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Abstract 

The purpose of this study is to determine the effect of Positive Career Shock on Career Optimism 

mediated by Career Decision Making Self-Efficacy and the moderating role of Consideration 

Future Consequences - Immediate (Study of Generation Z Employees in the Digital Creative 

Industry in Indonesia). The method of this research is Purposive Sampling, and uses an online 

survey method by distributing questionnaires and analyzing the data using SmartPLS application 

with SEM-PLS method. The results of the data obtained in this study were 291 respondents from 

Gen Z employees who work in the digital creative industry from various provinces in Indonesia. 

The results showed that Positive Career Shock has a significant positive effect on CDMSE. 

CDMSE has a significant positive effect on Career Optimism, and has a mediating role in the 

relationship between Positive Career Shock and Career Optimism. Meanwhile, CFC-I does not 

moderate the relationship between CDMSE and Career Optimism. 

 

Keywords: positive career shock, career decision making self-efficacy, consideration future 

consequences – immediate, career optimism 

 

1. Introduction 

Technological advances and the increasing demand for labor in more globally competitive 

industries, have led to a shift in labor demand from less skilled workers to higher skilled workers 

(Gogoi, 2023). The various impacts of globalization can be overcome, if employees are able to 

adapt to the current work environment. One important resource that has been shown to be 

influential in successful career adaptation is career optimism (Rottinghaus et al., 2005). 

Deloitte, a UK public accounting firm, has conducted a survey on the various factors that cause 

stress for generation Z and Millennial employees in the workplace from 44 countries, showing 
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that 41% of Gen Z who feel stress in the workplace with the main cause is concern about their 

future career prospects (The Deloitte Global 2022 Gen Z and Millennial Survey, 2022). 

Therefore, knowing what elements can increase employee confidence about future career 

prospects or called career optimism is an important thing to research so that the main problem 

causing employees to feel depressed in the world of work can be resolved. 

 

Career optimism is defined as an individual's positive expectations and attitudes towards their 

best future career development including a positive view of the future, the belief that career 

obstacles are temporary, and confidence in overcoming them to achieve success (Rottinghaus et 

al., 2005).  

 

To examine career optimism, a number of studies have used social cognitive career theory 

(SCCT) (Ahmad & Nasir, 2023; Garcia et al., 2015; Lent & Brown, 1996). Social cognitive 

theory considers self-efficacy as the most pervasive and focused socio-cognitive mechanism of 

personal agency in influencing future conditions because belief in one's ability to perform certain 

actions (self-efficacy) will produce positive expectations (i.e. optimism) (Garcia et al., 2015). 

The social cognitive perspective argues that self-efficacy, outcome expectations, and career-

related goals are important mechanisms that drive career development (Eva et al., 2020). 

Previous research shows that career optimism can be influenced by positive career shock which 

is mediated by Career Decision Making Self Efficacy (CDMSE) (Ahmad & Nasir, 2023). 

According to Ahmad & Nasir, (2023) Positive career shock can affect Career Decision Making 

Self Efficacy (CDMSE). Career shock can be defined as a disruptive and overwhelming event 

that, at least to some degree, is caused by factors beyond an individual's control and triggers a 

deliberate thought process regarding one's career (Akkermans et al., 2021). CDMSE is defined as 

an individual's level of belief that the individual will successfully complete the tasks required in 

making career decisions (Betz et al., 1996). 

In turn, CDMSE may also influence one's level of career optimism. Based on the Social 

Cognitive Career Theory (SCCT) perspective, an individual's confidence to perform certain 

actions (e.g. confidence to make career decisions - otherwise called CDMSE) will lead to 

positive career-related outcomes (such as career optimism). Research conducted by Ahmad & 

Nasir (2023), which is based on SCCT, shows that CDMSE is categorized as a mediator variable 

in the relationship between positive career shock and career optimism. 

Based on  Ahmad & Nasir, (2023), shows that the effect of CDMSE on career optimism is 

moderated by Consideration Future Consequences - Immediate (CFC-I). CFC-I is another widely 

used construct to assess the extent to which individuals consider the future implications of 

current behavior, and the extent to which those considerations influence current behavior 

(McKay et al., 2018). 

Considering the various conditions that occur in Indonesia, the topic of career optimism is very 

important to study. For example, the Indonesian Central Bureau of Statistics (BPS RI) noted that 
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the majority of Indonesia's population is Generation Z. In addition, Indonesia is facing both 

challenges and opportunities because Generation Z has a large role in economic growth in 

Indonesia (Hasil Sensus Penduduk 2020, 2021). On the other side, the results of a survey 

conducted by DataIndonesia.id published in an electronic magazine entitled “Knowing Gen Z 

Better in 2023”, showed that the industry field that is the dream job of Generation Z in Indonesia 

is the digital creative industry (Sadya & Pratiwi, 2023). Datacity mentioned 11 examples of 

digital creative industries, including advertising companies, architecture, culture and heritage, 

design, film/TV, NFT, games, music, photography, streaming, and visual and performing arts 

(UK Digital Creative Industry, 2024).  

The research conducted by Ahmad & Nasir, (2023)has various limitations, one of which is that it 

has a small sample size and the research subject only consists of employees of electronic media 

(television channels) in Pakistan. Therefore, based on Ahmad & Nasir, (2023) recommendation, 

this research provides novelty by expanding the subject of research respondents.  

