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Abstract
Purpose  This study aimed to develop and validate the University Students Career Sustainability Scale-Turkish Sample 
(US-CSS-TR) to assess university students’ perceptions of career sustainability within the Turkish context. The research 
sought to establish the scale’s validity and reliability while examining its relationships with job-finding anxiety, work 
volition, and proactive career behavior.

Methods  The study followed a quantitative research design, collecting data from undergraduate students at various 
state and foundation universities in Istanbul. The scale development process included exploratory factor analysis (EFA) 
and confirmatory factor analysis (CFA) to assess structural validity. Measurement invariance tests were conducted 
across gender groups, and correlation network analyses were performed to examine the relationships between career 
sustainability and relevant career development factors. Statistical analyses were conducted using SPSS, AMOS, JASP, 
and JAMOVI.

Results  EFA and CFA confirmed a unidimensional structure for the US-CSS-TR, demonstrating strong internal 
consistency and reliability (Cronbach’s alpha = 0.911 to 0.920). Measurement invariance analyses indicated that 
the scale was invariant across gender groups. Correlation analyses revealed that proactive career behavior had the 
strongest positive association with career sustainability perceptions, followed by work volition, while job-finding 
anxiety had a negative but non-significant relationship with career sustainability. Network analysis further highlighted 
the central role of proactive career behavior and work volition in shaping career sustainability perceptions.

Conclusion  The study provides empirical evidence supporting the US-CSS-TR as a valid and reliable instrument for 
assessing career sustainability perceptions among Turkish university students. Findings suggest that proactive career 
behavior and work volition are key contributors to career sustainability development. The study underscores the 
importance of proactive career planning and adaptability in career sustainability, offering valuable insights for career 
counseling and educational interventions.
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Introduction
The rapidly changing economic, technological, and social 
dynamics in today’s business world make individuals’ 
career processes more uncertain and complex. These 
changes make it necessary for individuals not only to 
acquire a profession but also to build a career sustain-
ability in the long term. In this context, career sustain-
ability is critical for individuals to maintain their careers 
in a successful, meaningful, and balanced manner in the 
long term. The concept of “sustainability” has recently 
become one of the prominent research topics [1, 2]. Vari-
ous researchers have focused on the social dimensions 
of sustainability, including various aspects of employees’ 
work lives (work-life balance, job satisfaction, etc.) [3, 4]. 
The non-linear and unpredictable structure of today’s 
careers, shaped by accelerated socio-economic develop-
ments and uncertain employment processes, necessi-
tates that individuals adopt sustainable career strategies 
[5–7]. The COVID pandemic, which has global effects, 
has also brought about various disruptions in employ-
ees’ work processes [8]. This pandemic has put individu-
als into a worldwide unemployment crisis [9]. Therefore, 
many individuals are currently employed in insecure, 
temporary jobs with unsatisfactory employment condi-
tions [10]. Accordingly, individuals must have the neces-
sary skills and strategies to build a career sustainability 
in a changing business world for their well-being and 
development.

Career sustainability has become a significant concern 
for individuals and society due to the increasing num-
ber of career options [11]. Researchers working in career 
development have increasingly emphasized the impor-
tance of economic and workplace changes that have 
made the work lives of many individuals unpredictable 
and will continue to do so shortly [12, 13]. Considering 
the globalization of the industry, mergers or downsizing 
of workplaces, and the increasing incorporation of arti-
ficial intelligence technologies into work processes, criti-
cal issues related to career sustainability arise [14, 15]. 
University students transitioning from school to work life 
are at a pivotal stage in their career development. Their 
ability to make sound career decisions plays a critical role 
in shaping sustainable professional trajectories [16–18]
Career sustainability can be conceptualized as a dynamic 
and adaptive process comprising four interrelated com-
ponents: resourcefulness, flexibility, renewability, and 
integration across different life domains [19]. This model 
enables individuals to cope with change, maintain their 
career identity over time, and align their work with evolv-
ing personal and contextual demands. It supports sus-
tained career engagement and psychological well-being 
in the long term.

Theoretical framework
Various definitions and interpretations exist of the con-
cept of “career sustainability” due to different contextual 
influences such as regional, economic, and global factors, 
existing conditions in the labor market, local government 
policies, and societal norms [20]. These different defini-
tions and interpretations pave the way for more research 
in career sustainability and for the subject to attract more 
attention. In recent years, studies on career sustainabil-
ity have become increasingly important [19, 21]. Defined 
as a dynamic interactional structure shaped by the indi-
vidual, the environment, and time, career sustainability 
emphasizes long-term adaptability and continuity across 
life domains [19]. The model consists of four interrelated 
dimensions—resourcefulness, flexibility, renewability, 
and integration—which help individuals remain employ-
able and fulfilled in the face of changing life and work 
conditions. It also demonstrates the benefits of psycho-
logical resources for career sustainability [22]. Different 
researchers have defined career sustainability in vari-
ous ways. For example, De Hauw and Greenhaus (2015) 
described career sustainability as a career in which indi-
viduals are productive, healthy, happy, and employable 
throughout their lives while adapting to more diverse 
life contexts [23]. According to Greenhaus and Ernst 
Kossek (2014), the important characteristics of a career 
sustainability are that it provides sufficient economic 
security for the individual, is compatible with the values 
of the individual’s career, can be shaped according to the 
needs of the individual, and provides continuous renewal 
opportunities for the individual [24]. McDonald and Hite 
(2018) state that interdependence, resilience, longev-
ity, and social justice are among the elements of a career 
sustainability [25]. While these earlier models offer valu-
able contributions, this study adopts a framework that 
operationalizes career sustainability based on four key 
dimensions, building on Newman’s (2011) foundational 
structure [19, 26]. In this model, “resourcefulness” was 
added to the original structure of flexibility, renewabil-
ity, and integration, emphasizing an individual’s ability to 
earn a stable income now and in the future [19]. Rather 
than viewing career sustainability as a fixed trait, the 
model defines it as an interactional and developmental 
process, where individuals actively construct and renew 
their careers through the interplay of personal agency 
and environmental context [19, 26]. In developing their 
model, Chin et al. (2019) developed a four-factor model 
based on Newman’s (2011) model and added the dimen-
sion of resourcefulness [19, 26]. Given the changing busi-
ness environment, Resourcefulness is critical for career 
sustainability. It enables an individual to earn a stable 
income now and in the future [19]. In addition, Chin et 
al. (2019), within the framework of the model they pres-
ent, reveal that career sustainability are an interactional 
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structure by stating that career sustainability is a char-
acteristic of careers and the people who have settled in 
these careers [19]. In this context, career sustainability 
depends on resourcefulness development at some point 
[27]. Chin et al. (2022) explain that career sustainability 
has four dimensions: resourceful, flexible, renewable, and 
integrative [19]. Career sustainability involves a dynamic 
relationship between the individual, the environment, 
and time. These four dimensions are conceptualized as 
interrelated competencies and environmental capacities 
that shape sustained engagement, adaptability, and well-
being across the career lifespan [19, 26, 27]. These ele-
ments can contribute to shared goals for the survival of 
employees and organizations and development in a rap-
idly changing employment market, societies, and glob-
ally [28]. In this sense, adopting a career sustainability 
perspective helps individuals align their current needs 
with long-term career goals and outcomes [29]. Career 
sustainability also plays a key role in environments 
where proactive characteristics can be expressed. Kim 
et al. (2024) argue that individuals in the middle period 
of their career development and facing career transi-
tion processes should increase sustainability by devel-
oping and constantly renewing their careers [29]. From 
this point of view, they developed a measurement tool 
to ensure sustainability in employees’ career develop-
ment and to objectively measure the career sustainability 
of employees between the ages of 40 and 55, considering 
career transition processes. This measurement tool has 
four dimensions: perception of career sustainability, skill 
acquisition for career sustainability, relationship build-
ing for career sustainability, and environmental aware-
ness for career sustainability [29]. In addition, Russo et 
al. (2023) conducted qualitative research from a differ-
ent perspective on career sustainability. As a result of 
the study, they expanded the concept of a sustainable 
career. They included personal factors such as subjec-
tive success, satisfaction, physical and mental well-being, 
good performance, productivity, and expressions such 
as improving social conditions and social empowerment 
in the concept framework [30]. Thus, according to this 
model, career sustainability is a career that improves the 
quality of life of individuals and societies [31]. Despite the 
diversity of conceptualizations in the literature, the pres-
ent study operationalizes career sustainability based on a 
multidimensional framework due to its clarity, practical 
applicability, and emphasis on proactive individual–envi-
ronment interaction [19].

