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Abstract 

There is considerable agreement that individuals need an “inner compass” to manage 

their careers as self-directed and values-driven. However, how different career strivings (i.e., 

long-term, values-related career goals) affect career development remains largely 

unaddressed. To tackle this issue, we conducted a study to develop and validate new scales 

to assess self-enhancement, self-transcendence, and personal growth career strivings, 

representing key self-focused and other-focused extrinsic and intrinsic career goals. The 

validation of the scales among 389 U.S. and 490 German workers confirmed that career 

strivings are differentially related to existing measures of intrinsic and extrinsic career goals, 

work values, and motivational work strivings. Moreover, we confirmed with a time-lagged 

study among 354 German workers that career strivings (especially personal growth strivings) 

relate positively to career commitment, career satisfaction, and life meaningfulness. The 

studies support the utility of examining different career strivings as critical motivational 

factors in self-directed career management in future research.  
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Pursuing Money and Power, Prosocial Contributions, or Personal Growth: 

Measurement and Nomological Net of Different Career Strivings 

Due to an increased dynamic in labor markets, demographic changes, digitization, and 

globalization, there is a large agreement in the careers literature that individuals need to be 

increasingly self-directed and take control of their careers (Hall et al., 2018; Hirschi & Koen, 

2021; Savickas, 2013). Individuals thus need to exercise adaptive agency to anticipate and 

adjust to career changes and challenges (Savickas, 2013). Exhibiting this type of agency 

requires engagement in goal setting and goal pursuit (Bandura, 2006), which allows for 

protean careers that are self-directed and values-driven (Hall, 1996; Hall et al., 2018). Because 

careers unfold over the entire lifespan and comprise many unexpected challenges and 

changes, especially relatively long-term, values-related goals are essential to give a career 

direction and meaning (Hall et al., 2018; Savickas, 2013). Such goals can be described as 

strivings, representing more abstract, enduring agendas of what individuals are trying to 

accomplish and the purpose of their actions (Emmons, 1986). In the career context, and with 

reference to Emmons (1986, p. 1059), we define career strivings as “long-term, enduring, 

values-related goals which represent what individuals are characteristically aiming at 

accomplishing in their careers and the purpose or purposes that a person is trying to carry out 

in their career.”  

Existing research acknowledged that career strivings guide careers, that individuals 

differ meaningfully in their strivings (Hall et al., 2018), and that this has important implications 

for their general well-being and careers (Dittmar et al., 2014; Greco & Kraimer, 2020; Kasser 

& Ryan, 1996). Probably most prominently, research examined strivings in terms of extrinsic 

and intrinsic (career) goals (Kasser & Ryan, 1996; Seibert et al., 2013). Extrinsic goals aim at 

extrinsically motivating attributes such as visible success, status, influence within the 

organization or society, and high financial rewards. Conversely, intrinsic goals focus on 

intrinsically motivating attributes, such as continually gaining new skills and knowledge, 

having interesting and challenging work, or having the opportunity to do work that impacts 

society. Research found that people with extrinsic goals showed lower vitality and self-

actualization and more physical symptoms. Conversely, individuals with intrinsic aspirations 

reported higher well-being and less distress (Kasser & Ryan, 1996). For career goals more 

specifically, university alums with extrinsic career goals were less likely to apply for a graduate 

program. In contrast, those with intrinsic career goals had higher intentions to pursue 

graduate education (Seibert et al., 2013). Focusing on intrinsic goals is also a critical 

component of a protean career. This is in contrast to a traditional career focused more on 

extrinsic goals (Hall et al., 2018). 

Despite the acknowledged importance of different types of (career) goals/strivings in 

career development, research has paid little attention to this issue. For example, research on 

the protean career (Hall et al., 2018) focused heavily on how people manage their careers 

regarding their self-directed and values-driven orientation or career behaviors. Conversely, 

why and for which purpose(s) individuals self-manage their careers has received sparse 

attention (Hirschi & Koen, 2021). However, given the presumed importance of being values-
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directed in career self-management (Hall et al., 2018), it would be critical to know to what 

extent career strivings are related to important work (e.g., career commitment) and life 

outcomes (e.g., life meaningfulness). Addressing this issue, Dik et al. (2008) presented an 

approach to assess career development strivings in terms of individual differences in the types 

of motives (e.g., self-efficacy, outcome expectation) that underly self-generated, idiosyncratic 

goals. However, more research is needed to understand better the type of goals/strivings 

individuals pursue to understand what gives direction and meaning to protean careers (Hall & 

Mirvis, 1996).  

To better understand the implications of different career strivings for career and life 

outcomes, research needs a clear conceptualization and measurement of pivotal career 

strivings that individuals pursue. For this, it also seems helpful to go beyond the simpler 

distinction of extrinsic vs. intrinsic goals and consider that intrinsic goals can be more self-

focused (i.e., personal development) or other-focused (i.e., social contributions) (Kasser & 

Ryan, 1996; Seibert et al., 2013), which could be related to meaningfully different theoretical 

predictors and outcomes. In sum, a focus on career strivings is essential because it goes 

beyond the currently dominant focus in career research on how individuals manage their 

careers and focuses more on why people pursue their careers and what purpose(s) they aim 

to attain in their careers.  

To address these issues, we herein focus on three pivotal career strivings: self-

enhancement career strivings, which focus on extrinsic goals in terms of power, prestige, and 

high income; self-transcendence career strivings, which encompass other-focused intrinsic 

goals in terms of helping others and contributing to society and the common good; and 

personal growth career strivings, which entail self-focused intrinsic goals to grow personally, 

develop knowledge and skills, and do interesting work. We develop and validate new items to 

assess these career strivings following best-practice recommendations (Hinkin, 1998) with 

three samples (two from the US and one from Germany) in three steps of (1) item generation 

and item selection; (2) confirming factor structure in a new sample; and (3) establishing 

differential construct validity in relation to other constructs (i.e., extrinsic/intrinsic career 

goals, work values, motivational work strivings) and work and life outcomes (i.e., career 

commitment, career satisfaction, life meaningfulness).  

The paper contributes to the career management and life values/goals literature in 

three ways: We (1) provide a set of validated items to assess different career strivings for use 

in future research; (2) contribute to a better understanding of the nomological net of different 

career strivings in terms of their relation to other important career constructs; and (3) 

contribute knowledge to how different strivings are related to different work and life 

outcomes. We also outline a series of future research directions focusing on career strivings. 

The Nature and Importance of Career Strivings 

According to Emmons (1986), strivings represent a unifying construct that can join 

different goals and actions under a common theme. Strivings do not refer to one specific goal 

but to a more abstract, long-term quality that can be achieved in various ways. Strivings play 

a vital role in the theory of purposeful work behavior (Barrick et al., 2013), where motivational 

strivings are “essential, enduring personal agendas” (p.8) that represent goals that are not 
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specified in fully detailed plans and actions but are still concrete enough to guide future-

directed actions. Strivings should play a key role in career management because goals direct 

career self-management behaviors (Lent & Brown, 2013), and especially value-related goals 

can give direction (i.e., act as an “inner compass”) and meaning in self-directed careers (Hall 

& Mirvis, 1996). In sum, personal career strivings are critical to understanding self-directed 

career management because they can affect the specific goals that people set for their 

careers, how and what type of information they seek to attain their goals, how they are 

planning and executing career behaviors, and how they process and evaluated feedback from 

engaging in career actions (Hirschi & Koen, 2021). 

Three Types of Career Striving  

A prominent distinction between different general, value-related goals is between 

extrinsic and intrinsic goals (Greco & Kraimer, 2020; Kasser & Ryan, 1996; Seibert et al., 2013). 

