived future 

skills, networking capacity, and personal strengths), future studies need to tease these 

different aspects apart and assess which one has the most effect, as some findings 

suggest that mastery learning has greater influence as a source of self-efficacy and 

outcome expectations in college students (Lent et al., 2017).  Future researchers also 

might look at moderators to determine under what conditions perceived future 

employability has its strongest relationship with self-efficacy and outcome expectations 

(e.g., when social support is higher). 
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There are practical implications regarding these findings. The results suggest that if 

young people’s levels of perceived future employability are enhanced, then this will 

lead to a stronger career self-efficacy and higher outcome expectations, which should 

then contribute to higher optimism, effort, and improved wellbeing (Lent & Brown, 

2019). Interventions that seek to enhance perceived employability have been developed 

for both employed adults (Hillage & Pollard, 1998; Knight & Yorke, 2004) and young 

adults (Pool, et al., 2014), which could be developed to address perceived future 

employability for young adults. 

The identified associations contribute to the nomological net for perceived future 

employability and SCCT and suggest positive outcomes for young adults in education 

who have a positive view regarding securing a job in the labour market after finishing 

their studies. Creating interventions that facilitate opportunities for young people to 

envision and develop their future occupational selves should strengthen their motivation 

to expend energy on pursuing these imagined futures (Hardgrove et al., 2015); 

specifically, from this study, related to enhancing their self-efficacy and outcome 

expectations.  

Limitations 

Although our study provided promising results regarding testing a SCCT perspective 

of young adults’ perceived future employability, some limitations are evident. First, 

participants were recruited from one educational institution and there were 

disproportionally more women than men in our sample. Future studies need to reach 

young adults from more diverse backgrounds and seek a more equal gender balance, so 

that results might be more widely generalised and potential gender effects tested. Last, 

although we tested a plausible model supported by SCCT, the study was cross-sectional. 

Longitudinal designs that detect group and individual trajectories over time will permit 
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more definitive interpretations. 

Conclusion 

This study has added to the employability literature by using an age-appropriate 

measure of perceived future employability for young adults, which was tested within the 

context of SCCT (Bandura, 1986; Betz & Hackett, 1981). Testing perceived future 

employability in a theoretical SCCT framework adds to understanding of the influences 

and outcomes of perceived future employability in young adults, which could assist 

practitioners to help young adults better prepare for their future employment. 
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CHAPTER 6 

GENERAL DISCUSSION 

 

Three main aims formed the framework for this PhD research. The first aim 

was to develop a new measure to assess the level of perceived future employability 

in young adults. The second aim was to examine the cross-sectional role of perceived 

future employability and to assess potential antecedents and consequences guided by 

the goal-setting theory of motivation (Locke & Latham, 1990). The third aim was to 

assess perceived future employability using a SCCT model (Bandura, 1995). Studies 

2 and 3 also contributed to augmenting the validity of the Perceived Future 

Employability Scale. To achieve these aims, three studies, based on large samples of 

emerging adults living in south-east Queensland, Australia, were conducted. 

Summary of findings 

A review of the employability literature revealed that there was no universal 

definition of  employability, and that there were three different perspectives on 

employability: (a) at national workforce level, mainly related to government policy 

development and implementation, (b) as a human resource management (HRM) issue, 

and (c) an individual perspective on employability, or perceived employability 

(Berntson & Marklund, 2007; Rothwell et al., 2009). This research focused on the 

individual or psychological perspective, noting the importance of perceived 

employability as expected characteristics required for employees in the 21st century 

workforce (Di Renzo et al., 2011; Weng & McElroy, 2012; Weng et al., 2010).  

Several definitions of the concept of perceived employability were found in the 

literature (Berntsonet al., 2008; Rothwell & Arnold, 2007), although these were not 

based on robust psychological theories, and there was no suitable, existing scale to 

measure perceived employability for young people in education, whose main 
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developmental task was to prepare themselves to be employable when they finished 

their study (e.g., setting meaningful career goals, implementing plans to progress and 

achieve these career goals). Using the theoretical framework of future selves (Cross & 

Markus, 1991), goal-setting, and self-regulation (cf. Bandura, 1991; Carver & 

Scheier, 1981; Locke & Latham, 2013), a new construct of perceived future 

employability for young adults was proposed. 

Study 1 developed and provided initial validation for a reliable scale to measure 

perceived future employability in young adults. Six dimensions of perceived future 

employability were identified and integrated into a new conceptualization of 

perceived future employability: young people’s perceptions of their future skills, 

expected experience, future networks, expected personal traits, future labour market 

knowledge, and anticipated reputation of educational institution at the time of 

completing their formal education and on the verge of entering the labour market 

(Gunawan et al., 2019). Evidence for the initial development and validation of the 

Perceived Future Employability Scale for Young Adults was promising, although due 

to the cross-sectional nature of the first study, it was recommended that future studies 

should assess predictive validity, and demonstrate stability of the scale over time. 

The perceived Future Employability Scale for Young Adults was used in Study 2 

and Study 3 to assess associations and underlying mechanisms related to the 

construct, using cross-sectional model testing. Current understanding of the correlates 

of perceived employability in young people is predominantly built on findings from 

research without clearly articulated theoretical frameworks. Study 2 was designed to 

answer research questions about the ways in which perceived future employability 

could act as a mediator for potentially important antecedents (career calling, career 

strategies, proactivity, and career encouragement), and outcome variables (career 
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planning, performances and satisfaction), testing a cross-sectional mediation model 

based on goal setting (Locke & Latham, 1990).  

Study 2 showed that young adults with a well-developed career calling, having 

better career strategies, being more proactive, and receiving more encouragement 

from significant others would have a more positive view of their future employability, 

compared with those with fewer resources and who received less support. Results also 

showed that perceived future employability was associated with all proposed outcome 

variables. Having a positive view of perceived future employability was associated 

with better career planning, better performance, and higher career satisfaction. 

Perceived future employability also mediated the associations between the personal 

and situational antecedents (career calling, strategies, proactivity, encouragement) and 

career satisfaction, but not to career planning and task performance. This study 

identified several important, theoretically supported, antecedents and consequences to 

perceived future employability for young adults still in education. 

Based on self-regulation theory (Carver & Scheier, 1981; Locke & Latham, 

2013), Study 2 further demonstrated, that perceived future employability mediated the 

associations between the antecedents of career calling, career encouragement, 

proactivity, and career strategies, and the consequences of career planning, 

performance, and career satisfaction. In particular, perceived future employability 

mediated the positive association between career calling, career encouragement, 

proactivity, and career strategies to career planning, performance, and career 

satisfaction.  

As proposed by theory (Carver & Scheier, 1981; Locke & Latham, 2013), Study 2 

confirmed that both personal and situational variables would function as antecedents 

to perceived future employability: personal variables were career calling, proactivity, 
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and career strategies developed, while the situational variable was career 

encouragement. These association were consistent with research showing that adult 

employees’ perceived employability was influenced by both individual and 

situational factors, as both shape perceptions of current and future situations and 

expectancy (McQuaid & Lindsay, 2005; Rothwell et al., 2008; Rothwell, Jewell, & 

Hardie, 2009). 

Study 2 results also showed that perceived future employability was associated 

with cognitive (career planning), behavioural (performance), and affective (career 

satisfaction) outcomes. This finding suggested that young adults with better perceived 

future employability tended to plan better for their future career (Van Dam, 2014), 

exhibit better task performance (Bozionelos et al., 2016; De Cuyper et al., 2014), and 

were more satisfied with their life (Pool & Qualter, 2003; Rothwell & Arnold, 2007) 

compared with young people with lower perceived future employability.  

Perceived future employability mediated the associations between both personal 

(career calling, strategies, proactivity) and situational antecedents (encouragement) 

and career satisfaction, but not to career planning and task performance. This 

suggested that increasing career calling, developing strategies, focusing on 

proactivity, and giving career encouragement will improve perceived future 

employability outlook, and that this improvement will enhance career satisfaction. 

Second, although perceived future employability did not mediate the effects of any of 

the antecedents to planning or performance, there were direct effects from these 

antecedents to planning and performance, suggesting a direct benefit from having 

better career calling, career strategies, proactivity, and encouragement. However, as 

these advantages did not operate via employability, other potential pathways should 

be considered. 
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While Study 2 tested the newly developed Perceived Future Employability Scale 

using the process model of goal-setting and self-regulation (cf. Bandura, 1991; 

Carver & Scheier, 1981; Locke & Latham, 2013), Study 3 tested relationships using 

the related, but career specific, social cognitive career theory (Hackett & Betz, 1981; 

Lent, Brown, & Hackett, 1994). Study 3 results demonstrated that the social 

cognitive career theory model was effective in explaining associations between 

perceived future employability and the career outcomes of career distress, effort, and 

aspirations, via the social-cognitive career theory process variables of self-efficacy 

and outcome expectations. 

In Study 3, perceived future employability was associated with higher career self-

efficacy and greater outcome expectations, supporting the view from a SCCT 

perspective: perceived future employability is grounded in past experiences, personal 

dispositions, and context, and will thus influence formulation of career-related 

efficacy and outcome expectations. These results were consistent with findings that 

self-perceived employability is associated with self-efficacy, and that enhanced 

individual perceptions of employability strengthens efficacy beliefs, in both 

university students and job seekers (Atitsogbe et al., 2019; Berntson et al., 2008), and 

that activities to improve employability (e.g., education, training) increase self-

efficacy in unemployed people (Creed et al., 2001).  

Study 3 findings make an important contribution by establishing an association 

between perceived future employability and outcome expectations. Compared with self-

efficacy, outcome expectations have received relatively little empirical attention (Fouad 

& Guillen, 2006). Perceived future employability had a stronger association with career 

self-efficacy than with outcome expectations; therefore, other variables that might 

influence outcome expectations for young adults still in education should be considered 
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(e.g., dose and type of social encouragement, affect, and commitment to the career 

process). From a SCCT perspective, perceived future employability reflects background 

and learning experiences associated with perceived skills obtained (e.g., academic and 

general skills, knowledge, experience, personal characteristics, networking, and 

institutional reputation) that produce positive expectations for the future career 

development (Lent et al., 2016). 

