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Abstract: Based on social cognitive career theory, this study examined career 
success criteria clarity and career decision-making self-efficacy as mediators in 
the relationship between career exploration and affective well-being. Data were 
collected from 475 emerging adults in their early career stages in China. The 
results showed that both career success criteria clarity and career decision-making 
self-efficacy mediated the relationship between career exploration and affective 
well-being. Career decision-making self-efficacy exhibited a stronger mediating 
effect on this relationship than career success criteria clarity. These findings reveal 
some important mechanisms underlying the role of career exploration in 
generating affective well-being and contribute to the social cognitive career theory 
model. Implications both for researchers and practitioners are discussed. 
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1 Introduction 
It is well known that negative affect can cause all kinds of problems for both individuals and society 

[1]. Evidence shows that anxiety, sadness and anger may lead to susceptibilities to stress-related physical 
disorders [2], unipolar depression [3], loss of work productivity [4], heart disease [5], some cancers [6], and 
even suicide [7]. Considering the severe suffering and loss, it is crucial to help individuals increase affective 
well-being to regulate negative emotions. Buffer effect of positive affect can help them relieve stress and 
increase their ability to cope with those challenges by incrementing coping resources [8] such as physical, 
intellectual, or social resources [9,10] as well as physiological toughness [11].  

Besides, effective well-being is a prerequisite for emerging adults to successfully cope with school-
to-work transition and career transitions [12]. How to gain affective well-being through career development 
is becoming an interest of researchers and practitioners. It is commonly recognized for researchers that 
affective well-being and a variety of favourable circumstances or characteristics have mutual causality [13]. 
However, the approaches to acquire affective well-being received relatively scant attention. Therefore, it is 
necessary to delve into the mechanism in which employees obtain affective well-being. 

In the current boundaryless career world, employees play an increasingly active role in career 
development and move voluntarily across organizational boundaries for better employability and career 
success [14]. Individuals pursue jobs that are meaningful to them personally and assess career success more 
subjectively [15]. Whether they experience a positive or negative effect largely depends on their career 
choices which are affected by career-related cognitions. Byars [16] identified dynamic transaction between 
vocational behaviour, cognition, affect and environment. Traditional career counselling techniques also 
emphasize the importance of cognitions and the use of information in emotion processing [17]. Social 
cognitive career theory holds the view that career decision-making self-efficacy is a crucial cognitive 
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variable that influences career outcomes [18]. It influences one’s interpretation and evaluation of career-
related events as benign or upsetting, further arouse positive or negative emotions and previous studies 
indicate that feelings of competence are associated with affective well-being [19].  

Apart from that, feelings of effect or emotions require “cognitive appraisals or meaning assessments” 
(p. 121) [20]. Career success criteria, representing one’s attitude, cognition, and values about career success, 
consist of three dimensions: fulfilment of intrinsic psychological needs, the balance between work and non-
work lives, and extrinsic rewards [21]. With clear career success criteria, individuals have a well-developed 
cognition both of themselves and their vocational goals, and they could be motivated to shoulder more 
responsibility and achieve improved performance, in turn leading to affective well-being [22]. Therefore, 
as essential cognitive components, career decision-making self-efficacy and career success criteria clarity 
may influence the generation of affective well-being.  

Flum et al. [23] claimed that “career exploration provided cognition and affective building blocks for 
self-construction” (p. 382). With lifelong and adaptive function, career exploration equips individuals with 
the relevant information and knowledge to deal with occupational changes [24,25]. They are more capable 
to pursue meaningful careers at the personal level and gain affective well-being. Consistently, we suppose 
that career exploration behaviours will lead to a high level of career decision-making self-efficacy and 
career success criteria clarity, which further affects affective well-being. 

This research contributes to the literature on effective well-being in several ways. First, this study 
attempts to provide a more comprehensive understanding of how career exploration affects affective well-
being by constructing an integrated conceptual framework. It will simultaneously examine the mediating 
roles of career decision-making self-efficacy and career success criteria clarity in the career development 
process to reveal the underlying mechanism between career exploration and affective well-being, improving 
the understanding of how these antecedents affect the generation of affective well-being. Moreover, by 
comparing the mediating effect of career decision-making self-efficacy and career success criteria clarity, 
this research will offer practical implications for both career educators and consultants and enrich the 
research on social cognitive career theory. 

2 Hypotheses Development 
2.1 The Relationship between Career Exploration and Affective Well-Being 

Career exploration is a core construct in theories and models of career development [26,27]. It is 
defined as “purposive behaviour and cognitions that afford access to information about occupations, jobs, 
organizations that were not previously in the stimulus field” (p. 192) [27]. Career exploration contains self-
exploration and environmental exploration. When conducting self-exploration, individuals explore their 
internal attributes such as values, personality, vocational interests. Exploration of relevant environment 
includes opportunities and challenges from social contacts, work contexts, labour market or social reality 
[28]. For emerging adults in the career development process, career exploration is traditionally considered 
as an indispensable and essential stage to make an overall career plan, manage the swift changes in the 
labour market and society, deal with transitions in life, and predict future career success [29-31]. 