Career sustainability, gender, and education
In our study, we also included the gender of the partici-
pants and the educational status of their parents. These 
socio-demographic variables were considered relevant in 
shaping attitudes toward career sustainability, although 

they have rarely been examined in prior research [32]. 
Indeed, some studies have shown that students whose 
parents have a university education have higher levels 
of self-efficacy when making educational plans [33, 34]. 
When comparing developed and developing countries, 
one of the most significant distinctions lies in educa-
tional attainment, which plays a vital role in employabil-
ity, health outcomes, and social development [35, 36].
Based on these, our study hypothesized that the parents’ 
educational level of university students transitioning to 
work may have a supportive or inhibitory effect on the 
sustainability of their careers. In addition, Udayar et 
al. (2024) found that gender is an important variable in 
career sustainability [37]. Their findings indicated that 
being female and lacking higher education increases the 
likelihood of having a fragmented career. In our research, 
we wanted to address the gender variable in terms of a 
career sustainability.

Career sustainability and work volition
The recent economic fluctuations in Turkey, austerity 
measures, and the rapid inflation increase have brought 
various economic difficulties. According to data from 
the Central Bank of the Republic of Turkey (2025), there 
was a total change of 569.68% in the inflation rate from 
April 2020 to April 2025 [38]. Duffy et al. (2016) explain 
that economic constraints encompass individuals’ finan-
cial resources [39]. The COVID-19 pandemic has further 
intensified these economic challenges. Individuals who 
were in high school (14–18 years old) during the pan-
demic are now transitioning from university to the work-
force (18–22 years old), facing compounded difficulties. 
Blustein et al. (2019) emphasize that individuals without 
sound economic backgrounds face significant challenges 
throughout their career development [40]. Economic 
constraints may reduce the likelihood of individuals 
accessing quality education during high school [41]. As a 
result, when individuals move into adulthood, they may 
have fewer opportunities to pursue suitable careers and 
may struggle to secure stable employment [39]. In Özgül’s 
(2023) study with university students, it was determined 
that students also have future anxiety and economic bar-
riers [42]. At this point, the work volition comes to the 
fore. The will to work is the perceived capacity of individ-
uals to fulfill their career choices despite the constraints 
they face [43]. Duffy et al. (2016) conceptualized the will 
to work as a central construct that refers to individuals’ 
ability to secure a good and satisfying job [39]. Indeed, 
Ma et al. (2020) found that economic constraints are neg-
atively related to university students’ work willpower and 
perceptions of having a good job in the future [44]. Addi-
tionally, volitional behaviors are associated with sustain-
ability-oriented attitudes and actions [45]. In this context, 
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we argue that volitional behaviors support university stu-
dents’ career sustainability.

Career sustainability and job finding anxiety
Job anxiety refers to university students’ feeling anx-
ious about not finding a job and fearing the possible 
consequences of unemployment [46]. In recent years, 
concerns about job finding have intensified due to reces-
sion, economic instability, rising youth unemployment, 
and the constantly evolving nature of work life [47, 48]. 
At the same time, when the literature is examined, it is 
seen that there is the concept of “career anxiety” in paral-
lel with the anxiety of finding a job. It can be mentioned 
that one dimension of career anxiety is the anxiety of 
“finding a job-employment”. Tsai et al. (2017) stated that 
negative beliefs about employment processes, employ-
ment conditions, and whether the education received 
meets the expectations of business life are some factors 
that constitute career anxiety [49]. This form of anxiety is 
linked to key career outcomes such as career indecision, 
reduced exploration, and diminished commitment [45, 
46, 50]. Based on all these, it seems critical to have infor-
mation about the nature and possible effects of job find-
ing anxiety, which is a dimension of career anxiety. When 
the literature is examined, it is seen that almost no stud-
ies address the relationship between job finding anxiety 
and a career sustainability. In this context, Moore (2019) 
concluded that support mechanisms for sustainable 
employment are important for young people to reduce 
unemployment rates [51]. Career sustainability reflects 
three key characteristics: providing renewal opportuni-
ties, fostering flexibility and adaptability, and integrating 
different life domains and experiences [21]. In this con-
text, we aimed to explore whether perceptions of career 
sustainability are significantly associated with anxiety 
about job finding.

Career sustainability and proactive career behavior
According to old paradigms of career development, the 
transition from school to work entails a lifetime of one-
off employment [49]. However, young people who will 
be employed in the new era should be able to adapt to 
recent changes and the globalizing world [21Proac-
tive career behaviors—such as planning, exploration, 
networking, and skill development—enable individuals 
to manage their transitions effectively and take owner-
ship of their careers [52, 53]. These behaviors support 
career development and transitions in this process [7]. 
In addition, proactive career behaviors are important in 
reducing stress, increasing life satisfaction, and bringing 
positive career-related outcomes [54]. Such outcomes—
including happiness, productivity, and job satisfaction—
are key indicators of career sustainability [7]. Despite 
this relevance, studies on how young people structure 

career sustainability remain limited [55, 56]. However, 
some studies have revealed that proactive career behav-
iors positively correlate with career sustainability [21, 
56]. Talluri et al. (2022) found that the effect of proac-
tive career behaviors and career adaptability on career 
sustainability was significant in their mediation model 
[7]. Based on these findings, we hypothesize that there 
is a meaningful relationship between university stu-
dents’ proactive career behaviors and their perceptions of 
career sustainability.

Context of career sustainability in Turkey
Individuals need careers where they can feel lifelong 
productivity, demonstrate their performance, and where 
their personal goals and careers are in line. A sustainable 
career supports consistent performance and meaning 
across time, guided by core dimensions such as resource-
fulness, flexibility, renewability, and integration [19]. 
Organizations want to have a good and educated work-
force instead of individuals who are not successful in 
keeping up with the latest developments, renewing them-
selves, and improving their skills, as these individuals will 
not support the competitiveness of the organizations. 
Therefore, career sustainability is of practical importance 
for individuals, societies, and organizations [27]. The lit-
erature on careers has paid particular attention to the 
analysis and study of career sustainability [57]. Based on 
this situation in the literature, in the current study, we 
focused on how the concept of a career sustainability can 
be addressed in Turkish culture and developed a scale in 
this direction. In this way, academic demands for the idea 
of a career sustainability are responded to [21, 58].