Study 3 also found that perceived future employability was related directly to all 

outcome variables (career distress, effort, and career aspirations). This suggests that 

young people who perceive higher future employability will experience better well-

being (De Cuyper et al., 2008), be more motivated to expend effort (Praskova et al., 

2015), and be more optimistic about being successful (Pool & Qualter, 2013) compared 

with individuals with lower perceived future employability. This finding supports 

SCCT, specifically the satisfaction model, that perceived future employability is 

grounded in goal- and efficacy-relevant personal and contextual factors that influence 

self-efficacy beliefs, outcome expectations, and goal-management mechanisms, which, 

in turn, influence work and academic satisfaction (Lent & Brown, 2006, 2008).  

Career self-efficacy and outcome expectations were associated with career distress, 

effort, and aspirations. This suggests that young adults with higher self-efficacy beliefs 

regarding their career, and higher expectations for their career outcomes, experience 

lower stress (Lent & Brown, 2006, 2008), tend to engage in more career-related 

activities (e.g., career effort; Blustein, 1989) related to choice actions (i.e., the effort to 

transform goals into concrete behaviours; Lent & Brown, 2019), and have higher 

aspirations (Gbadamosi et al., 2015; Penn, 2019) compared with young people with 

lower efficacy beliefs and lower outcome expectation. 
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 Another finding from Study 3 was that career self-efficacy and outcome 

expectations mediated the associations between perceived future employability and the 

two career-related outcomes of career distress and career aspirations (but not career 

effort). Direct effects from perceived future employability to effort were found, 

suggesting both direct and indirect benefits from having greater perceived future 

employability. As perceived future employability was not indirectly related to effort via 

outcome expectations, other pathways between the two are possible, such as career 

calling (Praskova et al., 2015). According to SCCT, career outcome expectations can be 

considered one determinant of motivation to engage in academic and career effort when 

those expectations are relevant to career goals (Domene et al., 2011). 

The contributions of Studies 1, 2, and 3 lay in several areas. First, the newly 

developed scale has contributed by taking a theoretical approach that conceived of 

perceived future employability as a future projection of the self; specifically, a future 

self in young people when they finished their education (cf. Cross & Markus, 1991; 

Ellen et al., 2012; Markus & Nurius, 1986). Second, results from Study 2 and Study 3 

added to the employability literature by applying this age-appropriate scale of perceived 

future employability to identify potential antecedents and consequences for young 

adults. Third, the finding contributes to the perceived employability literature and 

research by embedding perceived future employability in theory by examining this 

newly defined construct in the context of the process model of goal-setting and self-

regulation (cf. Bandura, 1991; Carver & Scheier, 1981; Locke & Latham, 2013) and 

social cognitive career theory (Hackett & Betz, 1981; Lent et al., 1994), which were 

useful in building the nomological net for perceived future employability. 

Knowledge of the antecedents and consequences of perceived future employability, 

and operationalizing the construct in different models, has improved understanding of 
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the influences and outcomes of perceived future employability in young adults, which 

could assist practitioners and policy makers to help young adults prepare for their future 

employment. 

General comments 

The new Perceived Future Employability Scale for young adults was tested using 

process models based on Locke and Latham’s (2013) goal setting theory, Bandura’s 

(1991) self-regulation theory (Study 2), and Hackett and Betz’s (1981) social cognitive 

career theory (Study 3). All theoretical models highlight the importance of goal-setting 

and regulation of goal pursuit; thus, are primarily motivational models related to goal 

achievement. In this thesis, goal-setting theories were used to conceptualize a number of 

motivational (career planning), behavioural (task performance), and emotional (career 

satisfaction) outcomes linked to personal (career calling, proactivity, and career 

strategies) and situational (career encouragement) resources, and mediated by perceived 

future employability.  

The SCCT model of perceived future employability views perceived future 

employability grounded in past experiences, personal dispositions, and context, which 

will influence the formulation of career-related efficacy and outcome expectation, 

which could stimulate affective, motivational, and behavioral outcomes, such as career 

distress, career aspirations, and career effort. Both cross-sectional studies contribute to 

the employability literature by building theory-driven connections between career-

related antecedents and career outcomes that are applicable to young adults.  

Integrating Study 2 and Study 3 findings suggests that young people with a higher 

personal (calling, proactivity and strategies) and situational resources (encouragement) 

report higher concurrent career planning, display better task performance, and exert 

greater career satisfaction (Study 2), and that higher perceived future employability 
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predicts lower career distress, triggers higher career aspirations, and increases career 

effort (Study 3). 

Additionally, perceived future employability mediated between personal and 

situational resources (calling, proactivity, strategies, and encouragement) and career 

planning, task performance, and career satisfaction (Study 2), and career self-efficacy 

belief and outcome expectations mediated the relationship between perceived future 

employability and career distress, and career aspirations, while career self-efficacy 

belief  mediated the relationship between perceived future employability and career 

effort (Study 3) when tested cross-sectionally. 

Taken together, the results of Study 2 and Study 3 suggest that young people with 

higher perceived future employability engage more in various motivational, behavioural 

and emotional goal-directed processes and strategies, and report higher concurrent life 

satisfaction and more optimistic beliefs about their future career development. From a 

goal-setting perspective, both studies supported the idea that goal-directed motivational 

processes and strategies are used to eliminate goal discrepancies and operate as an 

incentive in the goal-outcome relationship mechanism (Locke & Latham, 1990, 2006). 

From an SCCT perspective, Study 3 findings supported the perspective that perceived 

future employability is rooted in personal and contextual factors that may influence self-

efficacy beliefs, outcome expectations, and goal mechanisms, which, in turn, influence 

work and academic satisfaction (Lent & Brown, 2006, 2008). Both studies are also 

consistent with arguments that people with stronger perceived future employability 

pursue more satisfying and meaningful life careers (Lent & Brown, 2006, 2008).  

Limitations and Future Directions 

Although this research project produced significant results regarding the 

development of a new scale to measure perceived future employability, and its 
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application to assess the career development and career goal pursuit of young adults, 

several limitations were identified. First, the research has not established 

generalizability. In all three studies there were disproportionally more young women 

than men participants. This could have affected the results, although this effect needs to 

be tested as gender and educational attainment were not significantly related to the 

outcome variables. Similarly, other studies have not found strong gender differences in 

young adults studying at university level in their perceived future employability (cf. 

Caricati et al., 2016), motivation, and other career strategies (Gould & Penley, 1984; 

Hirschi, 2012). On the other hand, research has shown that men have more labour 

market advantages (Quinn & Smith, 2018), have better options in the labour market 

(McQuaid & Lindsay, 2005) and are considered more employable than women are (see 

also Flecker et al., 1998). Langella and Peluchette (2010) proposed that personality and 

gender (Al Miskry et al., 2009) influence career aspirations. Future research with a more 

balanced gender mix needs to be conducted to test structural invariance across this (and 

other) groups of young adults.   

The research assessed perceived future employability for young adults living in 

Australia. Australia has a diverse population that consist of people from around the 

world and does not have large groupings with different racial background, such as the 

U.S. or other countries. Research has found that differences between employability and 

career aspirations might exist in some minority status individuals (e.g., Metz et al., 

2009), and that European-American students have higher career decision self-efficacy 

scores when compared with ethnic minority students (Betz et al., 1996). While Duffy 

and Sedlacek (2010) found no effect for racial differences, future studies need to 

consider in what way perceived future employability is pursued by, or affects, goal-

directed processes, well-being, and career attitudes of young people with other cultural 
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or ethnic backgrounds. Future research needs to test the revealed associations on more 

diverse populations of young adults to be able to clarify the idea that the concept might 

bear cross-cultural significance (cf. Dik & Duffy, 2009). Further studies will be needed 

to assess the potential role of other demographic variables as moderators to fully test 

them as borderline conditions (Baker, 2019). Study 1 found that student grade was 

associated meaningfully with task performance, while all demographic variables in 

Studies 1, 2, and 3 had trivial associations with perceived future employability. 

Compared with older people, younger people tend to have better prospects of finding a 

job (Van der Heijde & Van der Heijden, 2005), and those with higher educational levels 

and higher incomes do better (Arnold & Staffelbach, 2012) than those with lower 

incomes. Therefore, to establish generalizability, future research needs to include more 

representative samples of young adults. 

Studies 2 and 3 were cross-sectional, and while plausible models, which were 

supported by theory, were tested, causality could not be assigned. Longitudinal designs 

that can detect group and individual pathway over time might allow preliminary causal 

interpretations to be made for young adult populations, as suggested by Wittekind et al. 

(2010), who examined perceived employability in adult workers experiencing high 

levels of organizational change using a longitudinal design.  

Although Studies 2 and 3 examined perceived future employability using the 

process models of goal-setting and self-regulation (cf. Bandura, 1991; Carver & 

Scheier, 1981; Locke & Latham, 2013) and the SCCT model (Hackett & Betz, 1981; 

Lent et al., 1994), this project did not assess the role of goal importance, which 

stimulates the positive developmental cycles in the perceived future employability 

model of career development. Nor did it test feedback loops that result from a change in 

personal or situational factors (Carver & Scheier, 1981; Locke & Latham, 2013). Thus, 
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future longitudinal research could continue to test this model in order to establish a 

theory-based, domain-specific framework for a perceived future employability. 

Testing the role of goal importance would confirm this variable’s moderating 

effect between goal setting and goal discrepancy in this area. Testing feedback loops 

would inform the cyclic effects of discrepancy between young adults’ current perceived 

employability and their perceived future employability on desired end state and 

feedback, which in turn would inform ongoing goal-adjustment and management. 

Overall, using goal-setting, self-regulatory models would contribute to a better 

understanding of how PFE develops, the impact it has, the role of self-regulation in 

managing the goal of PFE, and what third variables (i.e., mediators and moderators) 

might affect the development of PFE. 

Practical applications  

The new Perceived Future Employability Scale for young adults can be used for 

research, counselling, and educational purposes. Researchers who are interested in 

theory and research on future employability and career development for young people 

now have access to an age-appropriate tool that has theoretical underpinnings, integrates 

existing viewpoints on perceived employability, reflects career developmental tasks and 

agency in young adulthood, and takes into account that perceived future employability 

is a complex construct. 