This distinction is also prominent in the careers literature on a conceptual (Hall et al., 2018) 

and empirical level (Greco & Kraimer, 2020; Seibert et al., 2013), where it is proposed that 

individuals differ meaningfully in the extent to which they pursue extrinsic or intrinsic goals in 

their careers and that this has meaningful effects on their career management and career 

outcomes. Research showed, for example, that individuals who pursue intrinsic goals typically 

report increased well-being, life meaningfulness, positive interpersonal relationships, and 

increased job performance (Crocker et al., 2017; Moynihan et al., 2015; Sheldon et al., 2004; 

Zhang et al., 2018). Conversely, individuals who place relatively high importance on obtaining 

extrinsic goals such as wealth and status often report lower-quality social relationships, 

reduced job and career satisfaction, lower work engagement, and decreased well-being 

(Deckop et al., 2010; Dittmar et al., 2014; Kasser, 2016; Unanue et al., 2017). 

In the current paper, we go beyond this more straightforward distinction and propose 

that intrinsic goals should be differentiated into other- and self-focused goals. The first type 

of intrinsic strivings represents self-transcendent strivings that focus on benevolence, 

prosocial contributions, and universalism. The second type of intrinsic goals focuses on 

personal growth and development. This differentiation within intrinsic goals is consistent with 

research on work values which typically distinguishes intrinsic/cognitive work values from 

social/altruistic work values (Jin & Rounds, 2012; Lyons et al., 2010; Ros et al., 1999). More 

generally, the distinction is also made in research on personal goals, which found that self-

transcendence is an independent dimension from extrinsic vs. intrinsic personal goals 

(Grouzet et al., 2005). Finally, distinguishing other-focused from self-focused intrinsic goals is 

consistent with recent conceptualizations of motivational strivings, which differentiate 

strivings related to affiliation and communion with others from strivings for personal growth 

(Barrick et al., 2002; Kooij et al., 2011). In sum, in the current paper, we will distinguish 

between self-enhancement career strivings, defined as a striving to attain power, recognition, 

and financial success in one’s career; self-transcendent career strivings, defined as a striving 

to help others and contribute to society and the greater good in one’s career, and personal 

growth career strivings defined as a striving to grow and develop in one’s career personally.  
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Career Strivings and Closely Related Constructs 

As previously mentioned, extrinsic and intrinsic career goals are closely related to 

career strivings. Research established the relevance of extrinsic and intrinsic career goals, for 

example, by showing that they affect how employees perform in high-performance work 

systems (Wang & Chen, 2022) or experience career success (Abele & Spurk, 2009). Per our 

previously provided definition and framework, career strivings are long-term, enduring, 

values-related goals that encompass both extrinsic (i.e., self-enhancement) and intrinsic 

career goals (i.e., self-transcendence and personal growth). However, the proposed career 

strivings framework differs from existing concepts and measures of extrinsic/intrinsic career 

goals (Greco & Kraimer, 2020; Seibert et al., 2013) by differentiating between self-

transcendent and personal growth career strivings as other-focused vs. self-focused intrinsic 

career goals. 

Another closely related construct to career strivings is work values. While there are 

many different categorizations of work values (see Jin & Rounds, 2012, for an overview), all 

typically include self-transcendent (i.e., altruism, social relationships), self-enhancement (i.e., 

pay, prestige), conservation (i.e., security, authority), and openness to change values (i.e., 

variety, autonomy) (Cable & Edwards, 2004; Jin & Rounds, 2012). Research showed the 

relevance of work values, for example, by examining how work values related to job and 

career choices (Duffy & Sedlacek, 2007; Judge & Bretz, 1992), job satisfaction (Kristof-Brown 

et al., 2005), and career success (Erdogan et al., 2004). Because career strivings are value-

related goals, they overlap with the concept of work values. However, work values are 

typically examined from a person-environment fit perspective as preferences (or needs) for 

work environments and work outcomes in relation to affordances in the workplace. They are 

thus typically more focused on the current job and job preferences, particularity concerning 

person-environment (i.e., job, organization) fit (Cable & Edwards, 2004; Dawis & Lofquist, 

1984). In contrast, career strivings focus on more abstract, long-term career goals.  

Also closely related is the concept motivational (work) strivings. These strivings are 

presumed to give direction and intentionality to work actions, resulting in meaningful work 

and positive work outcomes (e.g., job satisfaction, performance) (Barrick et al., 2013). 

Research showed, for example, that motivational strivings relate to the extent to which 

employees seek and receive i-deals (Ng & Lucianetti, 2016), experience subjective well-being 

(Ehrlich & Bipp, 2016), or show personal initiative at work (Chiaburu & Carpenter, 2013). Three 

primary strivings are commonly identified (Barrick et al., 2013; Foulk et al., 2019; Ng & 

Lucianetti, 2016): status striving (i.e., the intention to be dominant and exert power and 

influence over others at work), communion striving (i.e., the intention to have meaningful 

personal relationships and get along with others at work), and achievement/accomplishment 

striving (i.e., the intention to demonstrate personal competence and attain a sense of 

accomplishment by accomplishing work tasks). Similar to career strivings, motivational 

strivings pertain to higher-order goals in relation to work. However, career strivings focus on 

long-term, more general goals for the career overall. In contrast, motivational work strivings 

are more focused on the current job and what one generally wants to attain at work in the 

current organization. Moreover, our proposed career strivings framework includes strivings 
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to contribute to others and the common good. In contrast, the motivational work striving 

framework includes social striving for communion, which pertains to having good social 

relationships at work. 

Table 1 summarizes definitions, typical content domains, and similarities and 

differences of career strivings with the reviewed constructs. The meaningful distinctions 

between career strivings and other constructs caused us to develop and validate new items 

to assess the three career strivings more precisely. To establish differential construct validity, 

we expect to find that different career strivings are more closely related to some types of 

career goals, work values, and motivational work strivings than others. Specifically, due to the 

proposed nature of self-enhancement career strivings (i.e., focus on extrinsic goals in terms 

of power, prestige, and high income), they should be more strongly related to constructs that 

share this content domain (i.e., extrinsic career goals, self-enhancement work values, and 

status motivational work strivings). than with constructs that focus on different content 

domains (i.e., intrinsic career goals, self-transcendent and openness to change work values, 

and communion and achievement work strivings). The same logic applies to self-transcendent 

career strivings which due to their specific content focus (i.e., other-focused intrinsic goals in 

terms of helping others and contributing to society and the common good) should be more 

related to constructs with a similar content focus (i.e., intrinsic career goals, self-

transcendence work values, and communion strivings) compared to constructs with a 

different focus (i.e., extrinsic career goals, self-enhancement and openness to change work 

values, and status and achievement motivational work strivings). Finally, personal growth 

career strivings due to their focus (i.e., self-focused intrinsic goals to grow personally, develop 

knowledge and skills, and do interesting work) should be more strongly related to similar 

content constructs (i.e., intrinsic career goals, openness to change work values, and 

achievement work strivings) compared to construct with a different content focus (i.e., 

extrinsic career goals, self-enhancement and self-transcendent work values, and status and 

communion work strivings). 

Hypothesis 1: Self-enhancement career strivings are (a) more strongly related to 

extrinsic than intrinsic career goals, (b) more strongly related to pay and prestige than to 

altruism, relationships, variety, and autonomy work values, and (c) more strongly related to 

status than to communion and achievement work strivings. 

Hypothesis 2: Self-transcendent career strivings are (a) more strongly related to 

intrinsic than to extrinsic career goals, (b) more strongly related to altruism and relationships 

than to pay and prestige, variety, and autonomy work values, and (c) more strongly related to 

communion than to status and achievement work strivings. 

Hypothesis 3: Personal growth career strivings are (a) more strongly related to intrinsic 

than to extrinsic career goals, (b) more strongly related to variety and autonomy than to pay, 

prestige, altruism, and relationships work values, and (c) more strongly related to 

achievement than to status and communion work strivings. 

Career Strivings and Work and Life Outcomes 

Going beyond relations to similar constructs, we also wanted to further understand 

the importance of career strivings. We tested how the three career strivings relate to different 



CAREER STRIVINGS 8 

career and life outcomes in terms of career commitment, career satisfaction, and life 

meaningfulness. We expect that career strivings are positively related to career commitment, 

defined as “one’s attitude towards one’s profession or vocation” (Blau, 1985, p. 278), 

specifically regarding one’s motivation to work in a chosen career role (in contrast to a specific 

job or organization). Based on the theory of purposeful work behavior (Barrick et al., 2013), 

we expect that career strivings direct career actions and choices in light of such strivings. 