Based on the background and phenomena described above, this study will be conducted on 

Generation Z employees in the Digital Creative Industry in Indonesia with the following 

objectives: 

1) Testing the effect of Positive Career Shock on CDMSE 

2) Testing the Effect of CDMSE on Career Optimism 

3) Testing the mediating role of CDMSE on the effect of Positive Career Shock on Career 

Optimism 

4) Testing the role of CFC-I moderating the effect of CDMSE on Career Optimism  

 

2. Literature Review 

2.1 SCCT 

Social Cognitive Career Theory (SCCT) is basically derived from the general social cognitive 

theory proposed by Albert Bandura (Brown, 2002). Social cognitive theory argues that the goals 

one sets are influenced by self-efficacy and outcome expectations, e.g. individuals who have 

strong and positive beliefs about their abilities and about the expected outcomes of their efforts, 

are likely to cultivate personal goals that are consistent with these beliefs (Lent & Brown, 1996).  

SCCT incorporates three central variables from general social cognitive theory: self-efficacy, 

outcome expectations, personal goals (Brown, 2002). The definitions of each variable are: Self-

efficacy refers to a person's beliefs about their ability to organize and execute a set of actions 

necessary to achieve a particular type of performance, outcome expectations are personal beliefs 

about the consequences or outcomes of performing a particular behavior, and personal goals can 

be defined as a determination to engage in a particular activity or to achieve a particular outcome 

in the future. A number of studies using the SCCT framework have shown that self-efficacy in 

decision making has a relationship with career optimism (Ahmad & Nasir, 2023; Doo & Park, 

2019; Eva et al., 2020; McLennan et al., 2017). In addition, optimism is considered as part of one 

of the SCCT constructs, namely outcome expectations, where outcome expectations are directly 

influenced by self-efficacy and beliefs about efficacy and these outcomes can motivate 

individuals towards their interests, goals, and actions (McLennan et al., 2017). 
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2.2 Generation Z 

Generation Z is the latest generation often referred to as the iGeneration to reflect the internet 

generation (Gabrielova & Buchko, 2021). There are various opinions regarding the year of birth 

of Generation Z, based on Statistics Canada, Generation Z was born starting in 1993, and various 

researchers' recognition considers that Gen Z was generally born in 1995 (Khan & Ilyas, 2021). 

Meanwhile, the Indonesian Central Bureau of Statistics (BPS RI), which is assigned to conduct a 

population census in Indonesia, considers that Generation Z was born in 1997 – 2012 (Hasil 

Sensus Penduduk 2020, 2021). 

 

2.3 Career Shock 

Career shock can be defined as a disruptive and overwhelming event, at least to some degree, 

that is caused by factors beyond an individual's focal control and triggers deliberate thought 

processes about one's career (Akkermans et al., 2018). Basically, career shock occurs due to a 

combination of an external event and an individual's internal thought process about his or her 

career, and its definition includes the interaction between the event and one's initial 

understanding of the event (Akkermans et al., 2021). 

 

Career shock with both negative and positive valences was illustrated by several previous 

researchers. Mansur & Felix, (2021), mentioned that although career shock is an unexpected 

event, which seems to only have a negative impact on one's career, career shock can also have a 

positive impact on one's career. (Akkermans et al., 2018) illustrate negative career shocks such as 

major reorganizations and the loss of a loved one, which are likely to have a negative impact on 

one's career. Positive career shocks involve unexpected promotions, receiving early salary 

increases, receiving awards, being praised for performance on important projects, and being 

nominated for outstanding achievements (Blokker et al., 2019). 

 

2.4 Career Decision Making Self – Efficacy 

According to Bandura's theory, self-efficacy refers to a person's belief in their ability to 

successfully perform certain behaviors and is developed from their experience with the impact of 

their behavior in the past (Gianakos, 2001). Then, Betz et al., (1996) defines career decision-

making self-efficacy (CDMSE) as a condition that measures the level of an individual's belief 

that he can complete the tasks required to make career decisions successfully. In measuring the 

CDMSE instrument scale, Betz et al. (1996) used Crites' Five Career Choice Competencies or 

the so-called Career Maturity Inventory model, which includes behaviors related to: (a) accurate 

self-assessment, (b) gathering occupational information, (c) goal selection, (d) making plans for 

the future, and (e) problem solving. 

 

 

 

2.5 Consideration Future Consequences  
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According to Strathman et al., (1994), Consideration Future Consequences (CFC) refers to the 

extent to which individuals consider the potential long-term outcomes of their current behavior 

and the extent to which they are influenced by those potential outcomes. Strathman et al., (1994), 

measured a CFC scale that reflects an individual's tendency to consider the current and future 

consequences of his behavior. Despite that, Joireman et al., (2008) categorized the 12 items of 

the scale into 2 subscales, namely CFC - Immediate, and CFC - Future. CFC - F is a condition of 

strong concern about future consequences. CFC - Immediate itself is defined as a condition of 

strong concern about immediate (current) consequences. The study conducted by (Joireman et 

al., 2008), showed that the two CFC subscales differently predict the nature of a person's self-

control. Ahmad & Nasir, (2023) used CFC-I as a moderator variable on CDMSE and career 

optimism. 

 

2.6 Career Optimism 

The definition of career optimism is a person's perspective to expect the best outcome or to 

emphasize the most positive aspects of an individual regarding future career development and 

comfort in performing planning tasks (Rottinghaus et al., 2005). Individuals who are optimistic 

about career potential, they tend to be interested in their future careers, engage in learning 

directed towards an imagined future, and feel that they are on the path to career success (Eva et 

al., 2020). 