Turkey has recently adopted different employment 
practices due to fluctuations in the economic field. 
Recent public policies in Turkey limit the employment of 
employees in the public sector as part of austerity mea-
sures. “Except for the fulfillment of the obligatory obliga-
tions arising from the law, it will be possible to request 
the creation or use of new cadres and positions up to 
the decrease in the number of cadres and positions in 
the previous fiscal year due to reasons such as retire-
ment, resignation, and death.” [59]. These policies may 
result in challenges that differ from those encountered 
in other countries. For example, young people perceive 
their education as wasted and unnecessary, or seek occu-
pations that provide easier financial gain. Although the 
items in the scale we developed are grounded in a theo-
retical framework, they were also designed by consider-
ing the potential challenges that young individuals may 
face. Considering that recent public policies in Turkey 
are likely to affect individuals about to enter the labor 
market, this study aims to develop a scale to measure the 
career sustainability characteristics of university students 
currently undergoing the school-to-work transition. The 
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difficulties and barriers in employment processes and 
the low future expectations among the youth in Turkey 
may lead to significant challenges regarding developing 
career sustainability. For example, the 2023 Life Satisfac-
tion Survey conducted by the Turkish Statistical Insti-
tute (TurkStat) found that 42.7% of participants expected 
their lives to remain the same, while 27.8% expected it to 
worsen. Among 18–24-year-olds, only 51.8% described 
themselves as happy [60]. Considering these factors, both 
the difficulties and obstacles in employment processes 
and the low future expectations of the young popula-
tion in Turkey may cause them to experience problems 
in terms of career sustainability. In this context, devel-
oping a culture-specific scale is necessary to understand 
university students’ perspectives on career sustainability 
during their career transition process and offer appropri-
ate support services based on these insights. In addition, 
when the literature is examined, it is stated that positive 
work-life events affect career sustainability to a greater 
extent than negative life events at or outside work [37]. 
Although a scale has been developed for employees [61] 
in Turkish culture, there is no measurement tool for uni-
versity students transitioning from university to work life. 
Therefore, this study introduces a new measurement tool 
based on the same theoretical framework to assess career 
sustainability characteristics in this younger population.

The scale development and validation process was car-
ried out across three independent studies with separate 
samples, strengthening its reliability and construct valid-
ity. This multi-sample design enhances the methodologi-
cal rigor of the University Students Career Sustainability 
Scale – Turkish Sample (US-CSS-TR).

Purpose of the study
It is valuable to conduct culture-specific research to 
broaden the perspectives of young prospective employ-
ees in Turkey on career sustainability and to contribute 
to work contexts that will positively affect their career 
sustainability. In addition, this research may be func-
tional in providing a culture-specific measurement tool 
for career counseling professionals to provide services to 
individuals with problems with career sustainability. The 
scale development and validation process was structured 
across three independent studies involving separate sam-
ples to establish the reliability and construct validity of 
the University Students Career Sustainability Scale-Turk-
ish Sample (US-CSS-TR). This design contributes to the 
scale’s methodological rigor by allowing cross-validation 
across different participant groups. Based on this, the 
hypotheses of this study are as follows:

H1. The Turkish version of the Career Sustainabil-
ity Scale (US-CSS-TR) shows satisfactory psychomet-
ric properties such as internal consistency, construct 

validity, and factorial structure in a sample of university 
students. (Tested in Study 1 and Study 2)

H2. The US-CSS-TR shows measurement invariance 
across gender groups, suggesting that the scale functions 
equally for male and female participants. (Tested in Study 
3)

H3. Perceived career sustainability is significantly 
related to job finding anxiety (negative), work willpower 
(positive), and proactive career behavior (positive). 
(Tested in Study 3)

H4. Career sustainability may also vary according to 
gender and age variables. (Tested in Study 3)

Method
Research design
A Turkish sample is used in this study to investigate the 
validity, reliability, and measurement invariance of the 
University Students Career Sustainability Scale-Turkish 
Sample (US-CSS-TR) using a cross-sectional survey 
approach. The study evaluates the scale’s concept valid-
ity and internal consistency using accepted psychometric 
validation techniques [62, 63].

Study groups
The study group of this research consists of under-
graduate students from different states and foundation 
universities in Istanbul. There are differences between 
public and foundation universities in Istanbul in terms 
of educational approach, variety of academic programs, 
and resources offered. However, within the scope of this 
study, these institutional differences were not examined 
in depth; only a general participant profile was created. 
In this context, the characteristics of the groups from 
which data were collected are presented in Table 1. Study 
1 shows the demographic characteristics of the par-
ticipants who participated in the survey for exploratory 
factor analysis, study 2 shows the demographic charac-
teristics of the participants collected for confirmatory 
factor analysis, and study 3 shows the demographic char-
acteristics of the participants who participated in the 
study for correlation and measurement invariance. Since 
Study 3 had a larger sample size designed explicitly for 
correlational and invariance analyses, conducting gender 
measurement invariance analysis using Study 3 data was 
considered more appropriate.

According to Table  1, the demographic informa-
tion of the university students in the Study 1 group was 
analyzed in terms of gender, grade level, and mother 
and father education level. In this group, male students 
(f = 98, 34.1%) were underrepresented, while female stu-
dents (f = 189, 65.9%) were overrepresented. In terms 
of grade level distribution, first-grade students (f = 37, 
12.9%) and second-grade students (f = 36, 12.5%) had the 
lowest rates, while third-grade students (f = 149, 51.9%) 
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constituted the highest rate, followed by fourth-grade 
students (f = 65, 22.6%). Regarding maternal education, 
literate mothers (f = 21, 7.3%) had the lowest rate, while 
mothers who graduated from primary school (f = 84, 
29.3%) had the highest rate. Regarding fathers’ education, 
literate fathers (f = 9, 3.1%) were represented at the low-
est rate, while university graduates (f = 92, 32.1%) had the 
highest rate.

The gender distribution of the demographic informa-
tion about the students in the Study 2 group is closer to 
a balanced structure. Male students (f = 106, 40.5%) were 
underrepresented, while female students (f = 156, 59.5%) 
constituted most of the group. By grade level, 2nd-grade 
students (f = 87, 33.2%) represented the largest group, 
followed by 3rd-grade students (f = 69, 26.3%), 1st-grade 
students (f = 62, 23.7%), and 4th-grade students (f = 44, 
16.8%). Literate mothers (f = 19, 7.3%) and university 
graduates (f = 49, 18.7%) were underrepresented regard-
ing maternal education. Primary school graduate moth-
ers (f = 78, 29.8%) were represented at the highest rate. 
Regarding the father’s educational status, literate fathers 
(f = 6, 2.3%) had the lowest rate, while university gradu-
ates (f = 66, 25.2%) had the highest rate.

In Study 3, female students (f = 269, 61.7%) were more 
represented than male students (f = 167, 38.6%). In terms 
of grade level, 3rd-grade students (f = 170, 39%) consti-
tute the largest group, followed by 2nd-grade students 
(f = 112, 25.7%), 4th-grade students (f = 92, 21.1%), and 
1st-grade students (f = 62, 14.2%). When the mother’s 
education level was analyzed, literate mothers (f = 26, 

6%) were represented at the lowest rate, while mothers 
who graduated from primary school (f = 129, 29.6%) had 
the highest rate. Regarding the father’s educational sta-
tus, literate fathers (f = 10, 2.3%) were represented at the 
lowest rate, while high school graduates (f = 134, 30.7%) 
constituted the highest rate. University graduate fathers 
(f = 121, 27.8%) comprise the second highest group.