When exploring their career paths, individuals could acquire information regarding their personal 
attributes and abilities as well as the relevant environment, further motivating them to set challenging career 
goals [32]. Moreover, individuals can receive effective feedback because career exploration can foster 
people’s emotional feelings towards those pieces of information [23]. Therefore, they will have a clearer 
goal of future career path and become inspired and fullhearted. On the basis of social cognitive career 
theory, people who engage themselves in goal-directed behaviours will take part in valued activities. This 
may encourage them to build stronger social ties and obtain social support, and to see those activities as 
meaningful and interesting, thus stimulating positive effect and promoting affective well-being [33]. For 
example, through career exploration, people may find that they are enthusiastic to help others and hold 
internships in nongovernmental organizations as a social worker, getting together with a group of like-
minded people and being fulfilled and contented. Besides, previous studies found that simply having goals 
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or having valued goals could be positively related to well-being [19,33]. Hence, these ideas lead to the 
following hypothesis: 

H1: CE is positively related to affective well-being. 

2.2 The Mediation Impact of Career Success Criteria Clarity 
Career success criteria refer to one’s attitude, cognition, and values about career success, including three 

dimensions: fulfilment of intrinsic psychological needs, the balance between work and non-work lives, and 
extrinsic rewards [21]. Career success criteria clarity reflects individuals’ self-construction and self-evaluation 
about their career success. This clarity develops over time as individuals think about goals and aspirations for 
their careers, observe role models, and consider what they value the most in their career lives. According to 
Judge and colleagues [34], career exploration is a crucial source of core self-evaluation that reflects one’s self-
efficacy, which in turn lead to positive employment outcomes. Flum et al. [23] emphasized that exploration 
provides cognitive building blocks for self-construction during career development. Zikic et al. [30] also 
claimed that career exploration leads to positive career outcomes by shaping the way in which an individual 
thinks about himself/herself and further influences his/her self-concept.   

Some scholars believe that one way to achieve effective well-being is to strive for career success [35]. 
However, both practical and academic evidence shows the complexity of the relationship between career 
success and affective well-being. For one thing, high income and high status with power may increase 
personal positive feelings. For another, time constraints, stress and other costs may cause negative 
emotions. The famous paradox of happiness stems from the discussion of the relationship between income 
and well-being [36]. Apart from inconsistent results, most scholars focus on the relationship between career 
outcomes and affective well-being, neglecting the influence of vocational cognition and values on 
happiness. Career success criteria not only denote ultimate career values and goals that individuals pursue 
but also reflect the values and goals of one’s own view of life. For example, the work-life balance dimension 
of career success criteria expresses the goal of acquiring a balance between work and non-work life. The 
fundamental reason is that career and life are inalienable, as a career is a process through which people 
endow meanings to their vocations [37]. Therefore, the current study sought to examine the mediation effect 
of career success criteria clarity in the relationship between career exploration and affective well-being. 
Consequently, we propose the following hypothesis: 

Hypothesis 2: Career success criteria clarity mediates the relationship between career exploration 
and affective well-being. 

2.3 The Mediation Impact of Career Decision-Making Self-Efficacy 
Social cognitive career theory explains how people generate vocational interests, make relevant 

choices, and pursue positive outcomes [18,38]. Self-efficacy has been considered a key component in the 
model of social cognitive career theory, which refers to an individual’s confidence in his abilities to 
accomplish tasks [39]. Taylor et al. [40] further developed the concept of career decision-making self-
efficacy, especially indicating the confidence that one can perform well in the career decision-making 
process. The predictive role of career decision-making self-efficacy on individuals’ vocational behaviours 
and outcomes has been identified by numerous studies [18,41,42].  

Career exploration, referring to “purposive behaviour and cognitions that afford access to information 
about occupations, jobs, organizations that were not previously in the stimulus field”, involves gathering 
and analyzing vocational information about the self and the environment in which they work (p. 192) [27]. 
Theoretically, an individual’s exploration of personal and contextual attributes promotes a fit between the 
self and the environment and thus contributing to positive employment outcomes, such as career 
commitment, career engagement and career decision-making self-efficacy [43]. Career exploration reduces 
individuals’ career indecision by assisting them to manage career distress caused by indecision [44]. A 
positive linkage between career exploration and career decision-making self-efficacy has been shown by 
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previous studies [45,46]. However, Downing et al. [47] have found an inconsistent result that young adults 
at universities become more indecisive as they explore more about their careers.  