Because career strivings give meaning and direction to one’s career, they should increase the 

motivation to be engaged in a specific career path that allows fulfilling these strivings. Based 

on attraction-selection-attrition processes (Schneider et al., 1995), we can expect that 

individuals will typically choose and remain in careers that allow them to progress towards 

attaining their central career strivings. Hence, we expect career strivings to relate to career 

commitment positively. 

We propose that career strivings are also positively related to career satisfaction, the 

subjective summative evaluation of how a person feels about their career (Greenhaus et al., 

1990). Based on the theory of purposeful work behavior (Barrick et al., 2013), we can expect 

that career strivings direct individuals towards actions that they perceive as meaningful, 

leading to satisfaction in the respective goal domain. This notion is supported by goal research 

(Locke & Latham, 2002; Sheldon, 2014), showing that attaining and making progress toward 

personally meaningful goals results in feelings of meaning and satisfaction. Hence, we expect 

that career strivings can give purpose and direction to a career. Making progress towards such 

meaningful goals, based on actions resulting from such strivings, should increase career 

satisfaction. 

Finally, we expect that career strivings are positively related to life meaningfulness. 

Research generally shows a close association between work and general life experiences, for 

example, with a positive relation between job and career satisfaction and general life 

satisfaction and well-being (Judge & Watanabe, 1993; Spurk et al., 2019). Such relations can 

be explained by positive spill-over processes linking the work and nonwork life domains 

(Edwards & Rothbard, 2000). Applied to the current study context, because career strivings 

can provide purpose and meaning for one’s career, we expect this to positively impact the 

perceived meaning in life more generally.  

To establish incremental validity of career strivings beyond existing measures of closely 

related constructs, we tested if career strivings relate to these theoretical outcomes beyond 

extrinsic and intrinsic career goals, work values, and motivational work strivings. We expect 

incremental validity for these outcomes because career strivings better differentiate between 

different forms of self- vs. other-oriented intrinsic career goals compared to existing 

frameworks/measures of career goals and because career strivings are more focused on the 

career more generally vs. a narrower focus on desired job characteristics or goals in the 

current workplace, as is typically the case in work values and motivational work strivings. 

Hypothesis 4: Career strivings are positively related to (a) career commitment, (b) 

career satisfaction, and (c) life meaningfulness beyond extrinsic and intrinsic career goals, 

work values, and motivational work strivings. 
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Step 1 – Item Generation and Item Selection 

Both authors independently reviewed existing items from published scales that 

measure closely related constructs in terms of career goals (Greco & Kraimer, 2020; Seibert et 

al., 2013), work values (Cable & Edwards, 2004; Lyons, 2010), general values (Schwartz et al., 

2012), motivational orientations (Barrick et al., 2002), prosocial and service motivation (Duffy 

& Raque-Bogdan, 2010; Grant, 2008; Grant & Sumanth, 2009), and growth need strength 

(Hackman & Oldham, 1980). We jointly identified those items within these scales that 

corresponded to the content domains of the three proposed career strivings and adapted 

their wording slightly were necessary to be applicable for assessing career strivings (e.g., the 

item “It is important that my career offers me opportunities for interesting work” from Seibert 

et al., 2013, was changed into “In my career, I strive to engage in interesting work”; the item 

“How important is this to you? Gaining respect”, from Cable & Edwards, 2004, was changed 

into "In my career, I strive to gain respect.“) This process resulted in the creation of 56 career 

striving items (22 for self-enhancement, 23 for self-transcendence, 11 for personal growth), 

all in the form of: “In my career, I strive to…” on a 5-point response scale ranging from 1 

(strongly disagree) to 5 (strongly agree). 

Method 

Sample and Procedure  

The 56 items were tested with a sample from Amazon Mechanical Turk (MTurk) who 

were full-time workers (at least 35 working hours per week), currently living in the US, in an 

age range from 18-65 years old, and had a HIT approval rate greater than 95%. We excluded 

participants older than 65 years old from our sample because, after that age, retirement issues 

typically become very salient, which could distort the meaning of career strivings. We only 

included participants with a 95% or higher HIT approval rate. This criterion enabled us to 

identify more skilled and qualified participants for our study. A participant's HIT approval rate 

is calculated as the participant’s lifetime assignments approved within MTurk divided by the 

participant’s lifetime number of assignments submitted — on all assignments. Higher approval 

rates indicate that the participant has a better quality of work within MTurk.  

In total, 454 eligible participants responded to the survey, with 389 providing the 

necessary data and completing three attention check items. The participants were 257 males, 

and their ages ranged from 23 to 63 years (M = 37.4, SD = 9.2). Around two-thirds of them 

were white (63.0%), and less than one-third Asian (28.3%). Most had an undergraduate or 

postgraduate degree (78%). The organizational tenure of the participants ranged from 1 to 36 

years (M = 7.7, SD = 5.6). Participants were from various industries, including business and 

finance, computers and technology, sales and marketing, office administration and 

management, and education and teaching. Their average working time was 41.7 hours per 

week, ranging from 35 to 60 hours. The sample was randomly divided into two halves for Step 

1 (Sample 1a; N = 195) and Step 2 (Sample 1b; N = 194).  

Results 

The 56 career striving items were analyzed using principal component analysis (PCA) 

with a Promax rotation. The Kaiser-Meyer-Olkin (KMO) value of the sample was .94. This 
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indicated the high suitability of the data for structure detection. The eigenvalues, the scree 

plot, and a parallel analysis (Horn, 1965) all suggested a 4-factor solution, where the self-

enhancement factor was split into a factor for income and wealth (i.e., “money”) and one for 

influence, prestige, and power (i.e., “power”), plus one factor each for self-transcendent and 

personal growth strivings. Closely examining the resulting factor loadings and item content 

revealed that the scale could be reduced to 14 items (Figure 1). We followed the following 

steps: (Stanton et al., 2002): We first removed all items with factor loadings smaller than .65. 

We then marked all items with item-item correlations higher than .70, looked at the content 

of those highly correlated items, and selected items that were not redundant in their content. 

Finally, we looked closer at the content of the remaining items and chose them for the final 

item pool if the selected items did not already cover their content.  

Step 2 – Confirming Factor Structure in a New Sample 

We used Sample 1b to confirm the factor structure of the selected 14 items from Step 

1 with confirmatory factor analysis (CFA) and the “lavaan” package in R (Rosseel, 2012). Based 

on theoretical arguments that money and prestige are specific representations of self-

enhancement strivings (Greco & Kraimer, 2020; Kasser & Ryan, 1996; Seibert et al., 2013). we 

specified a model with three correlated factors of self-enhancement, self-transcendence, and 

personal growth, where the self-enhancement factor was additionally indicted by two 

subfactors of money and power (Figure 1). The resulting goodness-of-fit indices indicated an 

excellent fit to the data (𝜒2(73) = 189.36, CFI = .92, TLI = .90, AIC = 6522.59, SRMA = .11, and 

RMSEA = .09). All factor loadings were .64 or greater, and all were significant at p < .001. This 

model resulted in significant improvements in fit over alternative models where the three 

correlated career striving factors were specified without the two self-enhancement subfactors 

of money and power (CFI = .78 and RMSEA = .15, 𝜒2(1) = 207.91, p < .001) or where the three 

correlated career strivings factors loaded on a general first-order factor (CFI = .79 and RMSEA 

= .15), 𝜒2(1) 198.25 (p < .001). 

Step 3 – Establishing Nomological Net and Validity 

In this last step, we wanted to confirm the factor structure of the new scales in another 

sample and a different cultural context. Because cultures differ meaningfully in dimensions of 

individualism-collectivism, uncertainty avoidance; power distance, or masculinity-femininity 

(Hofstede, 2001), the endorsement of specific career strivings could meaningfully differ across 

cultural contexts. Finally, we aimed to provide information on the nomological net of the 

different career strivings in relation to closely related constructs and their incremental validity 

for work and life outcomes.  