Data collection tools
Personal information form  The personal information 
form prepared by the researcher aimed to determine 
some demographic characteristics. This form includes 
gender, age, mother’s education level, father’s education 
level, and grade level.

University students career sustainability scale-Turkish 
sample (US-CSS-TR)  The development of the Univer-
sity Students Career Sustainability Scale-Turkish Sample 
(US-CSS-TR) was informed by a theoretical understand-
ing of career sustainability as a multidimensional and 
dynamic concept. The initial item pool was generated 
through an extensive literature review on career sustain-
ability, adaptability, and long-term career well-being. In 
line with the theoretical framework, an initial set of 21 
items was created to capture various dimensions of career 
sustainability. Expert reviews were conducted to establish 
content validity. After pilot testing, the scale underwent 
item analysis based on item-total correlations and explor-
atory factor analysis (EFA). According to DeVellis (2016), 
expert opinion is the process of receiving feedback on the 

Table 1  Demographic information by data collection groups
Study 1 Study 2 Study 3
f % f % f %

Gender
Male 98 34,1 106 40,5 167 38,6
Female 189 65,9 156 59,5 269 61,7
Grade Level
1st Grade 37 12,9 62 23,7 62 14,2
2st Grade 36 12,5 87 33,2 112 25,7
3st Grade 149 51,9 69 26,3 170 39
4st Grade 65 22,6 44 16,8 92 21,1
Mother’s Education Level
Illiterate 21 7,3 19 7,3 26 6
Primary School 84 29,3 78 29,8 129 29,6
Secondary School 54 18,8 51 19,5 87 20
High School 82 28,6 65 24,8 115 26,4
University 46 16 49 18,7 79 18,1
Father’s Education Level
Illiterate 9 3,1 6 2,3 10 2,3
Primary School 61 21,3 54 20,6 95 21,8
Secondary School 46 16 51 19,5 76 17,4
High School 79 27,5 85 32,4 134 30,7
University 92 32,1 66 25,2 121 27,8



Page 7 of 17Söner and Duru BMC Psychology          (2025) 13:954 

appropriateness of the items from individuals who work 
on the research topic as a way to increase content validity 
[62]. In this context, the questionnaire was submitted to 
the opinions of two experts in the field of Career Counsel-
ing from the Department of Guidance and Psychological 
Counseling, who have national and international studies 
in the field of Career Counseling and hold a PhD degree 
in the relevant field, and one expert from the Depart-
ment of Psychology, who has national and international 
studies in the field of Industrial and Organizational Psy-
chology and holds a PhD degree in the relevant field. In 
addition, the items were checked by an expert from the 
Turkish department to determine whether the items com-
plied with Turkish grammar rules. Based on the feed-
back from the experts, the number of items was reduced 
to 19. These 19 items were pre-tested with a group of 16 
university students. During the pre-testing, the compre-
hensibility of the items, clarity of the expressions, and 
printing errors were noted; the average response time for 
each item was set as 15–20 min. As a result of the pre-
liminary test, the scale was finalized by removing items 
that were not understood or deemed unnecessary. Then, 
the trial form was applied. In addition, considering the 
feedback received from experts, the pre-application, and 
the capacity of university students to express fine distinc-
tions more precisely, the use of a 7-point Likert type (1- 
Strongly Disagree, 7- Strongly Agree) was used because 
it allows for more sensitive measurements by increasing 
the variance of responses and strengthens the suitability 
of parametric statistics in data analysis [64]. During the 
applications, voluntary participation was ensured, and 
detailed explanations about the scale were given to the 
participants before the application. In these explanations, 
information was given about the purpose of the scale, the 
content of the items, and the method of answering. All 
corrections were made during the trial application. As a 
result, four items were removed due to low factor load-
ings or redundancy, reducing the number of items to 19. 
Subsequently, confirmatory factor analysis (CFA) was 
performed, leading to a final 12-item unidimensional 
structure with strong psychometric properties. For trans-
parency and ease of cross-cultural evaluation, the English 
wording of all items — including the initial 21 items and 
the final 12-item version — is presented in Appendix A 
and Appendix B.

Proactive career behavior scale  This measurement 
tool was developed by Hirschi et al. (2014) and trans-
lated into Turkish by Korkmaz et al. (2020) [53, 65]. The 
Turkish adaptation of the scale was conducted on uni-
versity students. The scale consists of nine items and one 
dimension. In addition, the scale is a five-point Likert 
scale (1 - Rarely, 5 - Very often), and the higher the score 
obtained from the scale, the higher the proactive career 

commitment. Goodness of fit values [ꭓ2 = 118.117, df = 24, 
p < .001; CFI = 0.95; TLI = 0.93; RMSEA = 0.09 (90% C.I. = 
07.-0.11); SRMR = 0.06] were determined in the analysis of 
the scale. The scale’s Cronbach Alpha internal consistency 
coefficient was calculated as 0.88. The correlation calcu-
lated from the test-retest applied four weeks apart was 
moderate and significant (r = .67, p < .001). The item-total 
correlations of the scale were found to vary between 0.49 
and 0.80. The Cronbach’s alpha reliability coefficient of 
the scale for this study was re-examined and found to be 
0.896. In addition, confirmatory factor analysis and good-
ness of fit values were re-examined for this study, and it 
was found that these values were within acceptable ranges 
[χ²/df = 3.952, CFI = 0.966, GFI = 0.955, RMSEA = 0.080, 
SRMR = 0.040].

Work volition scale  This measurement tool was devel-
oped by Duffy et al. (2012) and translated into Turkish by 
Büyükgöze-Kavas and Ünal (2019) [43, 66]. The adapta-
tion of the scale was conducted on university students. 
The scale has 16 items and two sub-dimensions: structural 
barriers and financial barriers. In addition, the scale is a 
seven-point Likert-type scale (1 - Strongly Disagree, 7 - 
Strongly Agree), and the higher the score obtained from 
the scale, the higher the work volition. Goodness of fit val-
ues [CFI = 0.96, TLI = 0.95, RMSEA = 0.048, 90% CI = 0.026 
− 0.067, SRMR = 0.049] were found in the analysis of the 
scale. Cronbach’s alpha internal consistency coefficient 
was 0.86 for the total score, 0.82 for the financial barriers 
subscale, and 0.72 for the structural barriers subscale. The 
Cronbach’s alpha reliability coefficient of the scale for this 
study was re-examined and found to be 0.865. In addition, 
confirmatory factor analysis and goodness of fit values 
were re-examined for this study, and it was found that 
these values were within acceptable ranges [CFI=0.912, 
GFI=0.911, RMSEA=0.077, SRMR = 0.044].

Job finding anxiety scale  This measurement tool was 
developed by Gül-Şanli et al. (2023) to determine univer-
sity students’ anxiety about finding a job [67]. Two sepa-
rate sample groups were used in the development of the 
scale. Exploratory Factor Analysis (EFA) was conducted 
on the first sample (456 students), and it was determined 
that the scale had a single-factor structure with 10 items 
explaining 45% of the total variance. In addition, the scale 
is a four-point Likert-type scale (1-Disagree, 4-Agree), 
and the higher the score obtained from the scale, the 
higher the anxiety about finding a job. Factor loadings 
ranged between 0.45 and 0.80, the Kaiser-Meyer-Olkin 
(KMO) value was found to be 0.90, and Bartlett’s Test of 
Sphericity was significant, indicating that the data were 
suitable for factor analysis. Confirmatory Factor Analy-
sis (CFA) was conducted on the second sample (862 stu-
dents), and the model was found to have good fit values 
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(χ²/df = 3.55, CFI = 0.97, RMSEA = 0.05). The CFA results 
confirmed the one-factor structure determined by EFA. 
The scale’s reliability was tested with Cronbach’s alpha 
coefficients and found to be 0.85 and 0.88 in both samples, 
respectively. The Cronbach’s alpha reliability coefficient of 
the scale for this study was re-examined and found to be 
0.877. In addition, confirmatory factor analysis and good-
ness of fit values were re-examined for this study, and it 
was found that these values were within acceptable ranges 
[χ²/df = 4.278, CFI = 0.943, GFI = 0.935, RMSEA = 0.079, 
SRMR = 0.047].