The scale has application in counselling and education programs that focus on 

preparing young people for future employment (for review of skills required for 21st 

Century, see Ball, Joyce, & Anderson, 2016) before they fully settle in the workplace. 

When young people’s levels of career calling, career strategies, proactivity, and 

encouragement from others are enhanced, this will lead to a more positive view of their 

employability after finishing their education, which should then stimulate a flow-on 
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effect of being more optimistic (Ellen et al., 2012) and successful (Rothwell et al., 

2009). Interventions that focus on equipping young people to enhance their career goal 

setting and goal progress strategies are available (Whiston et al., 2017) and could be 

tailored to include a focus on future employability (e.g., the Career-EDGE model from 

Pool et al., 2014).  

The Perceived Future Employability Scale could be used at the initial stage of an 

intervention to help young people identify strengths and weaknesses in their career 

thinking and progress, and could be used at the end of the intervention to allow 

checking for any effects. This could be especially important for those young people 

without a strong career direction, for whom clarifying their personal interests, values, 

and goals could be useful as a starting point, as this could motivate their future career 

engagement, decision making, and setting goals for their future employment. Used in 

this way, this scale could be an effective evaluation tool. 

Conclusion 

The general idea of a perceived future employability being operationalized as an 

important career goal came from reviewing the literature on perceived employability, 

career developmental tasks of young adults, and the relevance of goal setting and self-

regulation for young people’s current and future employability. As no existing measure 

of perceived employability was able to satisfactorily assess perceived employability as 

a goal in young people, especially for young people in education, I successfully 

developed a multidimensional scale of perceived future employability based on this 

conceptualization. The initial review on perceived future employability also identified 

that future research needed to commence building theoretical structures for the 

construct, so this new perceived future employability scale was then assessed using 

existing theoretical models (cf. Duffy & Dik, 2013). Therefore, the well-researched 
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and validated goal-setting and self-regulation theories (cf. Bandura, 1991; Carver & 

Scheier, 1981; Locke & Latham, 2013) and the SCCT model (Hackett & Betz, 1981; 

Lent et al., 1994) were appropriate models for the cross-sectional studies. Findings 

indicated support for applying these goal-setting/self-regulatory and SCCT models to 

perceived future employability.   

Findings from this series of studies could benefit educators, career counsellors, 

and HR specialists who assist young people to adapt and thrive in the future 

workforce, especially in the 21st century, as enhancing young people’s levels of 

perceived future employability should drive stronger career self-efficacy and higher 

outcome expectations and bring higher employability and satisfaction. 
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APPENDICES 

 

Appendix A 

Certificate of Approval from the Griffith University Human Research Ethics 

Committee 

(Printed with the University Logo) 

HUMAN RESEARCH ETHICS COMMITTEE 

ETHICAL CLEARANCE CERTIFICATE 

 

This certificate generated on 24-02-2017. 

I write in relation to your application for ethical clearance for your project "My View of the future:   

Where will I fit in?" (GU Ref No: 2017/022). The research ethics reviewers resolved to grant your 

application a clearance status of "Fully Approved". 

This is to confirm receipt of the remaining required information, assurances or amendments to this protocol. 

Consequently, I reconfirm my earlier advice that you are authorised to immediately commence this research 

on this basis. 

The standard conditions of approval attached to our previous correspondence about this protocol continue to 

 apply. 

 

Regards 

Kim Madison | Human Research Ethics 

Office for Research 

Griffith University  | Nathan | QLD 4111 | Level 0, Bray Centre (N54) T +61 7 373 58043 |  

email k.madison@griffith.edu.au 

mailto:k.madison@griffith.edu.au
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Appendix B 

Study Information for Focus Group Participants 

(Printed with the University Logo) 

My view of the future: Where will I fit in? 
GU Ref No : 2017/022 

 
Information Sheet (Focus Groups) 

 
Who is conducting                 
the research 

Senior Investigators: 
Professor Peter Creed 
School of Applied Psychology 
Contact Phone: (07) 567 88810 
Contact Email: p.creed@griffith.edu.au 
 
Associate Professor Ian Glendon 
School of Applied Psychology 
Contact Phone: (07) 567 88964 
Contact Email: i.glendon@griffith.edu.au 
 
Student Investigator: 
William Gunawan 
School of Applied Psychology 
Contact Email: william.gunawan@griffithuni.edu.au 
 

  
You are invited to participate in this interesting research project into how young adults think about the role 
they will play in the future. Thank you for taking the time to read this information and consider your 
involvement. Please read all pages. 

Why this research is being conducted? 

This research project is being conducted as part of the requirements of the Doctor of Philosophy degree, undertaken by 
William Gunawan, and supervised by Prof Peter Creed and A/Prof Ian Glendon. The research is investigating: 1) the 
perceptions that young adults have of their future, particularly their career future, and 2) how these  perception 
influences their current behavior and well-being. 

What you will be asked to do 

You are asked to give your opinions (oral and written) on this topic, and to discuss the topic within a small group of 
students (4-5 students per group) who are of similar age to you. The discussion will take approximately 45 minutes. 

Who can participate? 

Any student enrolled at Griffith University or TAFE college and aged between 18 and 30 years can participate.   

Expected benefits of the research 

As a thank you for your participation, we will provide light refreshments during the focus group. You will also be given a 
$10 shopping voucher as a thank you for participating.  

We anticipate that this research will help young adults, practitioners who work with them, and educational decision-
makers by providing a better understanding of how the perceived future that young adults have for themselves affects 
what they do today.  

Risks to you 

mailto:p.creed@griffith.edu.au
mailto:i.glendon@griffith.edu.au
mailto:william.gunawan@griffithuni.edu.au
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No sensitive personal information or negative or disturbing questions will be discussed so there are no anticipated risks 
associated with participation.  

Your confidentiality 

You will not be asked to disclose your full name, so you will not be identified. The focus group discussion will be 
audiotaped and transcribed for analysis of content. Once transcribed, the tapes will be destroyed. Information provided 
during the session will remain anonymous (identified only as Participant 1, Participant 2, etc.). All hard copy transcripts 
will be locked in the investigators research offices. You are also asked to keep other participants’ information confidential. 

Your participation is voluntary 

Your participation is completely voluntary. You are free to withdraw from the focus group session at any time, without 
giving a reason or penalty.  

Questions / further information 

You are free to contact the research team on the contact details provided for additional information about the project. 
Your comments regarding the research are also welcome.  

The ethical conduct of this research 

This project will follow the Australian National Statement on Ethical Conduct in Human Research, including approval by 
Griffith University Human Research Ethics Committee. If you have any concerns or complaints about the ethical 
conduct of the research project, you can contact with the Manager, Research Ethics on (07) 3735 4375 (research-
ethics@griffith.edu.au). 

Feedback to you 

If you are interested in receiving the results of this project, please tick the appropriate box on the Informed Consent 
Form and provide an email address. Once the research is finalized, a summary of result will be emailed to you.   

Privacy Statement 

The information collected is confidential and will not be disclosed to third parties without your consent, except to meet 
government, legal or other regulatory authority requirements. A de-identified copy of this data may be used for other 
research purposes. However, your anonymity will at all times be safeguarded. For further information, consult the 
University’s Privacy Plan at www.griffith.edu.au/ua/aa/vc/pp or telephone (07) 3735 5585. 

  

mailto:research-ethics@griffith.edu.au
mailto:research-ethics@griffith.edu.au
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My view of the future: Where will I fit in? 
GU Ref No : 2017/022 

 

Consent Form (Focus Groups) 
 

Who is conducting                 
the research 

Senior Investigators: 
Professor Peter Creed 
School of Applied Psychology 
Contact Phone: (07) 567 88810 
Contact Email: p.creed@griffith.edu.au 
 
Associate Professor Ian Glendon 
School of Applied Psychology 
Contact Phone: (07) 567 88964 
Contact Email: i.glendon@griffith.edu.au 
 
Student Investigator: 
William Gunawan 
School of Applied Psychology 
Contact Email: william.gunawan@griffithuni.edu.au 
 

By signing below, I confirm that I have read and understood the information package 
and in particular have noted that: 
 

• I understand that my involvement in this research will include provision of my opinions 
regarding perceived future employability in discussion with other students of a similar age; 

• I agree to keep other participants’ information confidential; 

• I have had any questions answered to my satisfaction; 

• I understand the risks involved; 

• I understand that my participation in this research is voluntary; 

• I understand that if I have any additional questions I can contact the research team; 

• I understand that I am free to withdraw at any time, without explanation or penalty; 

• I understand that I can contact the Manager, Research Ethics, at Griffith University Human 
Research Ethics Committee on 3735 4375 (or research-ethics@griffith.edu.au) if I have any 
concerns about the ethical conduct of the project 

 

I agree to participate in the project.                                                            Yes     No  
 

I want to receive a summary of the research results when available         Yes     No  
 
 

______________________________________________________________________  

Please provide your name & mail/ email address only if you want a summary of these results 
 

 

 

Griffith University thanks you for your participation in this research. 

 

mailto:p.creed@griffith.edu.au
mailto:i.glendon@griffith.edu.au
mailto:william.gunawan@griffithuni.edu.au
mailto:research-ethics@griffith.edu.au
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Appendix C 

Information for Expert Review 

My view of the future: Where will I fit in? 

GU Ref No : 2017/022 
 

Information Form (Expert Review) 
 
Who is conducting                 
the research 

Senior Investigators: 
Professor Peter Creed 
School of Applied Psychology 
Contact Phone: (07) 567 88810 
Contact Email: p.creed@griffith.edu.au 
 
Associate Professor Ian Glendon 
School of Applied Psychology 
Contact Phone: (07) 56788964 
Contact Email: i.glendon@griffith.edu.au 
 
Student Investigator: 
William Gunawan 
School of Applied Psychology 
Contact Email: william.gunawan@griffithuni.edu.au 
 

You are invited to participate in this research project about how young adults think about their future. Thank 
you for taking the time to read this information and considering your involvement. Please read all pages. 
 
Why this research is being conducted? 