Method 

Participants and Procedure 

Participants were recruited via an online panel in Germany. Of the 3’357 invited 

panelists, 1,217 responded to the invitation and clicked the survey link (response rate 36.3%). 

Among them, 671 participants were removed because they either (1) did not pass the three 

attention check items (n = 23); or (2) did not fulfill one of the inclusion criteria (n = 648): (a) 

age between 18-65, (b) living in Germany, (c) full-time employees, and (d) quotas regarding 
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age (3 intervals: 18-35; 36-50; 51-65) and gender (50/50). We performed data quality checks 

on the remaining participants and removed 56 participants due to speeding (i.e., less than 2 

seconds/item), straight-lining, or incorrect data (e.g., 170 working hours per week). The final 

sample for Time 1 (T1) consisted of 490 participants. At T1, we collected data on socio-

demographic variables, the new career striving items, and variables to demonstrate 

distinctness validity: career goals, work values, and motivational strivings. 

Two weeks later, participants were re-invited to participate in another set of surveys 

(T2), of which 452 responded to the invitation and clicked the survey link (response rate 92%). 

Among them, 32 participants were removed because they did not pass the three attention 

checks. We performed data quality checks on the remaining participants and removed 66 

participants due to speeding (i.e., less than 2 seconds/item) or straight-lining. The final sample 

for T2 consisted of 354 participants. At T2, we collected data on work and life outcomes: 

career commitment, career satisfaction, and life meaningfulness. 

Measurement 

The means, standard deviations, bivariate correlations, and Cronbach’s Alpha (α) of all 

measures can be found in supplementary Table S1. Unless otherwise indicated, items were 

translated from English into German using Brislin (1970)’s back-translation model by two 

research assistants and one co-author. Scale scores were calculated by averaging the scores 

of the corresponding items, with higher scores indicating a stronger endorsement of the 

assessed construct. 

Career Strivings. The 14 items detailed in Step 1 were used to measure career strivings 

at T1 and T2 (see Figure 1) on a 5-point response scale ranging from 1 (strongly disagree) to 5 

(strongly agree). The scale has demonstrated high internal consistency (Cronbach's alpha 

range = 0.87-0.92) and test-retest reliability over two weeks (range = 0.65-0.71) in our sample. 

The convergent and discriminant validity of the scale is investigated in the current paper. 

Career Goals. We used items from Seibert et al. (2013) to assess extrinsic career goals 

with five items (e.g., “It is important to me to achieve financial success in my career”) and 

intrinsic career goals with three items (e.g., “It is important for me to continue to learn and 

grow over the course of my career.”) on a 5-point Likert-scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). The scale showed good psychometric properties. In the original 

study (Seibert et al., 2013), the internal consistency for the extrinsic career goals subscale was 

found to be .74, whereas, in our sample, it was .88. Similarly, the internal consistency for the 

intrinsic career goals subscale was .65 in the original study and .71 in our sample. The good 

convergent and discriminant validity were shown by having a positive correlation with other 

measures of career goals and career-related constructs, such as career planning, and a weak 

or non-existent correlation with measures of other constructs, such as financial ability (Seibert 

et al., 2013). 

Work Values. Eight core work values representing altruism (e.g., “Making the world a 

better place”), relationships (e.g., “Forming relationships with coworkers”), pay (e.g., “Salary 

level”), security (e.g., “Being certain of keeping my job”), authority (e.g., “A clear chain of 

command”), prestige (e.g., “Gaining respect”), variety (e.g., “Doing something different every 

day”), and autonomy (e.g., “Doing my work in my own way”) were measured using three items 
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each from the scales provided by Cable and Edwards (2004) with the German language version 

by (Hirschi, 2011). Respondents answered the question “How important is this to you?” and 

the responses ranged from 1 (not important) to 5 (very important). The Cronbach’s alpha 

coefficients for the eight core work values subscales ranged from .73 to .87 in the original 

study (Cable & Edwards, 2004) and .73 to .93 in our sample. Previous research supported the 

scale's construct validity by showing that self-transcendent values were significantly positively 

and conservation values negatively related to the presence of a calling (Hirschi, 2011) and that 

different values were significantly positively related to job satisfaction and organizational 

identification (Cable & Edwards, 2004).  

Motivational Strivings. Three motivational strivings representing achievement striving 

(e.g., “It is very important to me that I complete a lot of work.”), status striving (e.g., “I focus 

my attention on being the best employee in the office”), and communion striving (e.g., “I 

spend a lot of time contemplating whether my coworkers like me”) were measured with six 

items each from Ng and Lucianetti (2016). The items were assessed with a 5-point Likert scale 

ranging from 1 (strongly disagree) to 5 (strongly agree). The measure demonstrated good 

internal consistency: Cronbach’s alpha coefficient was .81 for achievement striving, .92 for 

status striving, and .88 for communion striving in the original study (Ng & Lucianetti, 2016). In 

our sample, the internal consistency coefficient were .66, .93, and .85, respectively. Research 

supported the construct validity of the scale by showing positive relations of different strivings 

to in-role performance and citizenship behaviors (Ng & Lucianetti, 2016). 

Career Commitment. We used Blau (1985)’s 8-item measure to assess an individual’s 

commitment to their profession or vocation (e.g., “This is the ideal profession for a working 

life.”). The items were assessed with a 5-point scale from 1 (not true at all) to 5 (very true). 

The scale demonstrated good internal consistency (Cronbach's alpha range = .85-.87) and test-

retest reliability over seven months (.67) in the original study (Blau, 1985). In our sample, 

Cronbach's alpha coefficient was .65. The discriminant validity was supported by factor 

analysis results being distinguishable from job involvement and organizational commitment 

(Blau, 1985). 

Career Satisfaction. We used the German Career Satisfaction Scale (Abele & Spurk, 

2009; Greenhaus et al., 1990) with five items (e.g., “I am satisfied with the progress I have 

made towards meeting my overall career goals”). The items were assessed with a 5-point scale 

ranging from 1 (not at all) to 5 (very much). The scale is one-dimensional (61% explained item 

variance) and revealed good internal consistency, Cronbach’s α = .83 in the original study 

(Abele & Spurk, 2009). In our sample, Cronbach's alpha coefficient was .92. Construct validity 

evidence for the scale includes positive correlations to a protean career orientation, job 

satisfaction, and work engagement (Herrmann et al., 2015). 

Life Meaningfulness. Life meaningfulness was measured with the 5-item Meaning in 

Life Questionnaire-Presence subscale (Steger et al., 2006). Participants were asked to take a 

moment to think about what makes their lives feel important to them and respond to five 

statements (e.g., “My life has a clear sense of purpose”). The items were assessed with a 7-

point scale ranging from 1 (absolutely untrue) to 7 (absolutely true). The internal consistency 

of the presence subscale is high (Cronbach's alpha coefficient = .86 in the original study, Steger 
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et al., 2016, and .88 in our sample). The convergent validity of the scale was shown by positive 

correlations with life satisfaction, positive emotions, intrinsic religiosity, extraversion, and 

agreeableness and negatively correlated with depression, negative emotions, and 

neuroticism. Discriminant validity was shown by being uncorrelated with social desirability 

and extrinsic religiosity (Steger et al., 2006). 

Considered Controls. Age was considered as a control because prosocial motivation 

generally increases and extrinsic motivations usually decline with age (Kooij et al., 2011). We 

considered organizational tenure as another age-related variable in the work context for the 

same reasons. Gender was controlled because women generally report more altruistic values 

and community orientation (Le et al., 2018; Wegemer & Eccles, 2019), while men typically 

endorse extrinsic values such as power or achievement (Konrad et al., 2000). Moreover, 

participants’ educational level was controlled because knowledge, skills, and abilities are 

personal factors that could affect career goal setting and pursuit (Hirschi & Koen, 2021). 