People with a high level of career decision-making self-efficacy tend to adopt a problem-focused 
coping style which motivates them to solve problems and resolve the source of stress [48,49]. Many 
definitions of coping highlight the effect of coping as a process of responding to stress [50]. Emerging 
adults (aged 18-29) are in a developing period described as one of the most stressful periods partly because 
of high levels of instability and uncertainty [51-55]. In this stressful transition, positive coping style can 
take efforts to reduce negative emotions and enhance positive emotions across situations [50].  

Individuals’ beliefs of efficacy have an effect on their feelings. Related research shows that a higher 
level of self-efficacy can predict less negative affect such as depression and anxiety [56]. There is a relative 
lack of studies concerning the impact of domain-specific self-efficacy on affective well-being. An empirical 
study by Salanova et al. [57] shows that efficacy beliefs reciprocally influence one’s affective well-being. 
According to social cognitive theory, “affect and efficacy beliefs reciprocally come about over time, 
meaning that affective well-being is not only an antecedent of efficacy beliefs but also a consequence” (p. 
257) [57]. Consequently, we propose the following hypothesis: 

Hypothesis 3: Career decision-making self-efficacy mediates the relationship between career 
exploration and affective well-being. 

3 Method 
3.1 Data and Sample 

This study focused on emerging adults (aged 18 to 29) [55]. As a result, we only invited those who 
were under 30 years old to take part in the survey. Participants finished the whole questionnaire at a time. 
We sent a total of 1000 questionnaires and received 475 valid responses (25.5% male). The effective rate 
of this study was 47.5%. The average age was 21.87 (SD = 1.34). 

3.2 Measures 
3.2.1 Career Exploration 

Career exploration was measured by the 5-item self-exploration subscale and the 6-item environmental 
exploration subscale in career exploration scale [27]. Previous studies used and validated the Chinese 
version of this scale [58]. Participants were asked to rate the extent to which they have behaved in the 
following ways over the last 3 months. A sample item of the self-exploration scale was: “Been retrospective 
in thinking about my career”. A sample item of the environmental exploration scale was: “Went to various 
career orientation programs”. Participants were asked to rate on a 5-point Likert scale from 1 = little to 5 
= a great deal. The Cronbach’s alpha was 0.91. 

3.2.2. Career Success Criteria Clarity 
The 21-item career success criteria scale was developed by Zhou et al. [21]. Pan et al. [59] revised this 

scale into a 10-item version. To assess career success criteria clarity, we asked participants to rate the extent 
to which they were clear and confident while making judgement on each item of the revised career success 
criteria scale. For example, one of the items measuring career success criteria clarity was “I am clear and 
confident regarding my reviews on whether career success is that one’s talents and potential capacities are 
fully utilized in his or her career”. Participants rated on a 7-point Likert scale ranging from 1 = strongly 
disagree) to 7 = strongly agree. The Cronbach’s alpha of this scale was 0.94. 

3.2.3 Career Decision-Making Self-Efficacy 
We used the short form of Career Decision-Making Self-Efficacy Scale (CDMSE-SF) [60] to measure 

career decision-making self-efficacy. This scale had 25 items and was translated and validated in Chinese 
context [61]. Participants rated on a 7-point Likert scale from 1 = no confidence at all to 7 = complete 
confidence. The Cronbach’s alpha was 0.97. 
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3.2.4 Affective Well-Being 
We used the positive affect subscale in positive affect and negative affect scale (PANAS) [62] to 

measure affective well-being. This scale was translated and tested using Chinese samples by Huang et al. 
[63]. There were ten words depicting different positive affect in this scale, such as “exciting” and 
“inspiring”. In the survey, we asked participants that “during past 3 months, how often do you experience 
these kinds of affect”. Participants rated on a 7-point Likert scale from 1 = seldom or never to 7 = very 
often. The Cronbach’s alpha was 0.88. 

3.2.5 Control Variables 
Previous studies indicated that age and gender differences could have influence on people’s mood and 

emotions [64,65]. Therefore, we controlled for the effect of age and gender when conducting data analyses. 

3.3 Data Analysis 
Before data analysis, we conducted common method bias test. We employed confirmatory factor 

analysis (CFA) using Mplus 7.4 [66] to ensure the distinctiveness of the measurement model. We employed 
Process 3.4 to test the multi-mediation model using bootstrapping method recommended by Preacher et al. 
[67]. Bootstrap sample size was 5000 and all variables were standardized before data analysis. 

4 Results 
4.1 Test of Common Method Bias 

This study adopted Harman’s single-factor test to verify the absence of common method bias [68]. 
After loading all the items into one factor, there was no single factor could explain the majority of the total 
variance, indicating that common method bias was not significant [69]. The first factor accounted for 
37.66% (< 40%) of total variance. Therefore, common method bias shouldn’t affect the results of this study. 

4.2 Description Statistics and Correlations 
Tab. 1 depicted the results of description statistics. It was noticeable that career exploration and affective 

well-being correlated positively and significantly (r = 0.45, p < 0.001). This result provided support for 
Hypothesis 1. Besides, all main variables in the research model had a positive relationship with each other. 