This research project is being conducted as part of the requirements of the Doctor of Philosophy degree, undertaken by 
William Gunawan, and supervised by Prof Peter Creed and A/Prof Ian Glendon. The research is investigating: 1) the 
perceptions that young adults have of their future, particularly their career future, and 2) how these   perception 
influences their current behavior and well-being. 

What you will be asked to do  

You are being asked to review approximately 40 items that we have generated for the perceived future employability 
scale, and rate their suitability for measuring perceived future employability. If you are agreed, you will receive an email 
with the scale and you can undertake this task in less than 1 hour in your own time and location. When you done, we 
need you to email the results back to the student CI or return the paper-based copy.  

Who can participate? 

Academics/PhD students with expertise in scale development and/or occupational behavior  

Expected benefits of the research 

In return for participating: 

Participating in research allows you to contribute to research that will potentially benefit future students, who also 
preparing for their future employability. The study is expected to generate information that will be useful to university 
policy makers, counsellors who work with students, and those who devise interventions to help students preparing 
themselves to be more employable in their future. 

Risks to you 

mailto:p.creed@griffith.edu.au
mailto:i.glendon@griffith.edu.au
mailto:william.gunawan@griffithuni.edu.au
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There is minimal risk to you, but if you become uncomfortable or distressed, you can stop answering the questions 
immediately and/or contact the support services below: 

GU Counselling Service: 
Phone: (07) 5552 8734 
Fax: (07) 5552 8854 
Email: counsellor@griffith.edu.au  
Location: Gold Coast Campus, Student Centre (G33) 
Opening hours: Monday to Friday, 8:30am – 4:30pm 
Website: https://www.griffith.edu.au/counselling 
     https://www.griffith.edu.au/counselling/contact-us 
 
GC Health Service: 
Phone: 1300 744 284 
Location: Gold Coast University Hospital, Hospital Boulevard, Southport.  
Website: https://www.griffith.edu.au/health-service 
 
GC Student Services: 
Phone: (07) 5552 8734 / +61 7 5552 8734  
Location: Gold Coast Campus, Student Centre (G33) 
Opening hours: 8.30 am - 4.30 pm 
Website: https://www.griffith.edu.au/student-services/contact-us 
 
Your confidentiality 

Data collected will be treated with strict confidentiality.  

Your participation is voluntary 

Your participation is completely voluntary. You are free to withdraw from the study at any time, without giving a reason 
or penalty. 

Questions / further information 

Academics/PhD students who are interested in the project are welcome to contact the researchers for additional 
information about the project (See 1st page for contact details). Your comments regarding the research are also welcome. 

The ethical conduct of this research 

This project will follow the National Statement on Ethical Conduct in Human Research.  If you have any concerns or 
complaints about the ethical conduct of the research project, you can contact the Manager, Research Ethics on (07) 
3735 4375 or research-ethics@griffith.edu.au. 

Feedback to you 

If you are interested in receiving the results of this project, please tick the appropriate box. Once the research is finalised, 
a summary of result will be emailed to you.   

Privacy Statement – non disclosure 

The information collected is confidential and will not be disclosed to third parties without your consent, except to meet 
government, legal or other regulatory authority requirements. A de-identified copy of this data may be used for other 
research purposes.   However, your anonymity will at all times be safeguarded. For further information, consult the 
University’s Privacy Plan at   http://www.griffith.edu.au/about-griffith/plans-publications/griffith-university-privacy-plan or 
telephone (07) 3735 4375. 

  

mailto:counsellor@griffith.edu.au
https://www.griffith.edu.au/counselling
https://www.griffith.edu.au/counselling/contact-us
https://www.griffith.edu.au/health-service
https://www.griffith.edu.au/student-services/contact-us
mailto:research-ethics@griffith.edu.au
http://www.griffith.edu.au/about-griffith/plans-publications/griffith-university-privacy-plan
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Appendix D 

Study Booklet: Study Information, Prize Draw Entry and Contact Forms  

(Printed with the University Logo) 

 

My view of the future: Where will I fit in? 

This research project is about how young adults think about their future 
GU Ref No : 2017/022 

 
Information Sheet 

  
Who is conducting                 
the research 

Senior Investigators: 
Professor Peter Creed 
School of Applied Psychology 
Contact Phone: (07) 567 88810 
Contact Email: p.creed@griffith.edu.au 
 
Associate Professor Ian Glendon 
School of Applied Psychology 
Contact Phone: (07) 56788964 
Contact Email: i.glendon@griffith.edu.au 
 
Student Investigator: 
William Gunawan 
School of Applied Psychology 
Contact Email: william.gunawan@griffithuni.edu.au 
 

Why this research is being conducted? 

This research project is being conducted as part of the requirements of the Doctor of Philosophy degree, undertaken by 
William Gunawan, and supervised by Prof Peter Creed and A/Prof Ian Glendon. The research is investigating: 1) the 
perceptions that young adults have of their future, particularly their career future, and 2) how these   perception 
influences their current behavior and well-being. 

.What you will be asked to do  

You are being asked to complete one survey now, and a second one in 6 months. Most students who complete surveys 
regarding their perceived future find them engaging and interesting.  

The surveys will take you approximately 20 minutes to complete each time. 

You can complete the first survey now, and if you consent to being contacted for the second survey in 6 months, we will 
email you an invitation that will take you to an online link then. In order to send you the invitation to participate in the 
second survey, you will need to provide us with your email address, which will only be used for the purpose of contacting 
you regarding this study. We also ask you to supply an anonymous code to allow us to match your two surveys – this 
code is your mother’s first name followed by your birthdate (for example, if your mother’s first name is Amy and your date 
of birth is 09, your code would be Amy09). 
 
Who can participate? 

Any student enrolled at Griffith University or TAFE college and aged between 18 and 30 years can participate.   

Expected benefits of the research 

In return for participating: 

mailto:p.creed@griffith.edu.au
mailto:i.glendon@griffith.edu.au
mailto:william.gunawan@griffithuni.edu.au
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(a) For the first survey, you will be able to enter a prize draw to win one of four $50 shopping vouchers; 
(b) If you provide us with your email address to contact you regarding the second survey, we will email you the results 

of the first survey when the data have been examined; 
(c) For the second survey, you will be able to enter a second prize draw to again win one of four $50 shopping vouchers; 
(d) Participating in research allows you to contribute to research that will potentially benefit future students, who also 

preparing for their future employability. The study is expected to generate information that will be useful to university 
policy makers, counsellors who work with students, and those who devise interventions to help students preparing 
themselves to be more employable in their future. 

 
Risks to you 
There is minimal risk to you, but if you become uncomfortable or distressed as a result of answering questions regarding 
how you manage your work and study, you can stop answering the questions immediately and/or contact the support 
services below: 
GU Counselling Service (counsellor@griffith.edu.au); GC Health Service (https://www.griffith.edu.au/health-service); 
GC Student Services  (https://www.griffith.edu.au/student-services/contact-us);  or Beyond Blue,  
(https://www.beyondblue.org.au/) 
 
Your confidentiality 

Your email address, date of birth, and mother’s first name will be collected in this research, which are only used for 
contacting with you in a later time and matching between data sources. Hence, you will not be identified in any research 
related publication or reporting. Information provided will remain securely stored and confidential, and once the data are 
matched, your identified information will be destroyed. All research data (survey responses and analysis) will be retained 
in a locked cabinet and/or a password protected electronic file at Griffith University for a period of five years before being 
destroyed. 

Your participation is voluntary 

Your participation is completely voluntary. You are free to withdraw from the survey study at any time, without giving a 
reason or penalty. 

Questions / further information 

Students who are interested in the project are welcome to contact the researchers for additional information about the 
project. Your comments regarding the research are also welcome. 

The ethical conduct of this research 

This project will follow the National Statement on Ethical Conduct in Human Research.  If you have any concerns or 
complaints about the ethical conduct of the research project, you can contact the Manager, Research Ethics on (07) 
3735 4375 or research-ethics@griffith.edu.au. 

Feedback to you 

If you are interested in receiving the results of this project, please tick the appropriate box. Once the research is finalised, 
a summary of result will be emailed to you.   

Privacy Statement – non disclosure 

Completion of this survey will be taken as your consent to participate in the research. The information collected is 
confidential and will not be disclosed to third parties without your consent, except to meet government, legal or other 
regulatory authority requirements. A de-identified copy of this data may be used for other research purposes.   However, 
your anonymity will at all times be safeguarded. All survey data (survey responses and analysis) will be retained in a 
password protected electronic file at Griffith University for a period of five years before being destroyed. 
For further information, consult the University’s Privacy Plan at   http://www.griffith.edu.au/about-griffith/plans-
publications/griffith-university-privacy-plan or telephone (07) 3735 4375. 

Griffith University thanks you for your participation in this research 

**  Win one of four $50 Vouchers for Completing this Survey  ** 
 

mailto:counsellor@griffith.edu.au
https://www.griffith.edu.au/health-service
https://www.griffith.edu.au/student-services/contact-us
https://www.beyondblue.org.au/
mailto:research-ethics@griffith.edu.au
http://www.griffith.edu.au/about-griffith/plans-publications/griffith-university-privacy-plan
http://www.griffith.edu.au/about-griffith/plans-publications/griffith-university-privacy-plan
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My view of the future: Where will I fit in? 

Researcher: William Gunawan  
 

ENTRY DETAILS 
 

To enter the draw for one of four $50 vouchers, you need to: 

• Submit your completed online survey and this entry form before 15th April 2017 

• Add your contact details below (your name, and email address/phone number/or postal address) 

Your name: 
How we can contact you (email, telephone, or postal address): 
TERMS AND CONDITIONS OF ENTRY 

1. The prize draw is being run by PhD candidate student of the School of Applied Psychology to encourage participation in Health Group 
Research. 

2. By electing to participate, you accept these terms and conditions as governing the prize draw. Instructions on how to enter the prize draw 
and details advertising the survey form part of the conditions. Any personal information you provide to us in the course of entering the 
prize draw will be dealt with by us in accordance with our privacy policy (published at: http://www.griffith.edu.au/about-
griffith/governance/plans-publications/griffith-university-privacy-plan). 

3. Four prizes will be awarded in prize draw, each prize being a voucher worth $50. Should the advertised prize become unavailable as a 
result of circumstances beyond our control, we are free (at our sole discretion) to substitute a cash prize equivalent to the value of the 
prize advertised. 