 

3. Hypothesis Development 

3.1 Positive Career Shock and CDMSE 

Disruptive and overwhelming events that are, at least to some degree, caused by factors beyond 

the control of the focal individual and that trigger deliberate thought processes regarding one's 

career are referred to as career shock (Akkermans et al., 2018). In terms of response, there are 

events that are positively received by individuals while others are not (Akkermans et al., 2018). 

CDMSE is defined as a behavioral domain relevant to the decision-making process. CDMSE is 

categorized as an important personal resource at the center of individual career development. 

Based on CoR theory, self-efficacy is seen as an important “key resource” (Chen et al., 2009) 

because self-efficacy can drive positive career-related outcomes such as employee career 

commitment. Positive career shocks are associated with positive outcomes, whereas negative 

career shocks are associated with negative outcomes (Seibert et al., 2013). Positive career shocks 

make people more confident to pursue future job prospects (Blokker et al., 2019). The results of 

research (Ahmad & Nasir, 2023) show that positive career shock affects CDMSE. 

 

H1+: Positive career shock has a positive effect on CDMSE 

 

3.2 CDMSE dan Career Optimism 

Social cognitive career theory explains people's future career expectations, which are largely 

based on their perceptions of their ability to work in a particular environment (Lent et al., 1994). 

According to this theory, a person's confidence to perform certain actions, such as their 
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confidence to make career-related decisions, or CDMSE, will result in good outcomes for their 

career. Various literature evidence supports the relationship between CDMSE and career 

optimism (e.g., ((Eva et al., 2020; Garcia et al., 2015; McLennan et al., 2017). The results of 

research by (Ahmad & Nasir, 2023) also show that CDMSE has an effect on career optimism 

 

H2+: CDMSE has a positive effect on Career Optimism 

 

3.3 Mediating role of CDMSE 

After individuals have experienced certain career shocks, they will then enter into a phase of 

critical appraisal of their future career development process (Baruch et al., 2016). The existence 

of positive career shocks will not harm the current career image and positively impact decision 

making (Seibert et al., 2013). Therefore individuals who experience positive career shocks are 

more likely to have an optimistic view of their future career (Ho & Sum, 2018). In social 

cognitive career theory, CDMSE is also theorized as a mediating variable between personal 

factors (e.g. career shocks) and career-related outcomes (e.g. career optimism) ((Lent et al., 

1994; Penn & Lent, 2019). Personal factors explicitly shape a person's CDMSE, which in turn 

triggers them to think optimistically about their future career outcomes, thus promoting career 

optimism. The research results from (Ahmad & Nasir, 2023) indicate the mediating role of 

CDMSE between the relationship of positive career shock and career optimism. 

 

H3+; CDMSE mediates the effect of Positive Career Shock on Career Optimism. 

 

3.4 Moderating role of CFC – I 

Construal Level Theory (CLT) - a social psychology theory in Liberman & Trope, (1986) can be 

used as a basis to explain the moderating effect of CFC-I on the relationship between CDMSE 

and career optimism. CLT asserts that the extent to which a particular event, task, or object is 

psychologically distant, impacts the level of an individual's interpretation of that event, task, or 

object. individuals' understanding and interpretation of events, i.e. the way individuals interpret 

those events, impacts their decision-making and evaluation (Kim et al., 2016). In addition, 

Alfalah & Alganem, (2020) argue that low and high levels of construal, if used skillfully, can 

have an impact on positive psychological factors such as optimism. And the results of the study 

Ahmad & Nasir, (2023) showed a moderating effect of CFC-I on CDMSE and career optimism. 

H4+; CFC-I moderates the effect of CDMSE on Career Optimism 
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Figure 2.1 Research Framework 

 

4. Method 

This research is a quantitative study with a survey method distributed via Google Form. This 

study uses a type of sampling called purposive sampling, which is a sampling technique that 

collects from members of the population who meet certain criteria (Sekaran & Bougie, 2013). 

Respondents in this study are generation Z with criteria aged 15 - 27 years who are currently 

working in digital creative industry companies in Indonesia for at least 6 months. The lower limit 

of respondent age criteria (15 years) is based on the minimum age of someone who is included as 

a productive workforce, and the upper limit of respondent age (27 years) is based on the 

definition of generation Z born in 1997 - 2012.  Meanwhile, the criteria for the types of 

companies where generation Z works in the digital creative industry are advertising, architecture, 

culture and heritage, design, film/TV, NFT, games, music, photography, streaming, and visual 

and performing arts companies.  The data in this study were analyzed using the PLS - SEM 

method. The minimum criteria for working for 6 months are based on research conducted by 

(Ahmad & Nasir, 2023). 

 

The measurement indicators in this study use a Likert scale of 1 - 5. To measure Positive Career 

Shock is based on 3 indicators compiled by Blokker et al., (2019) and Seibert et al., (2013) (1 - 

5: have not experienced - hard large impact), CDMSE is based on 5 indicators compiled by 

Taylor & Betz, (1983) (1 - 5: no confidence at all - complete confidence), CFC - I with 7 

indicators compiled by Joireman et al., (2012) (1 - 5: Strongly Disagree - Strongly Agree), and 

Career Optimism with 11 indicators compiled by Rottinghaus et al., (2005) (1 - 5: Strongly 

Disagree - Strongly Agree).  