Table 1: Descriptive statistics and correlations (N = 240) 

 Variables Mean SD 1 2 3 4 5 
1 CE 3.23 0.86 —     
2 CSCC 5.11 1.29 0.34*** —    
3 CDSE 4.94 1.12 0.67*** 0.45*** —   
4 AWB 4.78 1.18 0.45*** 0.35*** 0.50*** —  
5 Gender 1.75 0.44 -0.13** -0.04 -0.06 -0.09 — 
6 Age 21.87 1.34 0.06 -0.00 0.04 0.04 -0.14** 

Notes. * p < 0.05, ** p < 0.01, *** p < 0.001. CE = career exploration. CSCC = career success criteria clarity. 
CDSE = career decision-making self-efficacy. AWB = affective well-being. 

4.3 Confirmatory Factor Analysis 
To test the distinctiveness of measurement model, we adopted confirmatory factor analysis (CFA). 

Before CFA, we conducted KMO test (KMO value = 0.96) and Bartlett’s test of sphericity (p < 0.001). We 
also paired the items to reduce the number of observed variables according to previous studies [70,71]. We 
chose several fit indices to test the result of CFA according to Hu et al. [72] and Byrne [73]. Those indices 
included χ2, CFI (comparative fit index), TLI (Tucker-Lewis index), SRMR (standardized root-mean-
square residual), and RMSEA (root mean square error of approximation). 
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The result of CFA was shown in Tab. 2. It was obvious that the four-factor model fit with the data best, 
with χ2 = 1221.78, CFI = 0.92 TLI = 0.92, SRMR = 0.05, RMSEA = 0.07, confirming good discriminant 
validity of the constructs used in this study. 

Table 2: CFA of the items (N = 240) 

Models χ2 CFI TLI SRMR RMSEA 
Four-factor model 1221.78 0.92 0.92 0.05 0.07 
Three-factor model 2708.68 0.79 0.77 0.09 0.12 
Two-factor model 3443.75 0.72 0.70 0.10 0.13 
One-factor model 4087.93 0.66 0.64 0.11 0.14 
Notes. Four-factor model = career exploration, career success criteria clarity, career decision-making 
self-efficacy, affective well-being. Three-factor model = career exploration, career success criteria 
clarity + career decision-making self-efficacy, affective well-being. Two-factor model = career 
exploration + career success criteria clarity + career decision-making self-efficacy, affective well-being. 
One-factor model = career exploration + career success criteria clarity + career decision-making self-
efficacy + affective well-being. 

4.4 Test of Hypotheses 
Tab. 3 showed the results of total effect. Career exploration positively predicted affective well-being 

(β = 0.45, p < 0.001) and the 95% CI was [0.36, 0.53]. Thus, Hypothesis 1 was supported. 

Table 3: Results of total effect 

Variables and Statistics 
Outcome: Affective Well-Being 
β SE t 

Career Exploration 0.45 0.04 10.75*** 
Gender -0.03 0.04 -0.67 
Age 0.01 0.04 0.23 
R2 0.20 
F 40.20 

 
Tabs. 4 and 5 demonstrated the results of the multi-mediation model. As Stages 1 and 2 in Tab. 4 

showed, career exploration was positively correlated with career success criteria clarity (β = 0.34, p < 0.001) 
and career decision-making self-efficacy (β = 0.67, p < 0.001). In Stage 3, after adding two mediators, 
career success criteria clarity and career decision-making self-efficacy were still positively related to 
affective well-being (β = 0.15, p < 0.001; β = 0.29, p < 0.001, respectively) and the relationship between 
career exploration and affective well-being was less significant (β = 0.20, p < 0.001), indicating the partial 
mediation effect of career success criteria clarity and career decision-making self-efficacy. In Tab. 5, the 
95% CI of each mediator was not including zero. Therefore, the indirect effect of career success criteria 
clarity and career decision-making self-efficacy in this model was supported. Hypothesis 2 and 3 were 
proven valid. We further compared these two mediating mechanisms. As in Tab. 5, the effect size of career 
decision-making self-efficacy was stronger than career success criteria clarity.  
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Table 4: Results of indirect effect 

Variables and 
Statistics 

Stage 1.  
Outcome: CSCC 

Stage 2.  
Outcome: CDSE 

Stage 3.  
Outcome: AWB 

β SE t β SE t β SE t 
CE 0.34 0.04 7.88*** 0.67 0.03 19.26*** 0.20 0.05 3.74*** 
CSCC       0.15 0.04 3.54*** 
CDSE       0.29 0.05 5.38*** 
Gender 0.01 0.04 0.12 0.03 0.04 0.79 -0.04 0.04 -0.93 
Age -0.03 0.04 -0.72 0.00 0.03 0.11 0.01 0.04 0.33 
R2 0.12 0.44 0.29 
F 20.98 124.89 38.88 

Notes. * p < 0.05, ** p < 0.01, *** p < 0.001. CE = career exploration. CSCC = career success criteria clarity. 
CDSE = career decision-making self-efficacy. AWB = affective well-being. 