Results and Discussion 

Replicating Factor Structure in a New Sample 

We first conducted a CFA with the sample from T1 (N = 490) to confirm that we could 

replicate the factor structure from Step 2 in a new sample and language version. The same 

procedure as Step 2 was used, which resulted in a very good fit of the presumed factor 

structure (𝝌𝟐(73) = 313.19, CFI = .95, TLI = .94, AIC = 15002.05, SRMA = .06, and RMSEA = .08). 

All factor loadings were .69 or greater, and all were significant at p < .001. 

We also conducted measurement invariance tests to examine if the scale's factor 

structure differs across different groups based on age, gender, organizational tenure, and 

educational level. Age (18-35 yrs., 36-49 yrs., and 50+ yrs.) and organizational tenure (1-7 yrs., 

8-15 yrs., and 16+ yrs.) were divided into three categories, while gender (male vs. female) and 

education level (university degree vs. no university degree) were divided into two categories. 

The configural model was adequate across the three age groups (CFI = 0.95, TLI = 0.93, and 

RMSEA = 0.09), across the two gender groups (CFI = 0.94, TLI = 0.93, and RMSEA = 0.09), across 

the three organizational tenure groups (CFI = 0.95, TLI = 0.93, and RMSEA = 0.09), as well as 

across the two education groups (CFI = 0.95, TLI = 0.94, and RMSEA = 0.09). This supports that 

the factorial structure of the measure does not differ between the assessed groups. The 

metric model set the factor loadings to be equal across groups. This fit was also adequate for 

all four group variables (all CFI ≥  0.94, TLI ≥  0.93, and RMSEA ≤  0.09) and there were 

inappreciable differences in CFI, TLI, and RMSEA between the configural and metric models. 

This indicates that there are not meaningful differences in how the items relate to their 

respective factors across the examined groups. Finally, scalar invariance was examined by 

placing restrictions on all item intercepts to be equal. The scalar model fit was also adequate 

for three group variables of age, gender, and educational level (all CFI ≥ 0.94, TLI ≥ 0.93, and 

RMSEA ≤ 0.09), and there were inappreciable differences in CFI, TLI, and RMSEA between the 

metric and scalar models. These findings supported strong invariance and showed no 

significant differences in item endorsement across age, gender, and educational level groups. 

The overall scalar model fit was significantly worse (△𝝌𝟐 = 34.7, p <.05) for the group variable 

organizational tenure. Thus, the scalar invariance of the measurement cannot be held for this 
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group variable, indicating that employees with different organizational tenure endorsed the 

career striving items differently.  

Relations with Closely Related Constructs 

To establish differential construct validity and test Hypotheses 1 to 3, we first 

examined the correlations of the career striving scales with the closely related constructs of 

extrinsic/intrinsic career goals, work values, and motivational work strivings (Table S1).  

Supporting H1a to c, self-enhancement career strivings were more strongly related to 

extrinsic career goals (r = .75, p <.001) vs. intrinsic career goals (r = .30, p <.001; z = 12.0, p 

<.001); more to pay and prestige work values (r = .36 and .65, p <.001) vs. altruism (r = .22, p 

<.001), relationships (r = .21, p <.001), variety (r = .24, p <.001), and autonomy (r = .13, p <.01) 

work values (z ranges from 2.2 to 10.6, p ranges from .014 to <.001); and more strongly related 

to status work strivings (r = .62, p <.001) vs. communion (r = .41, p < .001) and achievement 

work strivings (r = .15, p < .01; z = 4.8 and 9.8, p <.001).  

Self-transcendent career strivings were equally positively related to both intrinsic and 

extrinsic career goals (r = .37 and.32, p <.001; z = 1.09, p = .138), refuting Hypothesis 2a. 

Partially supporting H2b, self-transcendent career strivings were more strongly related to 

altruism (r = .70, p <.001) vs. pay (r = .02, p > .05; z = 13.3, p <.001), prestige (r = .34, p <.001; 

z = 9.0, p <.001), variety (r = .35, p <.001; z = 8.9, p <.001), and autonomy (r = .27, p <.01; z = 

9.7, p <.001) work values; self-transcendent career strivings were also more strongly related 

to relationships (r = .31, p <.001) vs. pay work values (z = 4.9, p <.001), but the correlation was 

not significantly different than to prestige, variety, or autonomy work values. Self-

transcendent career strivings were also not more strongly related to communion work 

strivings (r = .27, p <.001) vs. status (r = .30, p < .001; z = -0.7, p = .239) and achievement (r = 

.26, p < .001; z = 0.2, p = .426) work strivings, refuting Hypothesis 2c.  

Personal growth career strivings were more strongly related to intrinsic career goals (r 

= .65, p <.001) vs. extrinsic career goals (r = .34, p <.001; z = 7.7, p <.001), supporting 

Hypotheses 3a. Supporting Hypothesis 3b with one exception, personal growth career 

strivings were more strongly related to variety (r = .49, p <.001) vs. pay (r = .13, p <.01), prestige 

(r = .30, p <.001), altruism (r = .39, p <.001), and relationships (r = .20, p <.001) work values (z 

ranges from 2.3 to 6.8, p ranges from .017 to <.001); personal growth career strivings were 

also more strongly related to autonomy (r = .44, p <.001) vs. pay, prestige, and relationships 

work values (z ranges from 2.7 to 5.7, p ranges from .004 to <.001), but not significantly 

stronger than to altruism work value (z = 1.09, p = .138). Finally, personal growth career 

strivings were more strongly related to achievement (r = .31, p <.001) vs. communion work 

strivings (r = .16, p < .001; z = 2.8, p <.01) but not vs. status work strivings (r = .28, p <.001; z = 

0.6, p = .283), partially supporting Hypothesis 3c. 

Incremental Validity for Work and Life Outcomes 

To examine the incremental validity of the new career strivings measures, we tested 

how the three career strivings assessed at T1 relate to different career and life outcomes in 

terms of career commitment, career satisfaction, and life meaningfulness (assessed at T2) 

beyond extrinsic and intrinsic career goals, work values, and motivational work strivings 

(assessed at T1). We used hierarchical regression to test our hypotheses with the sample who 
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completed both measurement points (N = 334; Table 2). In the first step, we entered 

demographics (i.e., age, gender, organizational tenure, and educational level) as control 

variables. In the second step, we added the career goals subscales, work values subscales, as 

well as motivational strivings subscales, and in the third step, we added the three career 

striving subscales. We used this approach to investigate the relations between the predictors 

and outcome variables while controlling for the effects of other variables. 

Personal growth strivings predicted significant variance in (a) career commitment (𝛽 = 

0.14, p < .05), (b) career satisfaction (𝛽 = 0.19, p < .05), and (c) life meaningfulness (𝛽 = 0.29, 

p < .05) beyond controls and extrinsic and intrinsic career goals, work values, and motivational 

work strivings, confirming Hypothesis 4. However, self-enhancement and self-transcendence 

career striving did not predict any unique variance beyond the other variables in the model. 

Together (Block 3), all three career strivings explained 1% additional variances in career 

commitment, 1% in career satisfaction, and 3% in life meaningfulness beyond all the controls 

and all other related constructs. To provide a more specific test of incremental validity, we 

also assessed how the three career strivings predicted variance in the outcomes beyond 

career goals, work values, and motivational strivings individually (supplementary Tables S2-

S4). As shown in Tables S2-S4, the three strivings predicted between 5% and 11% additional 

variance in career commitment (Table S2), 3% and 8% in career satisfaction (Table S3), and 3% 

and 7% in life meaningfulness (Table S4). 

The results showed that the three career strivings could be reliably measured with 

English and German language items and represent related but distinct factors of career 

strivings. We could also show that the three career strivings are mostly differentially related 

to similar constructs in terms of career goals, work values, and motivational work strivings. 

Substantiating the utility of career strivings, we found that they are significantly and positively 

related to important work and life outcomes regarding career commitment, career 

satisfaction, and life meaningfulness.  