 

5. Results 

In the data processing stage, several statistical tests were carried out using the SmartPLS 3 

application. These tests are validity, reliability, and hypothesis testing. The final number of 

respondents in this study were 291 Gen Z employees (aged 15 - 27 years) who work in various 

Digital Creative Industry companies in Indonesia, with various characteristics of the respondents 

as follows: 

 

H2+ 

H4+ H3+ 

H1+ Positive Career 

Shock 
CDMSE Optimisme 

Karier 

CFC-I 
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Table 5. 1 Characteristics of respondents based on Period Of Work 

Description Total Percentage 

6 month - 1 year 196 67,35% 

1 - 2 year 53 18,21% 

2 - 3 year 12 4,12% 

> 3 year 30 10,31% 

Total Respondents 291 100% 

 

Table 5. 2 Characteristics of respondents base on Industry 

Description Total Percentage 

Game 23 7,90% 

Film / TV  1 0,34% 

Photography 32 11,00% 

Culture and Heritage 21 7,22% 

Design 106 36,43% 

Visual and Performing Arts 7 2,06% 

Advertising 31 10,65% 

Music 14 4,81% 

NFT (Non-Fungible Token) 3 1,03% 

Architecture 18 6,19% 

Streaming 19 6,53% 

Total Respondents 291 100% 

 

 

Table 5. 3 Characteristics of respondents based on Gender 

Description Total Percentage 

Male 108 37,11% 

Female 183 62,89% 

Total Respondents 291 100% 

 

Validity and Reliability Testing 

The validity test is related to measurement accuracy, where evidence of construct validity 

provides confidence that the size of the items taken from the sample can represent the actual 

score in the population (Hair, Hult, et al., 2014). The reliability test aims to determine the 

accuracy and accuracy of the measurement procedure with an instrument. 
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According to Hair, et al., (2014), indicators with outer loading 0.40 to 0.70 can be said to be 

valid and considered not to be removed from the model if the composite reliability value is > 0.7 

or the Average Variance Extracted (AVE) is above the recommended limit of 0.5. However, to 

avoid too many indicators being removed, in this study, the AVE value limit is based on the 

opinion of Fornell & Larcker, (1981), where a construct is interpreted as meeting the convergent 

validity criteria if the AVE value ranges between 31% and 40%, or is below the recommended 

level of 0.5 provided that the Composite Reliability value is  more than 0.7. After removing 

several unqualified indicators, including the CFC-I7, CDMSE1, OK10, OK9R, CFC-I6, OK5R, 

and OK3R indicators in stages, the following validity and reliability test values are shown 

belows:  

 

 
 

Figure 5. 1 Validity Testing (Outer Loading Value) 
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Table 5. 4 Validity Testing (Outer Loading Value) 

Variable Indicator 
Loading 

Factor 

Positive Career Shock 

PCS1 0.866 

PCS2 0.729 

PCS3 0.628 

Career Decision Making Self 

Efficacy 

CDMSE2 0.454 

CDMSE3 0.748 

CDMSE4 0.735 

CDMSE5 0.776 

Consideration Future 

Consequences - Immediate 

CFC-I1 0.742 

CFC-I2 0.831 

CFC-I3 0.793 

CFC-I4 0.421 

CFC-I5 0.798 

Career Optimism 

OK1 0.801 

OK2 0.769 

OK4R 0.495 

OK6 0.707 

OK7 0.737 

OK8R  0.449 

OK11  0.704 

Note: PCS (Positive Career Shock, CDMSE (Career Decision 

Making Self Efficacy), CFC-I (Consideration Future 

Consequences – Immediate, OK (Career Optimism) 

 

 

       Table 5. 5 Reliability Testing 

Variable 
Cronbach’s 

Alpha 

Rho_A Composite 

Reliability 
AVE 

Positive Career Shock 0.630 0.675 0.778 0.477 

CDMSE 0.795 0.816 0.852 0.460 

CFC - I 0.807 0.793 0.848 0.537 

Career Optimism 0.625 0.719 0.789 0.559 

Source: PLS Results, 2025 
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Hypothesis Testing 

The relationship between variables was analyzed using structural equation modeling (SEM) 

using the SmartPLS 3.0 application. The criteria for accepting the hypothesis if the p-value 

<0.05. The following is a picture and table of data analysis results: 

 

Figure 5. 2 Results of Hypothesis Testing 

 

 

Results of Direct Impact 

 

Table 5. 6 Results of Hypothesis Testing (Direct Impact) 

 Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

T Statistics P Values 

Positive Career 

Shock -> CDMSE 

(H1+) 

0.383 0.396 0.065 5.931 0.000 

CDMSE -> Career 

Optimism (H2+) 

0.563 0.565 0.049 11.528 0.000 

Moderating Effect 

of CFC – I (CDMSE 

- Career Optimism) 

(H4+) 

0.039 0.038 0.057 0.680 0.497 

Source: PLS Results, 2025  
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Results of Indirect Impact 

Table 5. 7 Results of Hypothesis Testing (Indirect Impact) 

 Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

T Statistics P Values 

Positive Career 

Shock -> CDMSE 

(H3+) 

0.216 0.225 0.046 4.663 0.000 

Source: PLS Results, 2025  

 

6. Discussion 

Positive career shock has a positive effect on CDMSE (H1+) 

Positive Career Shock affects CDMSE with an original sample value of 0.383, a t-statistic value 

of 5.931 (> 1.96), and a p-value of 0.000 (< 0.05). This indicates a positive and significant effect 

of Positive Career Shock on CDMSE, so H1+ is supported. Thus, the results of this study 

strengthen previous research conducted by Ahmad & Nasir, (2023). These findings can illustrate 

that when individuals experience positive events unexpectedly, it can strengthen their confidence 

in the completion of tasks related to future career decisions. 