Table 5: Test of the indirect effect 

Mediators Effect Boot SE Boot LLCI Boot ULCI 
Career Success Criteria Clarity 0.05 0.02 0.02 0.10 
Career Decision-Making Self-Efficacy 0.20 0.05 0.10 0.29 

5 Discussion 
Drawing on social cognitive career theory, this research constructed and examined a conceptual model 

to test the relations between career exploration, career success criteria clarity, career decision-making self-
efficacy, and affective well-being. The results showed that career success criteria clarity and career 
decision-making self-efficacy partially mediated the effect of career exploration on affective well-being. In 
addition, the mediation effect of career decision-making self-efficacy is stronger than that of career success 
criteria clarity. These findings enrich the literature on career exploration and affective well-being, and 
address calls to improve employees’ affective well-being, with implications for both career education and 
counseling. 

5.1 Theoretical Implications 
First, the results provide empirical evidence for the predicting role of career exploration, career success 

criteria clarity and career decision-making self-efficacy on affective well-being. Through self-exploration 
and environmental exploration behaviours, emerging adults progressively developed their cognitions in 
regard to career success and confidence in making career decisions, which further generate their affective 
well-being. The findings support Byars’ [16] idea that vocational behavior and cognition could transfer into 
personal affective well-being.  
        Second, career success criteria clarity and career decision-making self-efficacy are proved as two 
mediators in the relationship between career exploration and affective well-being. On the one hand, social 
cognitive career theory views career decision-making self-efficacy as a crucial component that significantly 
correlated with vocational outcomes [39,42,74,75]. This research extended the model of social cognitive 
career theory by illustrating the mediating role of career decision-making self-efficacy in the relationship 
between career exploration and affective well-being. On the other hand, current research focuses on testing 
the impact of career exploration on career decision, employability, salaries, and job satisfaction [76]. Our 
findings extend the literature by examining the effect of career exploration on career success criteria clarity 
and affective well-being. By exploring themselves and the world-of-career, people could get a better 
understanding of what they want from their jobs so that they could experience more affective well-being. 
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Third, the results show that, compared with career success criteria clarity, career decision-making self-
efficacy has stronger mediating effect in the relationship between career exploration and affective well-
being. It indicates that the confidence in making career decision is more important than clear criteria 
towards career success in generating affective well-being. Besides, both career success criteria clarity and 
career decision-making self-efficacy are partial mediators, so we advocate further research to discover other 
mediators in the relationship between career exploration and affective well-being. 

5.2 Practical Implications 
This study has several practical implications. First, as career exploration positively influence affective 

well-being through the mediating role of career success criteria clarity and career decision-making self-
efficacy, career educators and consultants could diagnose the problems in lack of affective well-being by 
testing individuals’ career exploration behaviours, career success criteria clarity and career decision-making 
self-efficacy. Second, being aware that developing individuals’ career success criteria clarity and career 
decision-making self-efficacy are two effective ways to improve affective well-being, career educators and 
counsellors could design interventions, such as providing role models and vocational resources, to help 
individuals construct career success criteria and facilitate career decision-making self-efficacy. Third, since 
career decision-making self-efficacy has stronger explanatory power in the relationship between career 
exploration and affective well-being, individuals should put more effort into developing confidence in 
making career decisions to acquire affective well-being. 

5.3 Limitations and Orientations for Future Research  
There are several limitations associated with this research. First, due to the partial mediation effect of 

career success criteria clarity and career decision-making self-efficacy, future research could be conducted 
to investigate other mediators. We also advocate for further research to discover moderators that would 
strengthen the effects of career exploration on affective well-being. Additionally, since the design of this 
study cannot support any causal conclusions for the relationships between these variables, further research 
should adopt a more rigorous design, such as longitudinal design, to test the causal effects. Finally, as the 
results were based on a sample of Chinese emerging adults, whether the current findings could be directly 
transferred to other age groups or western culture awaits future investigation.  

Funding Statement: This study is funded by National Natural Science Fund of China (NSFC) under 
contract No.71532003. The author who received the grant is FT. The URL to sponsors’ websites: 
http://www.nsfc.gov.cn/english/site_1/index.html. 

Conflicts of Interest: The authors declare that they have no conflicts of interest to report regarding the 
present study. 