General Discussion 

The general aim of the current paper was to examine the role of different career 

strivings in career self-management. We thereby contribute to a better understanding of why 

and for which purposes individuals self-manage their careers, specifically, the implications of 

such career strivings for work and life outcomes. This makes a meaningful contribution to 

understanding better how individuals can lead self-directed and values-driven protean careers 

(Hall et al., 2018) by focusing on why and for which purpose(s) individuals self-manage their 

careers (Hirschi & Koen, 2021). 

Existing research in the career domain has distinguished between extrinsic and 

intrinsic career goals (Greco & Kraimer, 2020; Hall et al., 2018; Seibert et al., 2013). We 

suggested and empirically confirmed a more fine-grained analysis of more other-focused and 

more self-focused intrinsic career strivings in terms of factorial structure and different 

relations to work and life outcomes. In addition, we found that extrinsic career strivings have 

two related but distinct facets: money and prestige. While it was beyond the scope of the 

present article, this suggests that future research could focus more on potentially differential 
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relations of these two extrinsic facets to personal dispositions, behaviors, and work/life 

outcomes.  

We moreover confirmed that career strivings are mostly differentially related to 

existing measures of career goals, work values, and motivational work strivings. The results 

support especially the distinct relation of self-enhancement and personal growth career 

strivings to different career goals, work values, and motivational strivings. This suggests that 

individuals with such career strivings endorse quite distinct goals, values, and work strivings. 

For self-transcendence career strivings, the results were less clear and suggest this career 

striving can co-occur with a larger range of different career goals, work values, and 

motivational strivings. This implies that the desire to contribute to the greater good in one’s 

career is a more versatile career orientation, compatible with a variety of other career 

attitudes. These results contribute to a better understanding of the underlying motivations 

and unique characteristics of different career orientations. 

Career Strivings are Positively Related to Favorable Work and Life Outcomes 

Supporting the added value of career strivings beyond these closely related constructs 

and existing measures, we could confirm incremental validity in explaining work and life 

outcomes. The intrinsic career strivings of self-transcendence and personal growth were 

positively correlated with favorable work (i.e., career commitment and career satisfaction) 

and life outcomes (i.e., life meaningfulness). This confirms research on the positive effects of 

intrinsic goals for life outcomes more generally (Kasser & Ryan, 1996). In light of the theory of 

purposeful work behavior (Barrick et al., 2013), the specific results of the current paper can 

be interpreted as career strivings guiding career actions and choices in light of such strivings 

and that these actions and preferences contain a sense meaning, satisfaction, and purpose 

because they are linked with values-related goals. This then manifests in higher levels of 

commitment towards one’s career, higher overall satisfaction with one’s career, and a greater 

sense of meaningfulness in life. 

Personal growth career strivings positively related to all three examined outcomes 

beyond other constructs and other career strivings. While it is generally established that 

intrinsic goals are favorable for satisfaction and well-being (Kasser, 2016; Kasser & Ryan, 

1996), existing research mainly did not distinguish between self-focused and other-focused 

intrinsic goals. Our findings contribute to the literature by suggesting that personal growth 

career strivings positively affect work and life outcomes beyond self-transcendence strivings. 

Self-enhancement career strivings were also positively correlated with career 

commitment and career satisfaction. This suggests that extrinsic self-focused strivings can be 

a positive motivational source for career commitment and attainment. This aligns with 

research showing a positive relation between ambition (often measured as aiming to attain 

extrinsic rewards) and objective career attainment (Ashby & Schoon, 2010; Judge & 

Kammeyer-Mueller, 2012). However, our study did not find a significant relation between self-

enhancement career strivings and life meaningfulness. This suggests that extrinsic career 

strivings are not beneficial for attaining more general psychological well-being – a finding in 

line with research showing negative relations of extrinsic life goals with well-being more 

generally (Kasser, 2016; Kasser & Ryan, 1996).  
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Limitations and Future Research  

We could confirm our measurement of different career strivings in other languages 

and cultural contexts and separated predictor and outcome variables by time lags to reduce 

common method variance. However, all data were based on self-reports. It would be 

informative for future studies to investigate to what extent self-reported career strivings are 

related to behaviors or other outcomes (e.g., job performance) rated by others (e.g., 

supervisors). We moreover focused on the relations between different career strivings and 

career and life outcomes. Future studies could expand this inquiry and examine how different 

career strivings relate to other career and life outcomes, for example, the attainment of 

different types of career success (e.g., meaningful work vs. influence). Such research would 

further advance the understanding of the differential outcomes associated with different 

kinds of career strivings, including illuminating which positive, but potentially also adverse, 

outcomes are related to different types of career strivings.  

Expanding on this point, the current paper focused on theoretical correlates and 

outcomes of career strivings. Future studies could also examine why individuals have different 

strivings, how career strivings emerge and change over time, and which factors affect such 

changes. Moreover, in the current study, we focused on specific career strivings relative to 

other strivings. However, as our research shows, different strivings are positively correlated, 

which means that individuals typically hold more than one type of striving. Future studies 

could therefore examine combinations of career strivings with person-centered approaches, 

such as latent profile analysis (Spurk et al., 2020), to discuss how individuals with varying 

combinations of career strivings engage in career self-management behaviors or how 

different profiles of strivings are related to outcomes. 

Finally, our finding that personal growth career strivings positively relate to all three 

examined outcomes could reflect the cultural context of the studies. The Germanic culture is 

generally considered high in individualism (Hofstede, 2001). Personal attainment, 

development, and growth are thus usually highly valued in the current study’s career and work 

context. Future studies could aim to replicate and expand the presented findings in other 

cultural contexts. 

Practice Implications and Conclusion 

As our results suggest, having strong career strivings can give meaning and direction 

to careers, promoting commitment and satisfaction in one’s career, and generally finding 

more purpose in life. Based on this knowledge, career counselors could help clients appraise 

their career strivings and the longer-term, value-related goals they wish to attain in their 

careers. For example, counselors could assess career strivings with the presented scales and 

foster a reflection to clarify career strivings, which could act as motivational forces and 

guidance in career self-management. Such reflection could be based on identifying what 

clients strive for in their lives, which values guide their career development, and what are 

some of the ultimate goals they wish to attain at the end of their careers. Counselors could 

then discuss with clients which career self-management behaviors might be helpful to realize 

their specific strivings. This would help clients engage in actions that align with their values 

and help them progress towards personally meaningful career goals.  
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To conclude, the studies have highlighted the relevance of general, long-term agendas 

and purposes individuals wish to attain in their careers: their career strivings. We could show 

that individuals pursue different career strivings in terms of their extrinsic, intrinsic, self-

focused, and other-focused nature. These strivings are, in turn, related to work and life 

outcomes. We hope that this paper serves as an impetus for future research to focus more on 

the why and for which purpose(s) individuals self-manage their careers and to understand 

better how individuals can successfully manage their protean careers in a self-directed and 

value-driven way. 
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Table 1 

Career Strivings and Closely Related Constructs: Definitions, Content Domains, Similarities, and Differences 

 Career strivings Extrinsic and intrinsic  

career goals 

Work values Motivational (work) strivings 

Definition  “Long-term, enduring, 

values-related goals 

which represent what 

individuals are 

characteristically aiming 

at accomplishing in their 

careers and the purpose 

or purposes that a person 

is trying to carry out in 

their career.” (this 

manuscript) 

Extrinsic career goals: “the extent 

to which the individual’s career 

goals include extrinsically 

motivating attributes such as 

visible success, status, and 

influence within the organization 

or society, and high financial 

rewards.” 

Intrinsic career goals: “the extent 

to which an individual’s career 

goals include intrinsically 

motivating attributes, such as 

continually gaining new skills and 

knowledge, having interesting and 

challenging work, and having the 

opportunity to do work that 

impacts society.” (Seibert et al., 

2013, p. 171). 

“the relative importance 

individuals place on various 

aspects of work including 

desirable work settings and 

work-related outcomes” (Jin 

& Rounds, 2012, p. 327). 