 

CDMSE has a positive effect on Career Optimism (H2+) 

 

CDMSE affects Career Optimism with an original sample value of 0.563, a t-statistic value of 

11.528 (> 1.96), and a p-value of 0.000 (< 0.05). This indicates a positive and significant effect 

of CDMSE on Career Optimism, so H2+ is supported. Thus, the results of this study strengthen 

previous research conducted by Ahmad & Nasir, (2023). These findings can illustrate that when 

an individual has a high level of confidence in the ability to complete tasks about career 

decisions, the individual will be more optimistic about their future career. Based on the 

perspective of social cognitive career theory, individual confidence to perform certain actions 

such as confidence to make career-related decisions (or called CDMSE), will lead to positive 

career-related outcomes such as career optimism. 

 

CDMSE mediates the effect of Positive Career Shock on Career Optimism (H3+) 

 

Based on the results of data processing above, it shows that the mediating effect of CDMSE on 

the effect of Positive Career Shock on Career Optimism shows the original sample of 0.216, and 

t-statistic of 2.225 (>1.96), and p-value 0.000 (<0.05). This indicates a significant mediating 

effect of CDMSE in the relationship between Positive Career Shock and Career Optimism, so 

hypothesis H3+ is supported. Thus, the results of this study strengthen previous research 

conducted by Ahmad & Nasir, (2023). 

 

Based on these findings, it can be concluded that Positive Career Shock has a significant indirect 

effect on Career Optimism through CDMSE. This condition can be illustrated when someone 
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experiences a positive career shock, it increases self-efficacy in career decision making 

(CDMSE), which then contributes to one's career optimism. 

 

CFC-I moderates the effect of CDMSE on Career Optimism (H4+) 

 

The moderating effect of CFC - I on the effect of CDMSE on Optimism with original sample 

value of 0.039, t statistic value of 0.038 (< 1.96), and p-value of 0.497 (> 0.05). This indicates a 

positive and insignificant effect of the moderating effect of CFC-I on the effect of CDMSE on 

Career Optimism, so H4+ is not supported. The results of this study do not support the results of 

previous research conducted by Ahmad & Nasir, (2023). This condition illustrates when 

individuals who have greater concern about considering future consequences that are urgent 

(CFC-I) do not strengthen the relationship between CDMSE and career optimism. 

 

CFC-I, which prioritizes immediate outcomes, may not align with the processes involved in 

CDMSE and career optimism. Individuals who score high on the CFC-I subscale tend to prefer 

smaller, immediate rewards over larger but delayed rewards (Joireman et al., 2008). Meanwhile, 

career optimism and CDMSE are oriented towards something to be achieved in the future which 

tends to be long-term in nature. 

 

7. Conclusion, Limitations and Recommendations 

This research is based on the SCCT theory in examining what components can increase 

employee career optimism. In general, SCCT combines three central variables from general 

social cognitive theory, namely outcome expectations, self-efficacy, personal goals (Brown, 

2002).  The results of this study indicate that there is a significant effect of positive career shock 

on CDMSE. CDMSE has a positive and significant influence on Career Optimism. CDMSE also 

has a role as a mediating variable in the relationship between positive career shock and career 

optimism. However, CFC-I does not have a significant moderating role on the relationship 

between CDMSE and Career Optimism, in contrast to the findings of Ahmad & Nasir, (2023). 

Career optimism is an important thing to be observed by researchers and be noted for 

stakeholders, because worries about career prospects are problems that are being faced by 

various employees which cause job stress.  

 

The findings of this study indicate that Positive Career Shock has a positive and significant effect 

on employee career optimism through increasing Career Decision-Making Self-Efficacy 

(CDMSE). The managerial implication of this result is the importance for the company to 

strategically create positive and unexpected work experiences, such as providing incentive 

bonuses or accelerated promotions for employees who achieve targets. This step is expected to 

strengthen employees' career decision-making efficacy and increase their confidence in long-

term career prospects. 

 

This study has various limitations, including that this research uses a cross-sectional approach 

that only describes certain conditions. In addition, based on geographical considerations, 

Indonesia has a very large area coverage and Indonesian population is spread from various 
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islands with religious conditions, so that it experiences limited access to isolated areas or limited 

technology and internet networks that can affect the representation of respondents from various 

regions. 

 

The recommendations for future researchers are that it is possible to conduct research with 

longitudinal methods in order to determine the dynamics of change over time, and allow in-depth 

analysis and can consider conducting subgroup analysis based on certain geographic areas to 

identify differences between respondents from different regions in a country. Despite that, based 

on the results of the differences between this study and previous research by  Ahmad & Nasir, 

(2023) showing the presence and absence of the moderating effect of CFC - I on the relationship 

between CDMSE and Career Optimism, future researchers are expected to add the moderating 

effect of CFC - F or use the entire CFC instrument as a moderator variable on the relationship 

between CDMSE and Career Optimism in order to get an in-depth analysis of the role of CFC. 