Data collection process
The researchers obtained the necessary ethical permis-
sion for the scale development study with the November 
29, 2024 decision. They numbered 2024-11 of the Social 
and Human Sciences Research and Publication Ethics 
Committee of the university with which they are affili-
ated. After the ethical permission, the scales were dis-
tributed to the students who wanted to participate in the 
study, and data were collected based on the principle of 
volunteerism. The researchers collected the data face-to-
face. During the application, the researchers informed 
the participants about the purpose of the study. Partici-
pants completed the scales in an average of 25 min. The 
data collection process was carried out in three stages. 
The collected data were used for exploratory factor analy-
sis in the first stage (November 30- December 5, 2024). 
Then, the data collection phase was started again to ver-
ify the determined structure (December 8 - December 
15, 2024). The third stage began after the structure found 
by exploratory factor analysis was confirmed by confir-
matory factor analysis (December 17, 2024 - December 
30, 2024). In this stage, the work volition scale, job-find-
ing anxiety scale, and proactive career behavior scales 
were applied together with the developed measurement 
tool. Correlation and measurement invariance analyses 
were conducted in the third stage with the collected data.

Data analysis
Statistical Package for the Social Sciences (SPSS, Statisti-
cal Package for the Social Sciences), AMOS (Analysis of 
Moment Structures), JASP, and JAMOVI statistical pack-
age programs were used to analyze the data. First, the 
data were analyzed for missing values and outliers. Then, 
the reliability and validity of the scale were investigated. 
With the data collected in the first stage (Study 1), KMO 
and Barlett’s Sphericity tests were examined to determine 
whether the data were suitable for factor analysis, and 
it was determined that these findings were appropriate. 
Then, the factor loading values of the items were exam-
ined, and eigenvalues were calculated. Item discrimina-
tion was reviewed to determine the extent to which the 
items in the measurement tool could measure the desired 

feature. In this context, the difference between the item 
mean scores between the lower 27% and upper 27% 
groups according to the scores of the measurement tool 
was examined by an independent t-test, and this relation-
ship was found to be insignificant, as expected. These 
analyses were performed with the SPSS program. SPSS 
was primarily utilized for basic data cleaning, descriptive 
statistics, item discrimination analysis, and exploratory 
factor analysis due to its practicality and widespread 
acceptance in psychometric studies. Then, McDonald’s 
ω, Cronbach’s Alpha, and Guttman’s Lambda values were 
examined to determine the internal reliability of the mea-
surement tool. In addition, CR and AVE values were cal-
culated to determine the measurement tool’s construct 
reliability and convergent validity. These values were 
found to be within the desired ranges. After the explor-
atory factor analysis of the measurement tool was found 
to be within the desired ranges, data were collected again 
from different groups in the second stage to verify (Study 
2) this structure. Confirmatory factor analysis was per-
formed with the collected data, and goodness of fit values 
were examined. The CFA for Study 2 data was conducted 
using AMOS to confirm the factor structure identified 
in Study 1. These values were also found to be within the 
desired ranges, and the third stage of the research was 
started. In the third stage, data were collected again from 
different groups (Study 3). First, the AMOS program 
was used to analyze the measurement invariance of the 
tool according to gender. Specifically, the measurement 
invariance analyses (configural invariance, structural 
equivalence, metric equivalence, and scalar equivalence) 
were conducted using the Study 3 dataset, not Study 2, 
as the Study 3 sample was larger and more suitable for 
multi-group comparisons. AMOS was specifically cho-
sen for confirmatory factor analysis and measurement 
invariance tests because it provides advanced modeling 
capabilities and is considered a standard tool for struc-
tural equation modeling. Multiple group analyses were 
performed in this program. In this context, configural 
invariance, structural equivalence, metric equivalence, 
and scalar equivalence were analyzed, and it was seen 
that measurement invariance was achieved. Finally, to 
determine the relationship between career sustainability 
and gender, age, anxiety about finding a job, work voli-
tion, and proactive career behavior, the relationship was 
examined with the JAMOVI statistical program with 95% 
lower and upper confidence intervals. Correlation analy-
ses for Study 3 data were conducted using JAMOVI to 
efficiently compute Pearson correlations and their con-
fidence intervals, adhering to APA reporting guidelines. 
JAMOVI was utilized for correlational analyses because 
it offers an intuitive interface and enables the computa-
tion of confidence intervals for correlation coefficients 
more efficiently than SPSS, which was essential for 
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meeting the reporting standards of this study. Network 
analysis was performed with the JASP statistical program 
to explore this relationship’s internal dynamics. Network 
analysis is a powerful method to visualize and under-
stand the relationship between variables. This type of 
analysis is beneficial for examining the internal dynamics 
of complex constructs such as career sustainability. The 
analysis identifies positive (blue lines) and negative (red 
lines) correlations, revealing which factors are supportive 
or inhibitory. Furthermore, identifying centrally located 
variables allows us to understand these variables’ effects 
on others and test the validity of theoretical models. Net-
work analysis was also performed on Study 3 data using 
JASP, which provided user-friendly visualization options 
to illustrate the complex interrelationships among the 
study variables. JASP was employed for network analy-
sis because it provides user-friendly and visually detailed 
network plots that are unavailable in SPSS or JAMOVI. 
Therefore, different programs were strategically chosen 
to leverage their specific strengths at different stages of 
the analysis.

Findings
Results of exploratory factor analysis and construct validity 
(study 1)
After the expert opinions, the 21-item measurement tool, 
which provided content validity, was pretested with 16 
participants, and the incomprehensible items of the scale 
were corrected. Similar items were removed, and a data 
set of 19 items was obtained for the actual application. 
Findings regarding KMO, Barlett’s test, item factor load-
ings, and eigenvalues of the career sustainability scale are 
presented in Table 2.

According to Erkuş (2016), many factor extraction 
methods have been found to assess whether the data 
set is suitable for factor analysis [68]. These include the 
creation of the correlation matrix, Barlett’s test, and 

Kaiser-Meyer-Olkin (KMO) tests. Accordingly, the 
suitability of the data set for factor analysis was tested 
first. The KMO test assesses whether the data is suit-
able for factor analysis. Above 0.90 indicates a perfect 
fit. Bartlett’s Test of Sphericity tests whether the corre-
lations between variables are significant. A significant 
result shows that factor analysis can be performed. In this 
study, KMO was 0.922, and Bartlett’s Test of Sphericity 
was significant (p < .01). According to these results, the 
data set was accepted as suitable for EFA [69, 70]. This 
study determined the minimum acceptable value for fac-
tor loading as 0.40 [62]. Items with loadings above this 
threshold were included in the factor structure. The fac-
tor loading values of all items in the scale were between 
0.554 and 0.834, indicating that the items had a strong 
relationship with the relevant factors. The data and 
results show that there are high correlations between the 
variables. In other words, the data set is suitable for fac-
tor analysis.