4. Entry is free (other than the cost of accessing the website*1, which is your responsibility). Entry is open between # 1st March 2017 and 
15th April 207 Entries received after the closing date will not be accepted. 

5. To enter the prize draw, you must: 
(a) be a student of Griffith University or TAFE college; 
(b) and aged between 18-30 years 
(c) provide a valid postal address. 

6. You may not enter the prize draw if you are: i) a member of the research team, ii) employed by the research team; iii) an immediate family 
member (i.e. a spouse-partner, child or sibling) of someone identified at 1 or 2 above 

7. You may only submit one entry in the prize draw. 
8.  All survey and other materials provided by you become our property. No responsibility is taken for late, lost or misdirected surveys or 

entries. 
9. Following the closing date, the prize winners will be selected randomly from valid entries received. Each entry can only be drawn once. 
10. Subject to system malfunction, the draw will occur on 30th April 2017. If the systems supporting the draw are not functioning as they 

should when the draw is due, the draw will be held as soon as possible once the systems become functional again. Prize winners do not 
need to be present at the time of the draw 

11. Prize winner names will not be published. 
12. The relevant prize will be sent to each prize winner at the postal address captured within the survey instrument. If an address has not 

been supplied, the entry will be treated in accordance with clause 14. The majority of prizes will be mailed within two weeks of the draw. 
13. The right to a prize is not transferable or assignable to another person. 
14. If any prize winner cannot be contacted within three (3) months of the draw, then that person’s right to the prize is forfeited and the prize 

will be treated as an unclaimed prize. 
15. Only one redraw of unclaimed prizes will take place, and other existing prizes are not affected. The redraw prize winner(s) will be 

randomly selected from remaining valid entries and notified within two (2) weeks of the redraw. If the redraw prize winner(s) cannot be 
contacted within three (3) months of the redraw, then we may determine that the relevant prize(s) will not be awarded. 

16. Prizes cannot be substituted for another prize at the election of the prize-winner. 
17. We are not liable for any loss, expense, damage or injury sustained by any entrant in connection with this prize draw, the prize or 

redemption of the prize, except for any liability which cannot be excluded by law (in which case, that liability is limited to the minimum 
allowable by law). 

18. We may suspend the promotion if we determine that the integrity or administration of the promotion has been adversely affected due to 
circumstances beyond its control. We may disqualify any individual who tampers with the entry process. 

Griffith University thanks you for your participation in this research 

  



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 170 

  

APPENDIX E 

RESEARCH QUESTIONNARE 

 

INSTRUCTIONS 

These questions ask about your current thoughts and feelings regarding your future career.  

Indicate your level of agreement or disagreement with each item by circling the one number that best reflects your situation. 
Remember, there are no right or wrong answers. We are interested in what is "true" for you. 

When I complete my studies… 
S

trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. …I will have the relevant skills for the occupation I choose 1 2 3 4 5 6 

2. …I will have gained the knowledge required to get the job I want 1 2 3 4 5 6 

3. …I will have developed the communication and interpersonal skills required by future 
employers 

1 2 3 4 5 6 

4. …I will have developed the reasoning and problem-solving skills that future employers 
will require 

1 2 3 4 5 6 

5. 
…future employers will see that I have learned the right discipline-specific/technical 
skills and knowledge that they want 

1 2 3 4 5 6 

6. 
…I will have developed the required generic skills (e.g., internet research skills, self-
management skills, learning strategies) wanted by future employers 

1 2 3 4 5 6 

7. …I will possess the skills and abilities that future employers will be looking for 1 2 3 4 5 6 

8. …future employers will be satisfied with the work experiences I have gained 1 2 3 4 5 6 

9. …I will have gained useful life experiences that will impress future employers 1 2 3 4 5 6 

10. …I will have had relevant work experience applying the knowledge acquired in my 
studies 

1 2 3 4 5 6 

11. 
…I will be able to show future employers that I have the required practical skills and 
academic experience they require 

1 2 3 4 5 6 

12. 
…future employers will be impressed with the relevant work experience I have 
accumulated 

1 2 3 4 5 6 

13. …I will have well-developed practical experience (e.g., from internships, volunteering, 
or paid employment) as well as my theoretical knowledge 

1 2 3 4 5 6 

14. …my life experiences will fit with the requirements needed to obtain the job that I want 1 2 3 4 5 6 

15. …future employers will see that I have developed the personal values (e.g., reliability, 
commitment, honesty, efficiency) that they are looking for 

1 2 3 4 5 6 

16. 
…I will be able to demonstrate to future employers that I can “fit in” with their 
organisation 

1 2 3 4 5 6 

17. …my record will show that I have a strong work ethic 1 2 3 4 5 6 

18. … employers will see that I have the confidence in myself to do well 1 2 3 4 5 6 

19. …I will be able to demonstrate to future employers that I have leadership ability 1 2 3 4 5 6 

20. …I will be able to demonstrate to future employers that I have a good ability to learn 1 2 3 4 5 6 

21. …I will have developed the required personal characteristics needed to obtain work in 
my chosen field 

1 2 3 4 5 6 

22. …my experiences will show that I have developed resilience and do not give up easily 1 2 3 4 5 6 

23. …prospective employers will be able to see that I have clear goals for myself 1 2 3 4 5 6 

24. …prospective employers will be able to see from what I have achieved that I am well 
motivated 

1 2 3 4 5 6 
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25. …prospective employers will be able to see that I have a developed good emotional 
intelligence  

1 2 3 4 5 6 

26. …future employers will be impressed with my networking skills 1 2 3 4 5 6 

27. …I will have developed a network of contacts who can help identify potential work 
opportunities 

1 2 3 4 5 6 

28. …I will have built up a social network that will help me do well in my job  1 2 3 4 5 6 

29. …I will be able to draw on the network I have developed to succeed at my work 1 2 3 4 5 6 

30. …I will know how to network with people who can help me find work in my chosen 
career 1 2 3 4 5 6 

31. …I will know how to use networking strategies (e.g., LinkedIn, professional 
associations, networking events) to build my career opportunities 1 2 3 4 5 6 

32. …I will have developed a good knowledge about the labour market in my chosen field 1 2 3 4 5 6 

33. …I will have developed the ability to find out about job opportunities in my chosen field 1 2 3 4 5 6 

34. …I will have developed a good understanding of the variety of work opportunities 
available to me 1 2 3 4 5 6 

35. …I will know the steps I need to take to do well in my chosen career 1 2 3 4 5 6 

36. …I will be up-to-date with occupational trends in my chosen field 1 2 3 4 5 6 

37. …I will be well prepared for any changes in the world of work that might have an impact 
on my career direction 1 2 3 4 5 6 

38. …future employers will recognize that graduates from my institution are well prepared 
for work 1 2 3 4 5 6 

39. …I will be in demand because graduates from my institution are well prepared for work 
roles of the future 1 2 3 4 5 6 

40. …I will have a lot of work opportunities open to me because my teaching institution has 
strong partnerships with many potential employers 1 2 3 4 5 6 

41. …the reputation of my educational institution will be a significant asset to me in job-
seeking 1 2 3 4 5 6 

42. .…I will have an advantage as future employers will be more likely to recruit graduates 
from my teaching institution than from other institutions 1 2 3 4 5 6 

 
 

6 
The 42 items of the Perceived Future Employability Scale for Young Adults. Only the final 24 items (item 1-24) were 

included in the questionnaire at Time 2. 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career worries 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. 
I feel frustrated because I doubt that what I am planning for my future is what I really 
want. 1 2 3 4 5 6 

2. I feel frustrated because I do not know what I want to do in the future. 1 2 3 4 5 6 

3. I am anxious because I do not know what my skills and abilities are. 1 2 3 4 5 6 

4. I feel anxious because I have not decided for sure what kind of career I want. 1 2 3 4 5 6 

5. I am concerned that my skills and abilities do not fit the job I have chosen. 1 2 3 4 5 6 
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INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your current employability 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. Right now, I am generally confident of success in job interviews and selection events 1 2 3 4 5 6 

2. I feel I could get any job at the moment as long as my skills and experience were 
reasonably relevant 

1 2 3 4 5 6 

3. The skills and abilities that I possess now are what employers are looking for 1 2 3 4 5 6 

4. At the moment, I can easily find out about opportunities in my chosen field 1 2 3 4 5 6 

5. 
I am satisfied with the progress I have made meeting my current goals for career 
development 

1 2 3 4 5 6 

6. Currently, I am in a position to do mostly the work that I like 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career strategies 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. Obtaining broadly-based work experience wherever I can 1 2 3 4 5 6 

2. Assuming leadership in situations where there appears to be no leadership 1 2 3 4 5 6 

3. Developing expertise in areas that are critical to my field of study 1 2 3 4 5 6 

4. Making influential people aware of jobs or work experience I want 1 2 3 4 5 6 

5. Working hard when the results will be seen by those around me 1 2 3 4 5 6 

6. Making influential people aware of my achievements 1 2 3 4 5 6 

7. Making influential people aware of my aspirations and career objectives 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your problem solving 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. If I see something I don’t like, I fix it 1 2 3 4 5 6 
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2. No matter what the odds, if I believe in something I will make it happen 1 2 3 4 5 6 

3. I love being a champion for my ideas, even against others’ opposition 1 2 3 4 5 6 

4. I excel at identifying opportunities  1 2 3 4 5 6 

5. I am always looking for better ways to do things  1 2 3 4 5 6 

6. If I believe in an idea, no obstacle will prevent me from making it happen 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career support 

V
ery little 

T
o som

e 

extend 

A
 m

oderate 

am
ount 

Q
uite a bit 

A
 considerable 

am
ount 

T
o a very 

great extend
 

1. 
To what extent has your family encouraged you in your career development (e.g., 
provided support, encouragement, and advice)? 1 2 3 4 5 6 

2. To what extent have your friends encouraged you in your career development (e.g., 
provided, support, encouragement, and advice)?  

1 2 3 4 5 6 

3. To what extent have your teachers encouraged you in your career development (e.g., 
provided, support, encouragement, and advice)? 