 

References 

Ahmad, B., & Nasir, N. (2023). Positive career shocks and career optimism: testing the 

mediating role of career decision-making self-efficacy. Journal of Asian Business and 

Economic Studies, 30(2), 105–125. https://doi.org/10.1108/JABES-07-2021-0110 

Akkermans, J., Collings, D. G., Serge, P., Veiga, M., Post, C., & Seibert, S. (2021). Toward a 

broader understanding of career shocks : Exploring interdisciplinary connections with 

research on job search , human resource management , entrepreneurship , and diversity. 

Journal of Vocational Behavior, 126(March), 103563. 

https://doi.org/10.1016/j.jvb.2021.103563 

Akkermans, J., Seibert, S. E., Mol, S. T., Amsterdam, V. U., & Akkermans, J. (2018). Tales of 

the unexpected : Integrating career shocks in the contemporary careers literature. 1–10. 

Alfalah, A. A., & Alganem, S. A. (2020). The impact of construal level on happiness, hope, 

optimism, life satisfaction, and love of life: A longitudinal and experimental study. 

Australian Journal of Psychology, 72(4), 359–367. https://doi.org/10.1111/ajpy.12297 

Baruch, Y., Wordsworth, R., Mills, C., & Wright, S. (2016). Career and work attitudes of blue-

collar workers, and the impact of a natural disaster chance event on the relationships 

between intention to quit and actual quit behaviour. European Journal of Work and 

Organizational Psychology, 25(3), 459–473. 

https://doi.org/10.1080/1359432X.2015.1113168 

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. 

https://doi.org/10.1177/106907279600400103 

Blokker, R., Akkermans, J., Tims, M., Jansen, P., & Khapova, S. (2019). Building a sustainable 

start: the role of career competencies, career success, and career shocks in young 

professionals’ employability. Journal of Vocational Behavior, 112. 

Brown, D. (2002). Career Choice and Development. In Contemporary Theories of Career 

Development (4th ed., p. 263). Jossey Bass. https://doi.org/10.4324/9781315276175-6 



    International Journal of Economics, Business and Management Research 

Vol. 9, No.05; 2025 

ISSN: 2456-7760 

www.ijebmr.com Page 532 

 

Chen, S., Westman, M., & Eden, D. (2009). Impact of Enhanced Resources on Anticipatory 

Stress and Adjustment to New Information Technology: A Field-Experimental Test of 

Conservation of Resources Theory. Journal of Occupational Psychology, 14(3). 

Doo, M. Y., & Park, S. H. (2019). Effects of work value orientation and academic major 

satisfaction on career decision-making self-efficacy. Higher Education, Skills and Work-

Based Learning, 9(4), 550–562. https://doi.org/10.1108/HESWBL-09-2018-0088 

Eva, N., Newman, A., Jiang, Z., & Brouwer, M. (2020). Career optimism: A systematic review 

and agenda for future research. Journal of Vocational Behavior, 116(February 2019), 

103287. https://doi.org/10.1016/j.jvb.2019.02.011 

Gabrielova, K., & Buchko, A. A. (2021). Here comes Generation Z: Millennials as managers. 

Business Horizons, 64(4), 489–499. https://doi.org/10.1016/j.bushor.2021.02.013 

Garcia, P. R. J. M., Restubog, S. L. D., Bordia, P., Bordia, S., & Roxas, R. E. O. (2015). Career 

optimism: THE roles of contextual support and career decision-making self-efficacy. 

Journal of Vocational Behavior, 88, 10–18. https://doi.org/10.1016/j.jvb.2015.02.004 

Gianakos, I. (2001). Predictors of Career Decision-Making Self-Efficacy. Journal of Career 

Assessment, 9(2), 101–114. jca.sagepub.com 

Gogoi, A. (2023). The impact of globalization on labour market specially focusing on wage 

inequality and job displacement. A theoretical analysis. Theoretical and Applied 

Economics, XXX(3), 333–342. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). on Multivariate Data Analysis 

Joseph F . Hair Jr . William C . Black Eight Edition. In International Journal of 

Multivariate Data Analysis (Vol. 1, Issue 2). 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2014). A Primer on Partial Least 

Squares Structural Equation Modeling (PLS-SEM). Sage Publications. 

Hasil Sensus Penduduk 2020. (2021). Badan Pusat Statistik. 

https://demakkab.bps.go.id/news/2021/01/21/67/hasil-sensus-penduduk-2020.html 

Ho, E. S. C., & Sum, K. W. (2018). Construction and Validation of the Career and Educational 

Decision Self-Efficacy Inventory for Secondary Students (CEDSIS). Journal of 

Psychoeducational Assessment, 36(2), 162–174. 

https://doi.org/10.1177/0734282916674135 

Joireman, J., Balliet, D., Sprott, D., Spangenberg, E., & Schultz, J. (2008). Consideration of 

future consequences, ego-depletion, and self-control: Support for distinguishing between 

CFC-Immediate and CFC-Future sub-scales. Personality and Individual Differences, 45(1), 

15–21. https://doi.org/10.1016/j.paid.2008.02.011 

Joireman, J., Shaffer, M. J., Balliet, D., & Strathman, A. (2012). Promotion Orientation Explains 

Why Future-Oriented People Exercise and Eat Healthy: Evidence From the Two-Factor 