Eigenvalue statistics are used to determine the number 
of factors. As seen in Table 2, the scale has a unidimen-
sional structure, and its eigenvalue is 6.187. The variance 
explained by the unidimensional structure was found 
to be 51.556%. Tavşancıl (2014) stated that 40% and 
60% variance ratios are ideal [71]. The variance ratio of 
51.556% obtained in this study is within the ideal range.

Findings related to item discrimination (study 1)
At this stage, discrimination studies were conducted to 
determine to what extent the items in the measurement 
tool could measure the trait to be measured. The item 
discrimination index (D) shows how much the items dis-
criminate against individuals about the measured trait. 
In other words, it is the power of the scale to distinguish 
between individuals with a high level of the trait it aims 
to measure and individuals with a low level of the trait. 
The item discrimination index can vary between − 1 and 

Table 2  Item factor loadings, item total correlations, eigenvalues, KMO, and barlett’s test results of the career sustainability scale
Old Item No New Item No Item Factor Load Value Item Total Correlation Eigenvalues Variances KMO Barlett Spheric-

ity Test
x̄ p

2 1 0,694 0.698 6.187 51.556 0.922 1753.154 0.000
4 2 0,604 0.619
5 3 0,554 0.581
6 4 0,723 0.726
9 5 0,772 0.756
10 6 0,801 0.786
11 7 0,699 0.698
12 8 0,834 0.818
13 9 0,711 0.715
14 10 0,732 0.728
18 11 0,690 0.697
19 12 0,756 0.751
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+ 1. The item inversely discriminates individuals regard-
ing the measured trait when this value is negative. There-
fore, such items should be removed from the test [71]. 
The item discrimination value can be found by testing the 
differences between the item mean scores of the lower 
27% and upper 27% groups formed according to the total 
scores of the test using an independent t-test [72].

In the item discrimination study, the participants’ total 
scores were calculated and ranked from highest to low-
est. Then, considering the (27%) value, the cut-off was 
applied to 170 participants from the top (highest scores) 
and 170 participants from the bottom (lowest scores); 
thus, 340 participants were obtained from 2 groups, 170 
participants per group. Independent t-tests were per-
formed for the upper and lower groups, and when the 
differences between the groups were analyzed, the results 
were found to be significant for all items (p = .000). These 
procedures were also applied to each subscale; the results 
are shown in Table 3.

As seen in Table  3, the item discrimination values of 
the scale consisting of 12 items and a single dimension 
were examined. The relationships between the scale’s 
total score and the sub-dimension’s total scores were 
significant. This shows that the items on the scale ade-
quately measure the trait to be measured. In addition, 
it was determined that each sub-dimension exhibited a 

consistent structure within itself. These findings reveal 
that the scale is appropriate in terms of measurement 
validity.

Findings related to confirmatory factor analysis (study 2)
CFA was performed to determine which factor the 
obtained items were more related to and to test whether 
the identified factors adequately represented these vari-
ables. The resulting path diagram is shown below.

According to the confirmatory factor analysis findings 
in Fig. 1, the chi-square value [χ2 = 131.283 df = 52, p < .01] 
of the Career Sustainability Scale was significant. The 
ratio of the chi-square value to the degrees of freedom is 
2.525. A value of less than 5% indicates that the fit index of 
the model is good [73]. One way to increase the fit values 
of the scale is to create covariance [73]; therefore, cova-
riance was created between some items. The fit values of 
the Career Sustainability Scale are as follows: [CFI = 0.951, 
NFI = 0.922, RMSEA = 0.076, SRMR = 0.039]. In this con-
text, it can be said that the fit values of the place attach-
ment scale obtained with CFA are a good fit [74–80].

Measurement invariance findings related to gender (Study 
3)
With the data obtained from the study group, multi-
group CFA was applied to reveal whether the career 

Table 3  Findings related to item discrimination
New Item No Old Item No Groups x̄ Sd t p
1 2 Lower Groups 4,4545 1,31335 -10.471 0.00

Upper Group 6,3766 0,93244
2 4 Lower Groups 4,6883 1,17271 -8.845 0.00

Upper Group 6,2727 1,04675
3 5 Lower Groups 4,4286 1,38059 -7.785 0.00

Upper Group 6,0260 1,12360
4 6 Lower Groups 4,2208 1,30408 -12.396 0.00

Upper Group 6,4805 0,92637
5 9 Lower Groups 4,8701 1,33131 -11.926 0.00

Upper Group 6,7792 0,44790
6 10 Lower Groups 5,0260 1,41397 -10.500 0.00

Upper Group 6,8052 0,45995
7 11 Lower Groups 4,3766 1,35762 -11.895 0.00

Upper Group 6,4935 0,77159
8 12 Lower Groups 4,9740 1,47768 -11.111 0.00

Upper Group 6,8961 0,34734
9 13 Lower Groups 4,3247 1,28187 -12.802 0.00

Upper Group 6,5325 0,80434
10 14 Lower Groups 4,7792 1,28374 -11.409 0.00

Upper Group 6,6364 0,62637
11 18 Lower Groups 4,3377 1,37277 -11.670 0.00

Upper Group 6,4416 0,78629
12 19 Lower Groups 4,8442 1,31854 -11.316 0.00

Upper Group 6,7143 0,60387
Note. x :̄ Mean, Sd: Standard Deviation

*p < .05
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sustainability scale for university students has measure-
ment equivalence in terms of male and female groups. 
Table 4 shows the measurement equivalencies obtained.

Table 4, regarding the measurement invariance analysis 
of the career sustainability, examines the construct valid-
ity and fit of the scale across gender groups (women, men, 
and all groups). According to the table, fit indices are cal-
culated separately for each group, and statistics on model 
differences are presented. For example, for all groups, χ² 
= 252.995, df = 54, RMSEA = 0.082, CFI = 0.924. For con-
figural invariance, χ² = 571.127, df = 162, RMSEA = 0.054, 
CFI = 0.922 were reported. In the structural equivalence, 
metric equivalence, and scalar equivalence analyses, the 
ΔCFI value between the fit indices was 0.001, and this 
difference was within acceptable limits. Specifically, in 
the structural equivalence analysis, the model differ-
ence statistics indicated Δχ² = 18.81 with Δdf = 24 and 
ΔCFI = 0.001, suggesting that constraining factor loadings 
to be equal across groups did not significantly worsen 
model fit. The CFA results show that a better fit was 
achieved due to the modifications made by correlating 
the error variances of the two items between the female 

and male groups. In the structural equivalence analy-
sis, the fit indices (χ² = 241.51, df = 80, RMSEA = 0.076, 
CFI = 0.94) were acceptable when the parameters were 
free. These findings indicate that the Career Sustainabil-
ity Scale provides measurement invariance between dif-
ferent groups and does not carry statistically significant 
differences.

Reliability analyses (study 1 and study 2)
Cronbach’s Alpha, McDonald’s ω, and Guttman’s Lambda 
internal reliability coefficients of each dimension were 
calculated to determine the internal reliability of the 
instrument. In addition, CR and AVE values were calcu-
lated to determine the construct reliability and conver-
gent validity of the measurement tool, and the results are 
presented in Table 5.