1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career calling 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I have a calling to a particular kind of work 1 2 3 4 5 6 

2. I have a good understanding of my calling as it applies to my career 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career goals 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. My plans are not working out to get the career I really want.  1 2 3 4 5 6 

2. What I have achieved to date doesn’t give me confidence that I will reach my career 
goals.  

1 2 3 4 5 6 
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3. I am making progress on my career goals, but I don’t think I have achieved enough to 
get the career I want. 

1 2 3 4 5 6 

4. Despite my best efforts, I think I am going to miss out on my ideal career.  1 2 3 4 5 6 

5. Even with my best efforts, I think I will have to settle for something less than my ideal 
career.  1 2 3 4 5 6 

6. I am working hard, but still doubt I will end up with the career I would really like.  1 2 3 4 5 6 

7. I doubt I can meet the standards of entry to my ideal career.  1 2 3 4 5 6 

8. I have set my sights on a particular career, but I don’t think that I am going to reach it.  1 2 3 4 5 6 

9. I have an image of my dream job, but I think it is out of my reach. 1 2 3 4 5 6 

10 I thought I had the ability to get the career I want, but now I am not so sure.  1 2 3 4 5 6 

11. I know the career I want, but don’t think I have what it takes to reach it. 1 2 3 4 5 6 

12. I am not sure I am capable of meeting the requirements for the career I really want. 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career planning 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I have definitely decided what my career objectives should be 1 2 3 4 5 6 

2. I have a plan for my career. 1 2 3 4 5 6 

3. I have a strategy for achieving my career goals. 1 2 3 4 5 6 

4. I know what I need to do to reach my career goals. 1 2 3 4 5 6 

5. My career objectives are clear to me 1 2 3 4 5 6 

6. I rarely change my career goals. 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career identity 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. It is clear to me what I want to do for a living after I finish my education 1 2 3 4 5 6 

2. I know what occupational path I want to pursue when I finish my education 1 2 3 4 5 6 

3. It is clear to me what I want to do for a living and that I have the right abilities to do well 
in it  

1 2 3 4 5 6 

4. I have a firm sense of what type of work I would like to do for a living 1 2 3 4 5 6 

5. I have a pretty good sense of what type of work I would like to be doing when I finish my 
education 1 2 3 4 5 6 



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 175 

  

6. I can readily envision what kind of work I want to be doing when I finish my education 1 2 3 4 5 6 

7. I have made a firm decision regarding what I want to do for a living 1 2 3 4 5 6 

8. I have no problem deciding what I want to do for a living 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your work preferences 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I prefer to work without instructions from others.  1 2 3 4 5 6 

2. Rules and regulations are helpful and necessary for me. 1 2 3 4 5 6 

3. I generally solve problems creatively. 1 2 3 4 5 6 

4. I like to do things in a new way.  1 2 3 4 5 6 

5. I like trying out lots of different things and am often successful in doing so. 1 2 3 4 5 6 

6. I always try to make my work as accurate and error-free as possible.  1 2 3 4 5 6 

7. It is important to me that my achievements are recognized and valued by other people. 1 2 3 4 5 6 

8. I often think about what other people expect of me. 1 2 3 4 5 6 

9. For me, it is very important to carry out the obligations placed on me.  1 2 3 4 5 6 

10 I’m not bothered about reviewing or checking things really closely. 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career choice 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I plan to reduce my effort towards my current career goals 1 2 3 4 5 6 

2. I intend to give up trying to achieve my current career goals 1 2 3 4 5 6 

3. I don’t plan to stay committed to my current career goals; I am letting them go 1 2 3 4 5 6 

4. I am going to stop thinking about my current career goals and let them go 1 2 3 4 5 6 
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INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career expectation 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1 If I learn more about different careers, I will make a better career decision. 1 2 3 4 5 6 

2 If I know my interests and abilities, then I will be able to choose a good career for 
myself. 

1 2 3 4 5 6 

3 If I make a good career decision, then my parents will think well of me. 1 2 3 4 5 6 

4 If I know about the education I need for different careers, I will make a better career 
decision. 

1 2 3 4 5 6 

5 If I spend enough time gathering information about careers, I will have the information I 
need to make a good career decision. 

1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

How confident are you now that you could: S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. 
…find information about occupations you are interested in. 

1 2 3 4 5 6 

2. …make a plan of your educational goals for the next three years. 1 2 3 4 5 6 

3. …select one occupation from a list of possible occupations you are considering. 1 2 3 4 5 6 

4. …determine what occupation is best for you. 1 2 3 4 5 6 

5. …decide what you value most in an occupation. 
1 2 3 4 5 6 

6. …resist attempts by parents or friends to push you into a career you believe is not for 
you. 

1 2 3 4 5 6 

7. …describe the job skills of a career you might like to enter. 1 2 3 4 5 6 

8. …choose a career in which most workers are the opposite sex. 1 2 3 4 5 6 

9. …choose a career that will fit your interests. 1 2 3 4 5 6 

10 …determine what kind of abilities you will need to enter certain careers. 1 2 3 4 5 6 

11 …find out the average salary of people in a particular occupation. 1 2 3 4 5 6 

12 …talk with a person already employed in the field you are interested in. 
1 2 3 4 5 6 
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INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career focus 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. ...Actively sought to design your professional future? 1 2 3 4 5 6 

2. ...Undertaken things to achieve your career goals? 1 2 3 4 5 6 

3. ...Genuinely cared for the development of your career? 1 2 3 4 5 6 

4. ...Developed plans and goals for your future career? 1 2 3 4 5 6 

5. ...Sincerely thought about your personal values, interests, abilities, and weaknesses? 1 2 3 4 5 6 

6. ...Collected information about employers, professional development opportunities, or 
the job market in your desired area? 

1 2 3 4 5 6 

7. ...Established or maintained contacts with people who can help you professionally? 1 2 3 4 5 6 

8. ...Voluntarily participated in events to support your career? 1 2 3 4 5 6 

9. ...Assumed duties or positions that will help you progress professionally? 1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your performance 

S
trongly 

D
isagree 

D
isagree 

S
om
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hat 

D
isagree 

S
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hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I am achieving my study objectives 1 2 3 4 5 6 

2. I am meeting the criteria for good performance in my studies 1 2 3 4 5 6 

3. I am demonstrating expertise in all study-related tasks 1 2 3 4 5 6 

4. I am fulfilling all study requirements 1 2 3 4 5 6 

5. I could manage more responsibility than typically assigned to students 1 2 3 4 5 6 

6. I would be suitable for a more demanding course 1 2 3 4 5 6 

7. I am competent in all areas related to my studies 1 2 3 4 5 6 

8. I am performing well in my studies by carrying out all tasks as expected 1 2 3 4 5 6 

9. I plan and organize to achieve my study objectives and meet deadlines 1 2 3 4 5 6 
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INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your aspiration 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. 
I hope to become a leader in my career field.  

1 2 3 4 5 6 

2. When I am established in my career, I would like to manage other employees. 1 2 3 4 5 6 

3. I would be not satisfied just doing my job in a career I am interested in. 1 2 3 4 5 6 

4. I plan to devote energy to getting promoted in the organization or business I am working 
in. 

1 2 3 4 5 6 

5. When I am established in my career, I would like to train others. 
1 2 3 4 5 6 

6. I hope to move up through any organization or business I work in. 1 2 3 4 5 6 

7. Once I finish the basic level of education needed for a particular job, I need to continue 
in school. 

1 2 3 4 5 6 

8. I plan on developing as an expert in my career field. 1 2 3 4 5 6 

9. I think I would like to pursue graduate training in my occupational area of interest. 1 2 3 4 5 6 

10 Attaining leadership status in my career is important to me. 
1 2 3 4 5 6 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your feeling 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. 
I often feel down or depressed about selecting a career. 

1 2 3 4 5 6 

2. I think that I should make a career decision as soon as possible, but I can’t and this 
makes me anxious. 

1 2 3 4 5 6 

3. I feel stress or pressure to select a satisfying career. 1 2 3 4 5 6 

4. I frequently blame myself for something I did or did not do in selecting a career. 1 2 3 4 5 6 

5. I tend to smooth over any career problem and pretend it does not exist. 
1 2 3 4 5 6 

6. I often feel that my life lacks much purpose. 1 2 3 4 5 6 

7. I often hope that problems I have in selecting a career would just disappear. 1 2 3 4 5 6 

8. I don’t have the special talents to follow my first career choice. 1 2 3 4 5 6 

9. An influential person doesn’t approve of my career choice, which is hindering me from 
seeking that career 

1 2 3 4 5 6 
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INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your career effort 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I put in a high level of effort at my studies.  1 2 3 4 5 6 

2. I concentrate hard on my course studies.  1 2 3 4 5 6 

3. I don’t easily get distracted from my studies.  1 2 3 4 5 6 

4. I try to do my best on all my study assignments. 1 2 3 4 5 6 

5. I really study hard for my exams. 1 2 3 4 5 6 

6. I do the best possible work I can at my studies. 1 2 3 4 5 6 

7. I do more study than is required to just get by. 1 2 3 4 5 6 

8. I do all of the study reading assigned to me.  1 2 3 4 5 6 

9. I turn in all of my study assignments on time. 1 2 3 4 5 6 

 

 

INSTRUCTIONS 

Please, indicate your agreement or disagreement with the actions and behaviours indicated in each 

statement. 

These questions ask for your satisfaction 

S
trongly 

D
isagree 

D
isagree 

S
om

ew
hat 

D
isagree 

S
om

ew
hat 

A
gree 

A
gree 

S
trongly 
A

gree 

1. I am satisfied with the success I am having in progressing my career direction. 1 2 3 4 5 6 

2. I am satisfied with the progress I am making towards meeting my overall career goals. 1 2 3 4 5 6 

3. I am satisfied with the personal contacts I am making to help me with my career 
development. 

1 2 3 4 5 6 

4. I am satisfied with the progress I am making towards getting the level of job I want. 1 2 3 4 5 6 

5. I am satisfied with the progress I am making towards developing the skills I need for my 
desired career. 1 2 3 4 5 6 
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 Where do you study? 

 Griffith University 

 TAFE 

 I am not studying 

 Other training institution (please specify): 

 

 

 When you compare yourself to your peers, how would you describe your current financial 
situation? 