Consideration of Future Consequences-14 Scale. Personality and Social Psychology 

Bulletin, 38(10), 1272–1287. https://doi.org/10.1177/0146167212449362 

Khan, A. A., & Ilyas, M. (2021). Gender Differences in Preferred Work Values in Pakistani IT 

Industry: Insights from Generation Z. Journal of Business and Social Review in Emerging 

Economies, 7(1), 23–31. www.publishing.globalcsrc.org/jbsee 



    International Journal of Economics, Business and Management Research 

Vol. 9, No.05; 2025 

ISSN: 2456-7760 

www.ijebmr.com Page 533 

 

Kim, J., Kim, P. B. C., Kim, J. E., & Magnini, V. P. (2016). Application of Construal-Level 

Theory to Promotional Strategies in the Hotel Industry. Journal of Travel Research, 55(3), 

340–352. https://doi.org/10.1177/0047287514550097 

Lent, R. W., & Brown, S. D. (1996). Social Cognitive Approach to Career Development: An 

Overview. Career Development Quarterly, 44(4), 310–321. https://doi.org/10.1002/j.2161-

0045.1996.tb00448.x 

Lent, R. W., Brown, S. D., & Hacket, G. (1994). Toward a Unifying Social Cognitive Theory of 

Career and Academic Interest, Choice, and Performance. Journal of Vocational Behavior, 

45. 

Liberman, N., & Trope, Y. (1986). The Role of Feasibility and Desirability Considerations in 

Near and Distant Future Decisions: A Test of Temporal Construal Theory. Journal of 

Personality and Social Psychology, 0686(1), 101. https://doi.org/10.1117/12.936532 

Mansur, J., & Felix, B. (2021). On lemons and lemonade: the effect of positive and negative 

career shocks on thriving. Career Development International, 26(4), 495–513. 

https://doi.org/10.1108/CDI-12-2018-0300 

McKay, M. T., Andretta, J. R., Cole, J. C., Konowalczyk, S., Wells, K. E., & Worrel, F. C. 

(2018). Time Attitudes Profile stability and transisions: an exploratory study of adolescnt 

health behaviour among high school students. Journal of Adolescence. 

McLennan, B., McIlveen, P., & Perera, H. N. (2017). Pre-service teachers’ self-efficacy mediates 

the relationship between career adaptability and career optimism. Teaching and Teacher 

Education, 63, 176–185. https://doi.org/10.1016/j.tate.2016.12.022 

Penn, L. T., & Lent, R. W. (2019). The Joint Roles of Career Decision Self-Efficacy and 

Personality Traits in the Prediction of Career Decidedness and Decisional Difficulty. 

Journal of Career Assessment, 27(3), 457–470. https://doi.org/10.1177/1069072718758296 

Rottinghaus, P. J., Day, S. X., & Borgen, F. H. (2005). The Career Futures Inventory: A Measure 

of Career-Related Adaptability and Optimism. Journal of Career Assessment, 13(1), 3–24. 

https://doi.org/10.1177/1069072704270271 

Sadya, S., & Pratiwi, F. S. (2023). Knowing Gen Z Better. DataIndonesia.Id, 11. 

https://dataindonesia.emagz.online/edisi2/index.html 

Seibert, S. E., Kraimer, M. L., Holtom, B. C., & Pierotti, A. J. (2013). Even the best laid plans 

sometimes go askew: Career self-management processes career shocks, and the decision to 

pursue graduate education. Journal of Applied Psychology, 98(1), 169–182. 

https://doi.org/10.1037/a0030882 

Sekaran, U., & Bougie, R. (2013). Research Methods for Business: A Skill-Building Approach. 

In Leadership & Organization Development Journal (Vol. 34, Issue 7). 

https://doi.org/10.1108/lodj-06-2013-0079 

Strathman, A., Gleicher, F., Boninger, D. S., & Edwards, C. S. (1994). The Consideration of 

Future Consequences: Weighing Immediate and Distant Outcomes of Behavior. Journal of 

Personality and Social Psychology, 66(4). 

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(1), 63–81. 

https://doi.org/10.1016/0001-8791(83)90006-4 



    International Journal of Economics, Business and Management Research 

Vol. 9, No.05; 2025 

ISSN: 2456-7760 

www.ijebmr.com Page 534 

 

The Deloitte Global 2022 Gen Z and Millennial Survey. (2022). Deloitte. 

https://www.deloitte.com/global/en/issues/work/genzmillennialsurvey-2022.html 

UK Digital Creative Industry. (2024). Datacity. https://thedatacity.com/rtics/digital-creative-

industries-rtic0064/#:~:text=Whilst the digital and creative,%2C film%2C design and 

music. 