As seen in Table 5, AVE (Average Variance Extracted) 
and CR (Composite Reliability) values were also cal-
culated to assess the validity and reliability of the mea-
surement tool. An AVE above 0.50 indicates that the 
factor has a good explanatory power.CR assesses a fac-
tor’s internal consistency, similar to Cronbach’s Alpha. A 

Table 4  Measurement invariance and fit values of the career sustainability scale
Model Tests Model Fit Criteria Model Difference Statistics

χ2 df RMSEA CFI ∆χ2 ∆df ∆CFI
Individual groups
Females 185.827 54 0.080 0.914
Males 132.206 54 0.083 0.929
All groups 252.995 54 0.082 0.924
Configural İnvariance 571.127 162 0.054 0.922
Structural equivalence 589.508 186 0.050 0.923 18.81 24 0.001
Metric equivalence 586.522 184 0.050 0.923 15.395 22 0.001
Scalar equivalence 586.522 184 0.050 0.923 15.395 22 0.001

Fig. 1  Confirmatory Factor Analysis Model for career sustainability
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CR above 0.70 indicates that the factor is reliable [81]. CR 
values above 0.70 in the first, second, and third applica-
tions indicate high reliability. AVE values above 0.50 in all 
three applications indicate that these factors have a good 
explanatory power.

Reliability analysis results show that the scale has a 
high level of reliability in terms of internal consistency. 
McDonald’s ω values (0.914, 0.922, and 0.915) support 
the construct validity and consistency of the scale and 
are particularly consistent with Cronbach’s Alpha (0.911, 
0.920, and 0.884). McDonald’s ω, as an alternative to 
Cronbach’s Alpha that does not rely on the equal weight 
assumption, provides a more sensitive assessment of 
scales [82]. Guttman’s Lambda values (0.877 and 0.888) 
confirm that the overall reliability of the scale is high but 
show a more conservative result than McDonald’s ω and 
Cronbach’s Alpha [83]. These results support the idea 
that the measurement tool can be used reliably in scien-
tific research.

Relationship analysis (study 3)
First, descriptive information about the variables exam-
ined was tested with SPSS 26. In addition, the relation-
ship coefficient and confidence intervals of the career 
sustainability scale with gender, age, anxiety about find-
ing a job, work volition, and proactive career behav-
ior were analyzed with the JAMOVI program, and the 
results are presented in Table 6.

As seen in Table  6, when the relationships between 
the Career Sustainability Scale and other variables were 
examined, the most substantial positive relationship was 
found with proactive career behavior, and the confidence 
interval of this relationship was found to be quite narrow 

(r = .565, 95% CI = [0.482,0.638], p < .001). This narrow 
confidence interval indicates the stability of the relation-
ship and the strong effect of proactive career behavior 
on a career sustainability. A positive relationship was 
found between work volition and a career sustainability 
(r = .261, 95% CI = [0.149, 0.370], p < .001), suggesting 
that work volition is a significant determinant of a career 
sustainability. This confidence interval indicates that the 
relationship is of low to moderate strength.

There was no statistically significant relationship 
between age and career sustainability (r = .074, 95% 
CI = [-0.043, 0.189], p = .125), but a positive trend was 
observed. The fact that the confidence interval contains 
zero indicates that the relationship is insignificant. Simi-
larly, no significant relationship was found between the 
gender variable and career sustainability (r = .020, 95% CI 
= [-0.097, 0.137], p = .682), which confirms that the scale 
does not differ according to gender. A negative relation-
ship was found between anxiety about finding a job and 
a career sustainability (r= -033, 95% CI = [-0.148, 0.082], 
p = .492), but this relationship was not statistically sig-
nificant. The confidence interval includes zero, indi-
cating that the relationship is insignificant and may be 
coincidental.

Network analysis was performed with JASP to depict 
this relationship, and the results are presented in Fig. 2.

The network analysis in Fig. 2 shows the relationships 
between important variables for sustainable career devel-
opment. The blue lines representing positive correlations 
reveal particularly strong links between proactive career 
behavior (PCB), work volition (WV), and career sustain-
ability (SC). The thickest blue line between PCB and SC 
points to the critical role of proactive career behavior in 
building a sustainable career. On the other hand, the red 
lines representing negative correlations show that the 
link between job-finding anxiety (JFA) and work volition 
(WV) emphasizes the negative impact of anxiety on work 
volition. The thinner red and pink lines indicate the sub-
tle but present negative effects of age and gender on some 
variables. Overall, this network analysis highlights the 
fundamental roles of proactive career behavior and work 
volition in sustainable career development while showing 
the mitigating effect of job-finding anxiety.

Table 5  Reliability information of the career sustainability scale 
for study 1, study 2, and study 3

Study 1
(n = 282)

Study 2
(n = 262)

Study 3
(n = 446)

McDonald’s ω 0.914 0.922 0.915
Cronbach’s Alpha 0.911 0.920 0.884
Guttman’s Lambda 0.877 0.888 0.846
CR 0.927 0.933 0.924
AVE 0.516 0.538 0.468

Table 6  Relationship of career sustainability with job finding anxiety, work volition, proactive career behavior, gender, and age
Range x̄ Sd Skew. Curt. Correlations with Career 

Sustainability
Confidence İntervals

r p 95% CI Upper 95% CI Lower
Career Sustainability 12–84 67,37 10,708 − 0.709 1.002 - - - -
Gender 1–2 1,38 0,488 - - 0.020 0.682 0.113 0.074
Age 17–47 21,78 3,820 - - 0.074 0.125 0.166 0.021
Job Finding Anxiety 10–40 27.36 7,430 − 0.333 − 0.634 -0,033 0.492 0.166 -0,021
Work Volition 16–112 81,64 15,44 − 0.272 − 0.165 0.261 < 0.001 0.346 0.171
Proactive Career Behaviour 9–45 36,28 5,830 − 0.589 0.653 0.565 < 0.001 0.626 0.498
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Discussion and conclusion
To effectively assess university students’ attitudes 
towards career sustainability, this study provided various 
validity and reliability evidence for the “Career Sustain-
ability Scale (US-CSS-TR)” in the Turkish population. 
We developed the CSS and presented validity evidence 
by validating the scale’s factor structure and assessing 
whether it showed the expected relationships with other 
variables related to career development. Additionally, we 
tested the scale we developed in the context of Turkish 
culture for the first time. We designed a valid and reli-
able measurement tool that can be used in future studies. 
Our results showed that the single-factor structure of the 
CSS was a good fit for measuring perceptions of career 
sustainability.

Our study found that CSS has a strong positive and sig-
nificant relationship with proactive career behavior. In 
other words, proactive career behavior strongly affects 
a career sustainability. This finding aligns with theoreti-
cal perspectives suggesting that career sustainability is 
shaped by individuals’ resourcefulness, adaptability, and 
proactive engagement with their career environments 
[19]. From this point of view, the CSS we developed is 
related to positive variables in measurements related 
to career development. In this context, it is suitable for 
its purpose. There are also studies in the literature that 
support the results of our study. Lent et al. (2024) con-
cluded that basic proactive career behavior is important 
and effective in career sustainability [84]. Pekaar and 
Demerouti (2023) found a significant positive relation-
ship between perceived sustainable work activities and 

Fig. 2  Network analysis for a career sustainability. Blue lines represent positive correlations, and red lines represent negative correlations. Note. PCB: 
proactive career behavior; WV: work volition; SC: career sustainability; JFA: job-finding anxiety

 



Page 14 of 17Söner and Duru BMC Psychology          (2025) 13:954 

proactive sustainability work behaviors [85]. In their 
study, Talluri et al. (2022) found that the effect of proac-
tive career behaviors and career adaptability on career 
sustainability was significant in their mediation model 
[7]. Lawrence et al. (2017) emphasize that to increase 
career sustainability, employees should be proactive in 
this context, which will ensure career continuity through 
lifelong learning [86]. Career commitment is the level of 
proactive behaviors that individuals exhibit to develop 
their careers. Behaviors such as career planning, net-
working, and skill development during career develop-
ment and preparation can also be expressed as proactive 
career behavior [87]. These behaviors are closely related 
to adaptive components of career sustainability, par-
ticularly resourcefulness and flexibility, reflecting the 
practical relevance of such constructs. It is an inevitable 
necessity for individuals to improve their competencies 
for career sustainability. To increase their competencies, 
it is important that they can make their career planning 
effective. Individuals may lay the foundation for career 
sustainability by developing proactive behaviors. Positive 
career behaviors serve as an important prerequisite for 
career sustainability.