 Much better off than others 

 A little better off than others 

 About the same as others 

 A little worse off than others 

 Much worse off than others 

 

FINALLY, THESE LAST QUESTIONS ARE ABOUT YOU 

 What is your gender? 
 Male 

 Female 

 

 

How old are you in years?   years 

If you are studying, what is your current program? 
Do not be general, be very specific (e.g., Bachelor of Business, Diploma of Hospitality): 
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What grade did you typically receive in your final year at high school? 

Use the key below to work out your final year equivalent in other Australian states. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Equivalent 
grade/state 

QLD NSW VIC ACT, 
SA, 

NT & 
WA 

TAS 

A Very high 
achievement 

Band 
6 

41- 
50 

A Exceptional 
achievement 

B High 
achievement 

Band 
5 

31- 
40 

B High 
achievement 

C Sound 
achievement 

Band 
3 

and 
4 

21- 
30 

C Commendable 
achievement 

D Limited 
achievement 

Band 
2 

11- 
20 

D Satisfactory 
achievement 

E Very limited 
achievement 

Band 
1 

0- 
10 

E Preliminary 
achievement 

 I typically received… 

 A 

 B 

 C 

 D 

 E 
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We are asking you to fill in the survey now and, again, in 6 months time. To be able to 

recontact you, and match your data, we need some form of identification. Please, write your 

details in the provided boxes. The information will be safeguarded as confidential and private at all 

times, and kept separate from the survey data. 

 

What is your first 
name? 

 

What is your last 
name? 

 

What is your date of 
birth (dd/mm)? 

 

What is your email 
address? 

 

 

Are you a Griffith University student claiming a credit of 0.5 hour for participation (1001PSY Intro to  
Psychology)? To be able to give the credit, we ask your student number. This information is not for any 
other use and will be deleted after credit is granted. 

Write down your student number (sxxxxxx) to claim 0.5 
hour credit 

 

 

 

 And last, indicate your interest to receive the summary of the outcome of this study 
electronically to your email address. 

 Please, send the study outcome to me electronically 

 I don't want the study summary 

 

 

 

 

 

 

 

 

 

ADMINISTRATIVE MATTERS 
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Appendix F 

Letter of Acceptance and Notification of the Online Publication by                                

the Journal of Career Assessment of Study 1 “The Development and Initial 

Validation of a Perceived Employability Scale for Young Adults” 

 

William Gunawan 
 

 

From:      Journal of Career Assessment <onbehalfof@manuscriptcentral.com> 
Sent:        Saturday, 10 March 2018 8:49 AM 
To:           William Gunawan; Peter Creed; Ian Glendon 
Subject:  Journal of Career Assessment - Manuscript ID JCA-18-0022 

 
Importance: High 

 
09-Mar-2018 
Dear Mr. Gunawan: 

 

Your manuscript entitled "The Development and Validation of Perceived Future Employability 

Scale for Young Adult" has been successfully submitted online and is presently being given full 

consideration for publication in Journal of Career Assessment. 

Your manuscript ID is JCA-18-0022. 

Please mention the above manuscript ID in all future correspondence or when calling the 

office for questions. If there are any changes in your street address or e-mail address, 

please log in to ScholarOne Manuscripts at 

https://mc.manuscriptcentral.com/jcareerasmnt and edit your user information as 

appropriate. 

You can also view the status of your manuscript at any time by checking your Author Center 

after logging in to https://mc.manuscriptcentral.com/jcareerasmnt. 

As part of our commitment to ensuring an ethical, transparent and fair peer review 

process SAGE is a supporting member of ORCID, the Open Researcher and Contributor ID 

(https://orcid.org/). We encourage all authors and co- authors to use ORCID iDs during the 

peer review process. If you already have an ORCID iD you can link this to your account in 

ScholarOne just by logging in and editing your account information. If you do not already 

have an ORCID iD you may login to your ScholarOne account to create your unique 

identifier and automatically add it to your profile. 

Thank you for submitting your manuscript to Journal of Career Assessment.  
 
Sincerely, 
Journal of Career Assessment Editorial Office 

 
 
 
 

mailto:onbehalfof@manuscriptcentral.com
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William Gunawan 
 

 

From:    Journal of Career Assessment <onbehalfof@manuscriptcentral.com> 
Sent:      Friday, 1 June 2018 11:43 AM 
To:         William Gunawan; Peter Creed; Ian Glendon 
Subject: Journal of Career Assessment - Manuscript ID JCA-18-0022.R1 

 

Importance: High 

31-May-2018 

 

Dear Mr. Gunawan: 

Your manuscript entitled "Development and initial validation of a Perceived Future 
Employability Scale for young adults" has been successfully submitted online and is 
presently being given full consideration for publication in Journal of  Career Assessment. 

Your manuscript ID is JCA-18-0022.R1. 

Please mention the above manuscript ID in all future correspondence or when calling the 

office for questions. If there are any changes in your street address or e-mail address, 

please log in to ScholarOne Manuscripts at 

https://mc.manuscriptcentral.com/jcareerasmnt and edit your user information as 

appropriate. 

You can also view the status of your manuscript at any time by checking your Author Center 

after logging in to https://mc.manuscriptcentral.com/jcareerasmnt. 

As part of our commitment to ensuring an ethical, transparent and fair peer review 

process SAGE is a supporting member of ORCID, the Open Researcher and Contributor ID 

(https://orcid.org/). We encourage all authors and co- authors to use ORCID iDs during the 

peer review process. If you already have an ORCID iD you can link this to your account in 

ScholarOne just by logging in and editing your account information. If you do not already 

have an ORCID iD you may login to your ScholarOne account to create your unique 

identifier and automatically add it to your profile. 

Thank you for submitting your manuscript to Journal of Career Assessment.  
 
 
Sincerely, 
Journal of Career Assessment Editorial Office 

 

 

  

mailto:onbehalfof@manuscriptcentral.com
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William Gunawan 
 

 

From:     SAGE Journals <noreply@sagepub.com> 
Sent:      Wednesday, 18 July 2018 12:32 PM 
To:         William Gunawan 
Cc:         sage.eprints@sagepub.com 
Subject:  Your article is now published online 

 

Dear William Gunawan, 

 

Thank you for publishing your article with SAGE Publishing and Journal of Career Assessment. 

Your article “Development and Initial Validation of a Perceived Future Employability Scale for 

Young Adults is now published and your complimentary e-copy is available at 

http://journals.sagepub.com/eprint/D8RZQxjzDaGvSFRfqm6v/full. 

The above link and final published PDF are only for your personal use and non-profit 

teaching purposes and should not be posted online or otherwise distributed. If you wish to 

post your article on your personal website or institutional repository, you may use the 

accepted version. Please see the SAGE author sharing guidelines, linked below, for full 

details about appropriate use and version definitions. 

The permanent link for your article is 
https://doi.org/10.1177/1069072718788645". Please 
also visit our online resources for more information: 

 SAGE author sharing guidelines, 
 Promoting your article, including maximizing its impact via Kudos, 
 Post-publication corrections, 
 Author gateway. 

 

Thank you again for publishing with SAGE and Journal of Career Assessment. We value 

your feedback and encourage you to complete the brief Journal Author Survey you 

will receive shortly. 

Best wishes, 

SAGE Journals Author Services 

authorproductionqueries@sagepub.co.uk 

 

Note: Please do not reply to this message, as replies are routed to an unmonitored mailbox. 

If you experience difficulty with the provided links, please check that the full link 

transferred to your browser without any line breaks or errant characters such as < or >. 

You may receive this message twice, once for your article’s initial OnlineFirst publication and 

a second time for your article’s issue publication. Please direct any questions to 

authorproductionqueries@sagepub.com, noting the article title and journal title. 

 

  

mailto:noreply@sagepub.com
mailto:sage.eprints@sagepub.com
http://journals.sagepub.com/eprint/D8RZQxjzDaGvSFRfqm6v/full
mailto:authorproductionqueries@sagepub.co.uk
mailto:authorproductionqueries@sagepub.com
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William Gunawan 
 

From:    permissions (US) <permissions@sagepub.com> 
Sent:      Tuesday, 9 July 2019 4:20 AM 
To:         William Gunawan 
Subject:  RE: Permission to re-produce author's articles 

 
Dear William Gunawan, 

 

Thank you for your email. You may include the published version of your article (version 3) 

in your dissertation or thesis, which may be posted in an Institutional Repository or 

database as specified in our journal author reuse policy. 

 

Please accept this email as permission for your request as you’ve detailed below. 

Permission is granted for the life of the edition on a non-exclusive basis, in the English 

language, throughout the world in all formats provided full citation is made to the original 

SAGE publication. Permission does not include any third-party material found within the 

work. 

Please note that this permission does not cover any 3rd party material that may be found 

within the work. You must properly credit the original source, SAGE Publications, Inc., 

referencing the original publication and linking to the appropriate DOI where possible. 

Please contact us for any further use of the material and good luck on your dissertation! 

 

Kind regards, 

Mary Ann Price  

Rights Coordinator SAGE Publishing 

2600 Virginia Ave NW, Suite 600 Washington, DC 20037 

USA 

 

T: 202-729-1403 

www.sagepublishing.com 

 

 

 

  

mailto:permissions@sagepub.com
http://www.sagepublishing.com/
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From: William Gunawan <william.gunawan@griffithuni.edu.au>  
Sent: Friday, July 5, 2019 1:39 AM 
To: permissions (US) <permissions@sagepub.com> 
Cc: William Gunawan <william.gunawan@griffithuni.edu.au>  
 
Subject: Permission to re-produce author's articles 

 
 

Dear Sir/ Madam, 

 

My name is William Gunawan, I am the corresponding author of the below articles 

and would like to seek your permission (if needed) to reproduce these articles in 

its accepted, word document version in my PhD thesis. 