References 
1. Frederickson, B. L. (2000). Cultivating positive emotions to optimize health and well-being. Prevention & 

Treatment, 3(1), 1–25. 
2. O’Leary, A. (1990). Stress, emotion, and human immune function. Psychological Bulletin, 108, 363–382. 
3. Nolen-Hoeksema, S., Morrow, J., Fredrickson, B. L. (1993). Response styles and the duration of episodes of 

depressed mood. Journal of Abnormal Psychology, 102, 20–28. 
4. Coryell, W., Scheftner, W., Keller, M., Endicott, J. (1993). The enduring psychosocial consequences of mania 

and depression. American Journal of Psychiatry, 150, 720–727. 
5. Scheier, M. F., Bridges, M. W. (1995). Person variables and health: personality predispositions and acute 

psychological states as shared determinants of disease. Psychosomatic Medicine, 57, 255–268. 
6. Eysenck, H. J. (1994). Cancer, personality and stress: predictions and prevention. Advances in Behavioral 

Research and Therapy, 16, 167–215. 
7. Chen, Y., Dilsaver, C. C. (1996). Lifetime rates of suicide attempts among subjects with bipolar and unipolar 



 
 
IJMHP, 2018, vol.20, no.2                                                                                                                                            63 

 

disorders relative to subjects without Axis 1 disorders. Biological Psychiatry, 39, 896–899. 
8. Folkman, S., Moskowitz, J. T. (2000). Stress, positive emotion, and coping. Current Directions in Psychological 

Science, 9(4), 115–118. 
9. Fredrickson, B. L. (1998). What good are positive emotions? Review of General Psychology, 2(3), 300–319. 
10. Fredrickson, B. L., Mancuso, R. A., Branigan, C., Tugade, M. M. (2000). The undoing effect of positive 

emotions. Motivation and Emotion, 24(4), 237–258. 
11. Dienstbier, R. A. (1989). Arousal and physiological toughness: implications for mental and physical 

health. Psychological Review, 96(1), 84–100. 
12. Nurmi, J. E., Salmela-Aro, K., Koivisto, P. (2002). Goal importance and related achievement beliefs and 

emotions during the transition from vocational school to work: antecedents and consequences. Journal of 
Vocational Behavior, 60(2), 241–261. 

13. Fredrickson, B. L., Joiner, T. (2002). Positive emotions trigger upward spirals toward emotional well-
being. Psychological science, 13(2), 172–175. 

14. Arthur, M. B. (1994). The boundaryless career: a new perspective for organizational inquiry. Journal of 
Organizational Behavior. Special Issue: The Boundaryless Career, 15, 295–306. 

15. Arthur, M. B., Rousseau, D. M. (1996). The boundaryless career. New York: Oxford University Press. 
16. Byars, A. M. (1997). Cultural influences on the career self-efficacy of African American college women (Ph.D. 

Thesis). Arizona State University, USA. 
17. Hammond, M. S., Lockman, J. D., Boling, T. (2010). A test of the tripartite model of career indecision of brown 

and krane for African Americans incorporating emotional intelligence and positive affect. Journal of Career 
Assessment, 18(2), 161–176. 

18. Lent, R. W., Brown, S. D., Hackett, G. (2000). Contextual supports and barriers to career choice: a social 
cognitive analysis. Journal of Counseling Psychology, 47 (1), 36–49. 

19. Ryan, R. M., Deci, E. L. (2001). On happiness and human potentials: a review of research on hedonic and 
eudaimonic well-being. Annual Review of Psychology, 52(1), 141–166. 

20. Frederickson, B. L. (2002). Positive emotions. In Snyder, C. R., Lopez, S. J. (Eds.), Handbook of Positive 
Psychology, pp. 120–134. New York: Oxford University Press. 

21. Zhou, W., Sun, J., Guan, Y., Li, Y., Pan, J. (2013). Criteria of career success among Chinese employees: 
developing a multidimensional scale with qualitative and quantitative approaches. Journal of Career 
Assessment, 21(2), 265–277. 

22. Judge, T. A., Klinger, R. L., Simon, L. S. (2010). Time is on my side: time, general mental ability, human capital, 
and extrinsic career success. Journal of Applied Psychology, 95 (1), 92–107. 

23. Flum, H., Blustein, D. L. (2000). Reinvigorating the study of vocational exploration: a framework for research. 
Journal of Vocational Behavior, 56 (3), 380–404. 

24. Blustein, D. L. (1997). A context-rich perspective of career exploration across life roles. Career Development 
Quarterly, 45, 260–274. 

25. Zikic, J., Klehe, U. C. (2006). Job loss as a blessing in disguise: the role of career exploration and career planning 
in predicting reemployment quality. Journal of Vocational Behavior, 69, 391–409. 

26. Lent, R. W., Brown, S. D. (2013). Social cognitive model of career self-management: toward a unifying view of 
adaptive career behavior across the life span. Journal of Counseling Psychology, 60(4), 557. 

27. Stumpf, S. A., Colarelli, S. M., Hartman, K. (1983). Development of the career exploration survey 
(CES). Journal of Vocational Behavior, 22(2), 191–226. 