Another result of our research is a moderately posi-
tive relationship between work volition and career sus-
tainability. No study examining the relationship between 
career sustainability and work volition was found when 
the literature was examined. Work volition is the capac-
ity of an individual to make professional choices despite 
existing constraints [65]. As can be seen, the work voli-
tion refers to an individual’s ability to make effective 
choices despite adverse conditions. In addition, career 
sustainability also includes the individual’s ability to 
adapt to employment conditions, to be compatible with 
their career and values, to be open to innovations, and 
so on. The dimension of adaptability within career sus-
tainability shares conceptual ground with work volition, 
particularly in individuals’ readiness for career-related 
challenges. In this study, we present the first findings on 
the role of work volition in the perception of career sus-
tainability. As a matter of fact, in parallel with the results 
of our study, Su et al. (2023) concluded in their study that 
the work volition mediates the relationship between con-
textual constraints and decent working conditions [88]. 
Ma et al. (2020) found that economic constraints are 
negatively related to university students’ work willpower 
and perceptions of having a good job in the future [44]. 
Similarly, Kwon (2019) concluded that the direct effect 
of work volition on employability and its indirect effect 
through career adjustment are significant [89]. Turkey’s 
economic instability, the fact that public policies are 
based on austerity measures, and the fact that inflation 
is not stable and is constantly on the rise bring along a 
number of economic difficulties. According to data from 

the Central Bank of the Republic of Turkey (2025), there 
was a total change of 569.68% in the inflation rate from 
April 2020 to April 2025 [38]. The spread of this fluctu-
ating process over a five-year period may have caused 
young people who have reached the employment stage 
to adopt these processes. From this point of view, young 
people may have adapted to the existing problems, 
accepted the problems, and focused on their competen-
cies and capacities related to their career choices. Con-
sequently, they may believe that these perspectives based 
on adaptation and acceptance will support sustainability 
in their careers.

As another result of our study, we found a negative 
but non-significant relationship between anxiety about 
finding a job and career sustainability. When the litera-
ture was examined, we realized that no study addresses 
the relationship between anxiety about finding a job 
and career sustainability. In this context, Moore (2019) 
concluded that support mechanisms for sustainable 
employment are important for young people to reduce 
unemployment rates [51]. University students in Turkey 
may think that employment conditions and public poli-
cies will not change in the long run. Therefore, even if 
young people are aware of the employment process, they 
may believe they are unlikely to be employed, even if their 
anxiety about finding a job decreases. Public policies and 
employment conditions in Turkey fluctuate during politi-
cal election periods. Since these periods occur every 4–5 
years, young people may believe that reduced anxiety 
about finding a job is not supported by career sustainabil-
ity, based on the stagnant processes in employment.

Based on all these, CSS fills an important gap in career 
counseling, especially in the Turkish sample. In addition, 
when the literature is examined, it is seen that there are 
no studies directly related to career sustainability, will 
to work, and proactive career behaviors. With this scale 
development study, the first findings on which factors 
can be developed and associated with career sustainabil-
ity have been determined, and the basis for other studies 
has been established.

Implications and future directions
Our study offers a series of suggestions for both prac-
titioners and researchers. First, this study ensured the 
validity and reliability of the Turkish version of the CSS 
(US-CSS-TR). In the adaptation of this measurement tool 
to different cultures and in future studies, field experts 
can especially use this measurement tool to determine 
the perceptions of employees and prospective employees 
about career sustainability. Organizations and companies 
can benefit from this scale while recruiting according to 
their expectations and current employment conditions. 
At the same time, it may be functional to organize infor-
mation seminars for employers on career sustainability 
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and explain the critical role of sustainability in the career 
development process. Given that the CSS was developed 
with reference to theoretical understandings of career 
sustainability—including core elements such as resource-
fulness, flexibility, renewability, and integration—it pro-
vides a useful framework to assess competencies that are 
increasingly important for career resilience in complex 
labor markets [19].The other variables of our study (work 
volition and proactive career commitment) should also 
be addressed in the literature to understand the attitudes 
towards career sustainability in evaluating employee can-
didates in the employment processes in Turkish culture. 
Future studies can also examine how these variables align 
with the theoretical components of career sustainabil-
ity, especially focusing on how volitional and proactive 
capacities contribute to resourcefulness and long-term 
adaptability. In addition, in future studies, researchers 
can investigate how career sustainability is related to 
various factors of positive psychology (e.g., hope, emo-
tional intelligence) and how they affect career sustain-
ability. Within the scope of our study, we have included 
the variables of job search anxiety and proactive career 
behaviors. We will work in a field related to career sus-
tainability. However, the number of studies addressing 
the relationship between career sustainability and these 
variables is almost negligible. In addition, in future stud-
ies, researchers can address the antecedents of career 
sustainability in terms of other factors related to career 
development. Based on the results obtained, psychoedu-
cation programs can be prepared and implemented in 
universities’ career centers to expand the perspectives of 
university students and recent graduates on career sus-
tainability and use the factors affecting this concept to 
contribute to their career development. This study also 
addressed other career concepts that positively affect the 
perception of sustainable careers. However, empirical 
research linking these variables to the career sustainabil-
ity construct remains limited and should be expanded. In 
future studies, programs based on these can be created, 
and their effectiveness can be tested through experimen-
tal studies. In future studies, researchers can investigate 
what other variables may be effective in developing career 
sustainability perception and include variables from posi-
tive psychology (e.g., emotional intelligence, hope, etc.). 
Finally, the perceptions of individuals studying in differ-
ent departments and working in different sectors about 
career sustainability can be tested in more extensive and 
diverse samples and compared.

Limitations
Our study has a few limitations. The US-CSS-TR was 
designed for university students, and its applicability was 
limited to university students in this study. In addition, 
the career sustainability scale in the context of the study 

was prepared considering the current conditions, and the 
change of the concept over time should not be ignored. 
Within the scope of our study, we included the variables 
of job finding anxiety and proactive career behaviors. 
We will work in a field related to career sustainability. 
However, the number of studies addressing the relation-
ship between career sustainability and these variables is 
almost negligible. Therefore, we invite future researchers 
to conduct studies on the antecedents and consequences 
of career sustainability. The last limitation of our study is 
that we used a convenience sampling method. In future 
studies, researchers can utilize random sampling meth-
ods. In our study, we did not consider those who intend 
to work in the private sector and those who intend to 
work in the public sector as homogeneous. However, 
this factor may affect the perception of career sustain-
ability. The differences between these two groups can be 
examined in the following study. Finally, although Study 3 
provides a large enough sample for correlation and mea-
surement invariance analyses, the gender distribution is 
not perfectly balanced. Therefore, gender measurement 
invariance was performed using Study 3 data, and this 
choice is explained in the methodology section and con-
sidered a limitation of the study.
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