 

Gunawan, W., Creed, P. A., & Glendon, A. I. (2018). Development and initial validation 

of a perceived future employability scale for young adults. Journal of Career 

Assessment. Advance online publication. doi:10.1177/1069072718788645 

 

 

Looking forward to hearing from you soon, 

 

    warmest regards, 

    William Gunawan 

 

 

 

 

 

 

 

 

 

mailto:william.gunawan@griffithuni.edu.au
mailto:permissions@sagepub.com
mailto:william.gunawan@griffithuni.edu.au
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Appendix G 

Letter of Acceptance and Speaker Certificate from the National Career 

Development Association (NCDA) Conference for Career Talks “The Development 

and Initial Validation of a Perceived Employability Scale for Young Adults” 

 

 William Gunawan 
 

 

From:       MaryAnn Powell <mpowell@ncda.org> 
Sent:        Saturday, 9 December 2017 1:52 AM 
To:           William Gunawan 
Subject:   2018 NCDA Conference Proposal Notification 
Importance:  High 

December 8, 2017 

Dear William Gunawan: 
Your submission has been accepted as a Career Talks (15 minutes) for the NCDA Global 
Conference, June 21-23, 2018 in Phoenix, Arizona. 
On behalf of the entire 2018 Conference Planning Committee, I would like to thank you for 
submitting a proposal to present at the 2018 NCDA Global Conference. Over 300 proposals 
were submitted! Our process included reviews by volunteers in six different focus areas 
followed by a review by the program chair and NCDA president. We did our best to select 
programs in a wide range of areas that would apply to all types of members. As you can 
imagine, it’s been a lengthy and complicated process! 
Thank you again, for your active participation in keeping NCDA strong, vibrant, and healthy. 
Mark Danaher 
NCDA Conference Program Chair 
The details are outlined below: 
PLEASE READ ALL OF THE BELOW INFORMATION CAREFULLY. 
You may need to press and hold the ctrl key to access the links. 
TITLE: The Development and Initial Validation of a Perceived Future Employability Scale for Young 
Adults 
PRESENTERS: William Gunawan, Griffith University, Australia; Krida Wacana Christian University, 
Indonesia; Indonesia Country Director of Asia Pacific Career Development Association (APCDA);  
DATE/TIME: To Be Determined 
FORMAT: Career Talks (15 minutes) 
ATTENDANCE: We will send you a follow up letter in February or early March with meeting room 
assignments, room capacity and additional details. 
 
As chair of this presentation, it is your responsibility to inform other presenters, if applicable, 
about program details. Travel, lodging, and convention expenses will be your responsibility. If 
you, or any other presenter, are not listed in the above Presenters field, please respond back 
to this email to provide updates. 

mailto:mpowell@ncda.org
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305 N. Beech Circle 
Broken Arrow, OK 74012 

918/663-7060 
Fax: 918/663-7058 

www.ncda.org 
 

 

January 16, 2020 
 
William Gunawan 
Occupation: Student 
Citizenship: Indonesia 
Passport No: X121873 (06 Aug 2015 - 06 Aug 2020) 

 
Dear William: 
 
The National Career Development Association will host its annual Global Career 
Development Conference, June 21-23, 2018 at the Hyatt Regency Phoenix Hotel in 
Phoenix, Arizona.  NCDA extends a cordial invitation to you to attend this special 
event.  The conference theme is Leading the Way by Integrating Research, Theory and 
Practice. 
 
The presentations and events that are scheduled will identify best practices in the field of career 

development. Over 100 presentations have been planned and they will address every need from 

every workplace setting.  National Board of Certified Counselor approved continuing education 

will be offered for the conference. 

 

We hope that you will be able to attend this event.  If you require additional 
information about the conference, please contact NCDA via the website at 
www.ncdaconference.org.  We hope to see you in Phoenix, Arizona. 
 
Sincerely, 

 
 
Deneen Pennington 
Executive Director 
 

http://www.ncda.org/
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The National Career Development Association 

 

Presents this certificate to: 

William Gunawan 

 

In appreciation for your presentation titled 

The Development and Initial Validation of a 
Perceived Future  

Employability Scale for Young Adults 
 

 

 

 

At the NCDA Global Conference 

June 21-23, 2018 

Phoenix, Arizona 
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Appendix H 

Letter of Acceptance and Notification of the Online Publication by the Journal of 

Vocational Behavior of Study 2 “Young Adults’ Perceived Future Employability: 

Antecedents and Consequences” 

 

William Gunawan 
 

 

                               From:     em.ijvo.0.63941a.d2a0af53@editorialmanager.com on behalf of International                 
                                                                                   Journal for Educational and Vocational Guidance (IJVO) <em@editorialmanager.com> 

   Sent:      Thursday, 30 May 2019 9:48 PM 
To:          William Gunawan 
Subject:  IJVO-D-19-00080 - Submission Confirmation 

 
Dear Mr. Gunawan, 
Thank you for submitting your manuscript, Young adults’ perceived future employability: 
Antecedents and consequences, to International Journal for Educational and Vocational 
Guidance. 
The submission id is: IJVO-D-19-00080  
Please refer to this number in any future correspondence. 
During the review process, you can keep track of the status of your manuscript through the 
Editorial Manager website. Your username is: William Gunawan 
If you forgot your password, you can click the 'Send Login Details' link on the EM Login page at 
https://www.editorialmanager.com/ijvo/. 
 

Should you require any further assistance please feel free to e-mail the Editorial Office by 
clicking on "Contact Us" in the menu bar at the top of the screen. 

 
With kind regards, 
Springer Journals Editorial Office 
International Journal for Educational and Vocational Guidance 

 
Now that your article will undergo the editorial and peer review process, it is the right time to think 
about publishing your article as open access. With open access your article will become freely available 
to anyone worldwide and you will easily comply with open access mandates. Springer's open access 
offering for this journal is called Open Choice (find more information on 
www.springer.com/openchoice). Once your article is accepted, you will be offered the option to 
publish through open access. So you might want to talk to your institution and funder now to see how 
payment could     be organized; for an overview of available open access funding please go to 
www.springer.com/oafunding. Although for now you don't have to do anything, we would like to let 
you know about your upcoming options. 
Recipients of this email are registered users within the Editorial Manager database for this journal. 
We will keep your information on file to use in the process of submitting, evaluating and publishing a 
manuscript. For more information on how we use your personal details please see our privacy policy 
at https://www.springernature.com/production-privacy- policy.  
If you no longer wish to receive messages from this journal or you have questions regarding 
database management, please contact the Publication Office at the link below. 
In compliance with data protection regulations, you may request that we remove your personal 
registration details at any time. Please contact the publication office if you have any questions. 

   (Use the following URL: ttps://www.editorialmanager.com/ijvo/login.asp?a=r).  

mailto:em.ijvo.0.63941a.d2a0af53@editorialmanager.com
mailto:em@editorialmanager.com
http://www.editorialmanager.com/ijvo/
http://www.springer.com/openchoice)
http://www.springer.com/oafunding
http://www.springernature.com/production-privacy-
http://www.editorialmanager.com/ijvo/login.asp?a=r)
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Appendix I 

Letter of Acceptance and Speaker Certificate from the 1st Conference of Asia 

Pacific Academy for Psychosocial Factors at Work for Study 2 “Young Adults’ 

Perceived Future Employability: Antecedents and Consequences” 

 

From: annabelle.neall@unisa.edu.au 
Sent: Tuesday, 24 July 2018 2:13 PM 
To: william.gunawan@ukrida.ac.id 
Subject: 1st Conference of Asia Pacific Academy for Psychosocial Factors at Work – Abstract Acceptance 
 
 

Dear William 

Your abstract titled Perceived future employability: Antecedents and consequences 

has been accepted for presentation at the Asia Pacific Academy Conference 2018, Macro to 
Micro Perspectives on Healthy Vital Work in the Asia Pacific in New Zealand. 
If you have not already done so, please click here to register to attend the conference. All 

presenters must register and pay to attend by August 30th 2018. 

Once the program has been finalised, we will advise your presentation date and time. 
Presentations will be 10 minutes, including Q&A time. 
 
Please do not hesitate to contact us if you require any assistance with your submission –  
annabelle.neall@unisa.edu.au 
 
Best wishes 
On behalf of the 2018 Asia Pacific Academy for Psychosocial Factors at Work Conference 

Organising Committee 

 

 

 

mailto:annabelle.neall@unisa.edu.au


PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 193 

  



PERCEIVED FUTURE EMPLOYABILITY IN CAREER DEVELOPMENT 194 

  

Appendix J 

Letter of Acceptance and Notification of the Online Publication by the Journal of 

Vocational Behavior of Study 3 “Young Adults’ Perceived Future Employability: 

Testing a SCCT Model” 

William Gunawan 
 

From:    Journal of Career Development <onbehalfof@manuscriptcentral.com> 
Sent:     Thursday, 1 August 2019 11:48 AM 
To:        William Gunawan; p.creed@griffith.edu.au; i.glendon@griffith.edu.au 
Subject: Journal of Career Development - Manuscript ID JCD-2019-0220 

 

 
31-Jul-2019 

 
Dear Dr. Gunawan: 
Your manuscript entitled "Young adults’ perceived future employability: Testing a social 

cognitive career model" has been successfully submitted online and will be given full 

consideration for publication in the Journal of Career Development. The Editor will strive to 

notify you the disposition of your submission in 12 weeks. 

Your manuscript ID is JCD-2019-0220. 

Please mention the above manuscript ID in all future correspondence regarding this manuscript. 

If there are any changes in your contact information, please log in to Manuscript Central at 

https://mc.manuscriptcentral.com/jcdjournal and update your user information. 

 

You can view the status of your manuscript at any time by checking your Author Center after 

logging in to https://mc.manuscriptcentral.com/jcdjournal. 

 

As part of our commitment to ensuring an ethical, transparent and fair peer review process SAGE is 

a supporting member of ORCID, the Open Researcher and Contributor ID (https://orcid.org/). We 

encourage all authors and co- authors to use ORCID iDs during the peer review process. If you 

already have an ORCID iD you can link this to your account in ScholarOne just by logging in and 

editing your account information. If you do not already have an ORCID iD you may login to your 

ScholarOne account to create your unique identifier and automatically add it to your profile. 

 

Thank you for submitting your manuscript to the Journal of 
Career Development. Sincerely, 
Journal of Career Development Editorial Office 
 
 
 

 

 

mailto:onbehalfof@manuscriptcentral.com
mailto:i.glendon@griffith.edu.au