28. Jordaan, J. P. (1963). Exploratory behavior: the formation of self and occupational concepts. In Super, D. E. 
(Ed.). Career Development: Self-Concept Theory, pp. 42–78. New York, NY: College Entrance Examination 
Board. 

29. Savickas, M. L. (1997). Career adaptability: an integrative construct for life‐span, life‐space theory. Career 
Development Quarterly, 45(3), 247–259. 

30. Zikic, J., Hall, D. T. (2009). Toward a more complex view of career exploration.  Career Development Quarterly, 
58(2), 181–191. 



 
 
64                                                                                                                                             IJMHP, 2018, vol.20, no.2  

31. Werbel, J. D. (2000). Relationships among career exploration, job search intensity, and job search effectiveness 
in graduating college students. Journal of Vocational Behavior, 57(3), 379–394. 

32. Crocetti, E., Sica, L. S., Schwartz, S. J., Serafini, T., Meeus, W. (2013). Identity styles, dimensions, statuses, and 
functions: making connections among identity conceptualizations. European Review of Applied 
Psychology, 63(1), 1–13. 

33. Lent, R. W., Brown, S. D. (2008). Social cognitive career theory and subjective well-being in the context of 
work. Journal of Career Assessment, 16(1), 6–21. 

34. Judge, T. A., Erez, A., Bono, J. E., Thoresen, C. J. (2003). The core self-evaluations scale: development of a 
measure. Personnel Psychology, 56(2), 303–331. 

35. Diener, E., Seligman, M. E. P. (2004). Beyond money: toward an economy of well-being. Psychological Science 
in the Public Interest, 5(1), 1–31. 

36. Easterlin, R. A. (2001). Income and happiness: towards a unified theory. Economic Journal, 11 (1), 465–484. 
37. Savickas, M. L. (2013). Career construction theory and practice. Career Development Counseling: Putting 

Theory and Research to Work, 2, 147–183. 
38. Lent, R. W., Brown, S. D., Hackett, G. (1994). Toward a unifying social cognitive theory of career and academic 

interest, choice, and performance. Journal of Vocational Behavior, 45(1), 79–122. 
39. Brown, S. D., Lent, R. W., Telander, K., Tramayne, S. (2011). Social cognitive career theory, conscientiousness, 

and work performance: a meta-analytic path analysis. Journal of Vocational Behavior, 79(1), 81–90. 
40. Taylor, K. M., Betz, N. E. (1983). Applications of self-efficacy theory to the understanding and treatment of 

career indecision. Journal of Vocational Behavior, 22, 63–81. 
41. Hartman, R. O., Betz, N. E. (2007). The five-factor model and career self-efficacy: general and domain-specific 

relationships. Journal of Career Assessment, 15, 145–161. 
42. Tian, L., Guan, Y., Chen, S. X., Levin, N., Cai, Z. et al. (2014). Predictive validity of career decision-making 

profiles over time among Chinese college students. Journal of Career Development, 41(4), 282–300. 
43. Holland, J. L. (1997). Making vocational choices: a theory of vocational personalities and work environments. 

Odessa, FL: Psychological Assessment Resources. 
44. Praskova, A., Creed, P. A., Hood, M. (2015). Career identity and the complex mediating relationships between 

career preparatory actions and career progress markers. Journal of Vocational Behavior, 87, 145–153. 
45. Rogers, M. E., Creed, P. A. (2011). A longitudinal examination of adolescent career planning and exploration 

using a social cognitive career theory framework. Journal of Adolescence, 34(1), 163–172. 
46. Chiesa, R., Massei, F., Guglielmi, D. (2016). Career decision-making self-efficacy change in Italian high school 

students. Journal of Counseling & Development, 94(2), 210–224. 
47. Downing, H. M., Nauta, M. M. (2010). Separation-individuation, exploration, and identity diffusion as mediators 

of the relationship between attachment and career indecision. Journal of Career Development, 36(3), 207–227. 
48. Chang, Y., Edwards, J. K. (2015). Examining the relationships among self-efficacy, coping, and job satisfaction 

using social career cognitive theory: an SEM analysis. Journal of Career Assessment, 23(1), 35–47. 
49. Thompson, M. P., Kaslow, N. J., Short, L. M., Wyckoff, S. (2002). The mediating roles of perceived social 

support and resources in the self-efficacy-suicide attempts relation among African American abused 
women. Journal of Consulting and Clinical Psychology, 70(4), 942. 

50. Compas, B. E., Jaser, S. S., Bettis, A. H., Watson, K. H., Thigpen, J. C. (2017). Coping, emotion regulation, and 
psychopathology in childhood and adolescence: a meta-analysis and narrative review. Psychological 
Bulletin, 143(9). 

51. Arnett, J. J. (2000). High hopes in a grim world: emerging adults’ views of their futures and “Generation 
X”. Youth & Society, 31(3), 267–286. 