„higher-order implicit goals or 

agendas the individual strives to 

attain […] which span relatively 

long time frames and are 

represented as generally desired 

end states that may be accessible 

to consciousness” (Barrick et al., 

2013, p. 132f) 

Typical content 

domains 

Self-enhancement career 

strivings, self-

transcendence career 

strivings, personal 

growth career strivings, 

Extrinsic: Power, success, status, 

income, money 

Intrinsic: learning, personal 

growth, interesting work, variety, 

meaningful work, social impact,  

Self-transcendent (i.e., 

altruism, social 

relationships), self-

enhancement (i.e., pay, 

prestige), conservation (i.e., 

security, authority), 

openness to change values 

(i.e., variety, autonomy) 

Status striving; communion 

striving; 

achievement/accomplishment 

striving 

Similarity with 

the proposed 

career strivings 

- Both address the extent to which a 

person pursues self-enhancement, 

self-transcendence, and personal 

Both address work-related 

aspects that a person values 

in their career 

Both focus on higher-order goals 

that individuals aim to attain in 

their work lives 
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framework and 

measure 

growth goals in career 

development 

Difference to the 

proposed career 

strivings 

framework and 

measure 

- Long-term career goals related to 

self-transcendence are 

differentiated from long-term 

career goals related to personal 

growth in the proposed career 

strivings measure 

Career strivings pertain to 

long-term career goals, 

while work values typically 

focus more on current job 

preferences 

Motivational strivings focus on 

aims in the current job and 

organization while career 

strivings pertain to more general 

long-term career goals. Career 

strivings include self-

transcendent strivings (i.e., 

helping others and contributing 

to society and the common 

good) while motivational 

strivings include strivings for 

communion (i.e., having 

meaningful relationships and 

getting along with others) 
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Table 2 

Prediction of Occupational Commitment, Career Satisfaction, and Life Meaningfulness Beyond Career Goals, Work Values, and Motivational 

Strivings Using Hierarchical Regression Analyses (Study 1, Step 3). 

Predictors Career Commitment Career Satisfaction Life Meaningfulness 

Block1: Demographics          

Age -0.00 -0.00 -0.00 -0.00 -0.00 -0.00 0.01 0.01 0.01 

Organizational tenure  -0.00 -0.00 -0.00 0.01 0.01 0.01 -0.00 -0.00 -0.00 

Gender -0.05 0.02 0.03 -0.09 -0.02 -0.01 -0.16 -0.06 -0.01 

Education 0.05* 0.02 0.01 0.02 -0.02 -0.02 0.01 -0.02 -0.03 

Block 2          

Career goals          

Intrinsic career goals  0.13* 0.07  0.20** 0.11  0.31** 0.17 

Extrinsic career goals  0.09 0.08  0.06 0.04  0.02 0.07 

Work values          

Altruism  0.16*** 0.15**  -0.01 -0.04  0.10 0.04 

Relationships  0.08 0.08  0.15* 0.15*  0.14 0.15* 

Pay  -0.09 -0.09  -0.06 -0.07  0.15 0.19 

Prestige  -0.03 -0.04  0.03 0.00  0.01 0.01 

Security  0.10 0.08  0.00 -0.03  -0.04 -0.07 

Authority  -0.06 -0.05  -0.07 -0.05  0.05 0.08 

Variety  -0.01 -0.02  0.01 -0.00  -0.15 -0.18 

Autonomy  0.09 0.06  0.14 0.10  0.13 0.06 

Motivational strivings          

Achievement striving  0.14* 0.12  0.18* 0.14  0.22* 0.18 

Status striving  0.00 0.01  0.00 0.00  -0.00 0.04 

Communion striving  -0.11* -0.10*  -0.13 -0.12  -0.15 -0.14 

Block 3: Career Strivings          

Self-enhancement    0.01   0.05   -0.15 

Self-transcendence   0.00   0.01   0.03 

Personal growth   0.14*   0.19*   0.29* 

𝑅2 .02 .24*** .25*** .01 .14*** .15*** .02 .14*** .17*** 

∆𝑅2  .22*** .01  .13*** .01  .12*** .03* 
Note. N = 334. Gender: 1 = male, 2 = female. 

*p < .05, **p < .01, ***p < .01 (two-tailed).
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Figure 1 

CFA Model Configuration of Career Striving Constructs in Step 2 (Sample 1b).

 

Note. All p < .001. 

SE1 = In my career, I strive to have a high total compensation. 

SE2 = In my career, I strive to attain a high income. 

SE3 = In my career, I strive to become wealthy. 

SE4 = In my career, I strive to be seen as a powerful individual. 

SE5 = In my career, I strive to have influence over other people. 

SE6 = In my career, I strive to have others look up to me. 

ST1 = In my career, I strive to do good for others through my work. 

ST2 = In my career, I strive to make a difference for others. 

ST3 = In my career, I strive to respond to the needs of society. 

ST4 = In my career, I strive to contribute to the common good. 

PG1 = In my career, I strive to continue to learn and grow over the course of my career. 

PG2 = In my career, I strive to have stimulating and challenging work. 

PG3 = In my career, I strive to have opportunities for personal growth and development. 

PG4= In my career, I strive to learn continuously. 

 



CAREER STRIVINGS 28 

Supplementary Materials 

Table S1. Means, Standard Deviations, and Bivariate Correlations between all Study Variables (Study 1, Step 4). 

Variable M SD 𝛼 1 2 3 4 5 6 7 8 9 10 

1. Age (T1) 42.34 11.48 – –          

2. Gender (T1) – – – .18*** –         

3. Organizational tenure (T1) 11.10 9.56 – .56*** .25*** –        

4. Educational level (T1) – – – -.15** .01 -.10* –       

Career strivings              

5. Self-enhancement (T1) 2.86 0.85 .87 -.23*** -.03 -.16*** .09* –      

6. Self-transcendence (T1) 3.36 0.95 .92 -.03 -.06 -.02 .05 .30*** –     

7. Personal growth (T1) 3.81 0.82 .92 -.06 -.16*** -.08 .21*** .31*** .50*** –    

Career goals              

8. Extrinsic career goals (T1) 3.01 0.95 .88 -.20*** -.06 -.14** .13** .75*** .32*** .34*** –   

9. Intrinsic career goals (T1) 3.66 0.83 .71 -.05 -.09 -.12** .20*** .30*** .37*** .65*** .40*** –  

Work values              

10. Altruism (T1) 3.28 0.97 .88 -.09* -.08 .00 .07 .22*** .70*** .39*** .31*** .34*** – 

11. Relationships (T1) 3.44 0.88 .88 -.04 -.09 .02 .05 .21*** .31*** .20*** .21*** .16*** .31*** 

12. Pay (T1) 4.20 0.68 .93 .06 -.03 .02 -.05 .36*** .02 .13** .29*** .16*** .08 

13. Security (T1) 4.45 0.71 .91 .12* -.10* .12* -.12** .12* .11* .15*** .15** .02 .07 

14. Authority (T1) 3.72 0.85 .86 .02 -.06 .02 -.13** .19*** .18*** .12** .22*** .18*** .24*** 

15. Prestige (T1) 3.11 0.85 .73 -.18*** -.09* -.11* .07 .65*** .34*** .30*** .68*** .31*** .35*** 

16. Variety (T1) 3.77 0.76 .84 .05 -.08 -.03 .07 .24*** .35*** .49*** .25*** .50*** .37*** 

17. Autonomy (T1) 4.15 0.69 .85 .15** -.10* .09* .11* .13** .27*** .44*** .17*** .39*** .21*** 

Motivational strivings              

18. Achievement striving (T1) 4.08 0.60 .66 .01 -.08 -.00 -.02 .15** .26*** .31*** .20*** .29*** .28*** 

19. Status striving (T1) 2.94 1.01 .93 -.20*** -.11* -.17*** .09* .62*** .30*** .28*** .64*** .34*** .33*** 

20. Communion striving (T1) 3.08 0.84 .85 -.21*** -.09* -.12** .07 .41*** .27*** .16*** .48*** .17*** .29*** 

Work and life outcomes              

21. Career commitment (T2) 3.12 0.66 .65 -.09 -.05 -.07 .12* .18*** .33*** .38*** .24*** .32*** .35*** 

22. Career satisfaction (T2) 3.50 0.87 .92 .02 -.03 .05 .04 .13* .18*** .31*** .14* .27*** .13* 

23. Life meaningfulness (T2) 5.31 1.13 .88 .10 -.05 .04 .00 .08 .20*** .30*** .13* .27*** .17** 

(Table S1 continues) 
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(Table S1 continued) 