 
 

 


	Received: May 13, 2025             Accepted: May 26, 2025            Online Published: May 30, 2025
	Abstract
	1. Introduction
	Technological advances and the increasing demand for labor in more globally competitive industries, have led to a shift in labor demand from less skilled workers to higher skilled workers (Gogoi, 2023). The various impacts of globalization can be over...
	Career optimism is defined as an individual's positive expectations and attitudes towards their best future career development including a positive view of the future, the belief that career obstacles are temporary, and confidence in overcoming them t...
	To examine career optimism, a number of studies have used social cognitive career theory (SCCT) (Ahmad & Nasir, 2023; Garcia et al., 2015; Lent & Brown, 1996). Social cognitive theory considers self-efficacy as the most pervasive and focused socio-cog...
	According to Ahmad & Nasir, (2023) Positive career shock can affect Career Decision Making Self Efficacy (CDMSE). Career shock can be defined as a disruptive and overwhelming event that, at least to some degree, is caused by factors beyond an individu...
	In turn, CDMSE may also influence one's level of career optimism. Based on the Social Cognitive Career Theory (SCCT) perspective, an individual's confidence to perform certain actions (e.g. confidence to make career decisions - otherwise called CDMSE)...
	Based on  Ahmad & Nasir, (2023), shows that the effect of CDMSE on career optimism is moderated by Consideration Future Consequences - Immediate (CFC-I). CFC-I is another widely used construct to assess the extent to which individuals consider the fut...
	Considering the various conditions that occur in Indonesia, the topic of career optimism is very important to study. For example, the Indonesian Central Bureau of Statistics (BPS RI) noted that the majority of Indonesia's population is Generation Z. I...
	The research conducted by Ahmad & Nasir, (2023)has various limitations, one of which is that it has a small sample size and the research subject only consists of employees of electronic media (television channels) in Pakistan. Therefore, based on Ahma...
	Based on the background and phenomena described above, this study will be conducted on Generation Z employees in the Digital Creative Industry in Indonesia with the following objectives:
	1) Testing the effect of Positive Career Shock on CDMSE
	2) Testing the Effect of CDMSE on Career Optimism
	3) Testing the mediating role of CDMSE on the effect of Positive Career Shock on Career Optimism
	4) Testing the role of CFC-I moderating the effect of CDMSE on Career Optimism
	2. Literature Review
	3. Hypothesis Development
	3.1 Positive Career Shock and CDMSE
	3.2 CDMSE dan Career Optimism
	3.3 Mediating role of CDMSE
	3.4 Moderating role of CFC – I
	4. Method
	This research is a quantitative study with a survey method distributed via Google Form. This study uses a type of sampling called purposive sampling, which is a sampling technique that collects from members of the population who meet certain criteria ...
	The measurement indicators in this study use a Likert scale of 1 - 5. To measure Positive Career Shock is based on 3 indicators compiled by Blokker et al., (2019) and Seibert et al., (2013) (1 - 5: have not experienced - hard large impact), CDMSE is b...
	5. Results
	In the data processing stage, several statistical tests were carried out using the SmartPLS 3 application. These tests are validity, reliability, and hypothesis testing. The final number of respondents in this study were 291 Gen Z employees (aged 15 -...
	Validity and Reliability Testing
	The validity test is related to measurement accuracy, where evidence of construct validity provides confidence that the size of the items taken from the sample can represent the actual score in the population (Hair, Hult, et al., 2014). The reliabilit...
	According to Hair, et al., (2014), indicators with outer loading 0.40 to 0.70 can be said to be valid and considered not to be removed from the model if the composite reliability value is > 0.7 or the Average Variance Extracted (AVE) is above the reco...
	Hypothesis Testing
	The relationship between variables was analyzed using structural equation modeling (SEM) using the SmartPLS 3.0 application. The criteria for accepting the hypothesis if the p-value <0.05. The following is a picture and table of data analysis results:
	Results of Direct Impact
	Results of Indirect Impact
	6. Discussion
	Positive Career Shock affects CDMSE with an original sample value of 0.383, a t-statistic value of 5.931 (> 1.96), and a p-value of 0.000 (< 0.05). This indicates a positive and significant effect of Positive Career Shock on CDMSE, so H1+ is supported...
	CDMSE affects Career Optimism with an original sample value of 0.563, a t-statistic value of 11.528 (> 1.96), and a p-value of 0.000 (< 0.05). This indicates a positive and significant effect of CDMSE on Career Optimism, so H2+ is supported. Thus, the...
	Based on the results of data processing above, it shows that the mediating effect of CDMSE on the effect of Positive Career Shock on Career Optimism shows the original sample of 0.216, and t-statistic of 2.225 (>1.96), and p-value 0.000 (<0.05). This ...
	Based on these findings, it can be concluded that Positive Career Shock has a significant indirect effect on Career Optimism through CDMSE. This condition can be illustrated when someone experiences a positive career shock, it increases self-efficacy ...
	The moderating effect of CFC - I on the effect of CDMSE on Optimism with original sample value of 0.039, t statistic value of 0.038 (< 1.96), and p-value of 0.497 (> 0.05). This indicates a positive and insignificant effect of the moderating effect of...
	CFC-I, which prioritizes immediate outcomes, may not align with the processes involved in CDMSE and career optimism. Individuals who score high on the CFC-I subscale tend to prefer smaller, immediate rewards over larger but delayed rewards (Joireman e...
	7. Conclusion, Limitations and Recommendations
	This research is based on the SCCT theory in examining what components can increase employee career optimism. In general, SCCT combines three central variables from general social cognitive theory, namely outcome expectations, self-efficacy, personal ...
	The findings of this study indicate that Positive Career Shock has a positive and significant effect on employee career optimism through increasing Career Decision-Making Self-Efficacy (CDMSE). The managerial implication of this result is the importan...
	This study has various limitations, including that this research uses a cross-sectional approach that only describes certain conditions. In addition, based on geographical considerations, Indonesia has a very large area coverage and Indonesian populat...
	The recommendations for future researchers are that it is possible to conduct research with longitudinal methods in order to determine the dynamics of change over time, and allow in-depth analysis and can consider conducting subgroup analysis based on...
	References