52. Arnett, J. J. (2006). Emerging adulthood: understanding the new way of coming of age. Emerging Adults in 
America: Coming of Age in the 21st Century, pp. 3–19. American Psychologic al Association. 

53. Arnett, J. J., Fishel, E. (2013). When will my grown-up kid grow up? Loving and understanding your emerging 
adult. Workman Publishing. 

54. Kuwabara, S. A., Van Voorhees, B. W., Gollan, J. K., Alexander, G. C. (2007). A qualitative exploration of 
depression in emerging adulthood: disorder, development, and social context. General hospital psychiatry, 29(4), 



 
 
IJMHP, 2018, vol.20, no.2                                                                                                                                            65 

 

317–324. 
55. Konstam, V., Celen-Demirtas, S., Tomek, S., Sweeney, K. (2015). Career adaptability and subjective well-being 

in unemployed emerging adults: a promising and cautionary tale. Journal of Career Development, 42(6), 463–
477. 

56. Bandura, A. (1997). Self-efficacy: the exercise of control. New York: Freeman. 
57. Salanova, M., Llorens, S., Schaufeli, W. B. (2011). “Yes, I can, I feel good, and I just do it!” On gain cycles and 

spirals of efficacy beliefs, affect, and engagement. Applied Psychology, 60(2), 255–285. 
58. Cai, Z., Guan, Y., Li, H., Shi, W., Guo, K. et al. (2015). Self-esteem and proactive personality as predictors of 

future work self and career adaptability: an examination of mediating and moderating processes. Journal of 
Vocational Behavior, 86, 86–94. 

59. Pan, J., Zhou, W. (2015). How do employees construe their career success: an improved measure of subjective 
career success. International Journal of Selection and Assessment, 23(1), 45–58. 

60. Betz, N. E., Klein, K. L., Taylor, K. M. (1996). Evaluation of a short form of the career decision-making self-
efficacy scale. Journal of Career Assessment, 4(1), 47–57. 

61. Zhou, W., Guan, Y., Xin, L., Mak, M. C. K., Deng, Y. (2016). Career success criteria and locus of control as 
indicators of adaptive readiness in the career adaptation model. Journal of Vocational Behavior, 94, 124–130. 

62. Watson, D., Clark, L. A., Tellegen, A. (1988). Development and validation of brief measures of positive and 
negative affect: the PANAS scales. J pers soc Psychol, 54(6), 1063–1070. 

63. Huang, L., Yang, T., Li, Z. (2003). Applicability of the positive and negative affect scale in chinese. Chinese 
Mental Health Journal, 17(1), 54–56. 

64. Brebner, J. (2003). Gender and emotions. Personality and Individual Differences, 34(3), 387-394. 
65. Pinquart, M. (2001). Age differences in perceived positive affect, negative affect, and affect balance in middle 

and old age. Journal of Happiness Studies, 2(4), 375-405. 
66. Muthén, L. K., Muthén, B. O. (2015). Mplus user’s guide seventh edition ed. Los Angeles: CA: Muthén & 

Muthén. 
67. Preacher, K. J., Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and comparing indirect 

effects in multiple mediator models. Behavior Research Methods, 40(3), 879–891. 
68. Podsakoff, P. M., Organ, D. W. (1986). Self-reports in organizational research: problems and prospects. Journal 

of Management, 12(4), 531–544. 
69. Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., Podsakoff, N. P. (2003). Common method biases in behavioral 

research: a critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5), 879. 
70. Law, K. S., Wong, C. S., Song, L. J. (2004). The construct and criterion validity of emotional intelligence and 

its potential utility for management studies. Journal of Applied Psychology, 89, 483–496. 
71. Mathieu, J. E., Hofmann, D. A., Farr, J. L. (1993). Job perception-job satisfaction relations: an empirical comparison 

of three competing theories. Organizational Behavior and Human Decision Processes, 56(3), 370–387. 
72. Hu, L. T., Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: conventional 

criteria vs. new alternatives. Structural Equation Modeling, 6(1), 1–55. 
73. Byrne, B. M. (2013). Structural equation modeling with Mplus: basic concepts, applications, and programming. 

Routledge. 
74. Borgogni, L., Russo, S. D., Miraglia, M., Vecchione, M. (2003). The role of self-efficacy and job satisfaction on 

absences from work. European Review of Applied Psychology, 63, 129–136. 
75. Li, M., Wang, Z., Gao, J., You, X. (2017). Proactive personality and job satisfaction: the mediating effects of 

self-efficacy and work engagement in teachers. Current Psychology, 36(1), 48–55. 
76. Cheung, R., Jin, Q. (2016). Impact of a career exploration course on career decision making, adaptability, and 

relational support in Hong Kong. Journal of Career Assessment, 24(3), 481–496. 
 
 


	Lu Xin1, Mengyi Li2,*, Fangcheng Tang1, Wenxia Zhou2 and Xiaotong Zheng3
	5 Discussion
	References