Variable 11 12 13 14 15 16 17 18 19 20 21 22 23 

1. Age (T1)              

2. Gender (T1)              

3. Organizational tenure (T1)              

4. Educational level (T1)              

Career strivings              

5. Self-enhancement (T1)              

6. Self-transcendence (T1)              

7. Personal growth (T1)              

Career goals              

8. Extrinsic career goals (T1)              

9. Intrinsic career goals (T1)              

Work values              

10. Altruism (T1)              

11. Relationships (T1) –             

12. Pay (T1) .09 –            

13. Security (T1) .20*** .33*** –           

14. Authority (T1) .19*** .25*** .33*** –          

15. Prestige (T1) .30*** .25*** .16*** .31*** –         

16. Variety (T1) .28*** .18*** .09* .15*** .26*** –        

17. Autonomy (T1) .18*** .18*** .18*** .15** .18*** .45*** –       

Motivational strivings              

18. Achievement striving (T1) .16*** .11* .22*** .24*** .17*** .19*** .10* –      

19. Status striving (T1) .20*** .20*** .07 .23*** .53*** .28*** .14** .25*** –     

20. Communion striving (T1) .39*** .13** .15*** .19*** .47*** .15** .06 .24** .52*** –    

Work and life outcomes              

21. Career commitment (T2) .20*** -.02 .08 .04 .18** .23*** .20*** .23*** .20*** .06 –   

22. Career satisfaction (T2) .18*** .01 .02 .03 .13* .20*** .21*** .16** .11* -.01 .50*** –  

23. Life meaningfulness (T2) .15** .13* .07 .15** .12* .13* .18** .19*** .11 -.01 .37*** .43*** – 

Note. M = Mean; SD= Standard Deviation; α = Cronbach’s Alpha. Gender: 1 = “male”, 2 = “female”. Correlations of variables 1-20 were based on T1 

sample, N varies from 485 to 490. Correlations of variables 21-23 were based on T2, N varies from 335 to 337.  

*p < .05, **p < .01, ***p < .001, two-tailed. 
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Table S2 

Prediction of Career Commitment Beyond Career Goals/Work Values/Motivational Strivings Using Hierarchical Regression Analyses (Study 1, 

Step 4, Block 2 entered individually). 

Predictors Occupational Commitment 

Block1: Demographics B1 B1+B2a B1+B2a+B3  B1+B2b B1+B2b+B3  B1+B2c B1+B2c+B3 

Age -0.00 -0.00 -0.00  -0.00 -0.00  -0.00 -0.00 

Organizational tenure -0.00 -0.00 0.00  -0.00 -0.00  0.00 0.00 

Gender -0.06 -0.04 0.00  0.03 0.04  -0.01 0.02 

Education 0.05* 0.02 0.02  0.04 0.02  0.05* 0.02 

Block 2a: Career goals          

Intrinsic career goals  0.21*** 0.07       

Extrinsic career goals  0.09* 0.07       

Block 2b: Work values          

Altruism     0.19*** 0.16**    

Relationships     0.04 0.05    

Pay     -0.07 -0.09    

Prestige     0.02 -0.04    

Security     0.09 0.07    

Authority     -0.04 -0.02    

Variety     0.07 0.01    
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Autonomy     0.12* 0.06    

Block 2c: Motivational strivings          

Achievement striving        0.22*** 0.13* 

Status striving        0.11* 0.04 

Communion striving        -0.07 -0.06 

Block 3: Career strivings          

Self-enhancement   -0.04   0.06   -0.00 

Self-transcendence   0.12**   -0.00   0.12** 

Personal growth   0.17**   0.20***   0.20*** 

𝑅2 .02 .12*** .19***  .18*** .23***  .09*** .20*** 

∆𝑅2  .10*** .07***  .16*** .05***  .07*** .11*** 

Note. N = 334. Gender: 1 = “male”, 2 = “female”. 
*p < .05, **p < .01, ***p < .01 (two-tailed).
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Table S3 

Prediction of Career Satisfaction Beyond Beyond Career Goals/Work Values/Motivational Strivings Using Hierarchical Regression Analyses 

(Study 1, Step 4, Block 2 entered individually). 

Predictors Career Satisfaction 

Block1: Demographics B1 B1+B2a B1+B2a+B3  B1+B2b B1+B2b+B3  B1+B2c B1+B2c+B3 

Age -0.00 0.00 0.00  0.00 0.00  -0.00 0.00 

Organizational tenure  0.01 0.01 0.01  0.01 0.01  0.01 0.01 

Gender -0.09 -0.08 -0.03  -0.01 0.00  -0.05 -0.01 

Education 0.02 -0.01 -0.02  0.01 -0.02  0.02 -0.01 

Block 2a: Career goals          

Intrinsic career goals  0.28*** 0.13       

Extrinsic career goals  0.05 0.00       

Block 2b: Work values          

Altruism     0.02 -0.03    

Relationships     0.11 0.12    

Pay     -0.04 -0.06    

Prestige     0.06 -0.01    

Security     -0.02 -0.04    

Authority     -0.03 -0.01    

Variety     0.11 0.03    
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Autonomy     0.18* 0.10    

Block 2c: Motivational strivings          

Achievement striving        0.22* 0.12 

Status striving        0.10 0.01 

Communion striving        -0.09 -0.07 

Block 3: Career strivings          

Self-enhancement    0.04   0.07   0.06 

Self-transcendence   0.02   0.01   0.03 

Personal growth   0.24***   0.29***   0.30*** 

𝑅2 .01 .09*** .12***  .09** .13***  .04* .12*** 

∆𝑅2  .08*** .03**  .08*** .04***  .03** .08*** 

Note. N = 334. Gender: 1 = “male”, 2 = “female”. 
*p < .05, **p < .01, ***p < .01 (two-tailed).
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Table S4 

Prediction of Life Meaningfulness Beyond Beyond Career Goals/Work Values/Motivational Strivings Using Hierarchical Regression Analyses 

(Study 1, Step 4, Block 2 entered individually). 

Predictors Life Meaningfulness 

Block1: Demographics B1 B1+B2a B1+B2a+B3  B1+B2b B1+B2b+B3  B1+B2c B1+B2c+B3 

Age 0.01 0.01 0.01  0.01 0.01  0.01 0.01 

Organizational tenure  -0.00 0.00 0.00  0.00 0.00  0.00 0.00 

Gender -0.16 -0.14 -0.08  -0.05 0.00  -0.11 -0.05 

Education 0.01 -0.03 -0.04  0.01 -0.02  0.01 -0.03 

Block 2a: Career goals          

Intrinsic career goals  0.36*** 0.18       

Extrinsic career goals  0.08 0.08       

Block 2b: Work values          

Altruism     0.14* 0.06    

Relationships     0.09 0.11    

Pay     0.17 0.20    

Prestige     0.02 0.01    

Security     -0.06 -0.09    

Authority     0.10 0.12    

Variety     -0.01 -0.12    
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Autonomy     0.19 0.06    

Block 2c: Motivational strivings          

Achievement striving        0.32*** 0.19 

Status striving        0.13 0.05 

Communion striving        -0.11 -0.09 

Block 3: Career strivings          

Self-enhancement    -0.07   -0.08   -0.01 

Self-transcendence   0.07   0.02   0.08 

Personal growth   0.28**   0.42***   0.35*** 

𝑅2 .02 .10*** .13***  .09*** .14***  .06** .13*** 

∆𝑅2  .08*** .03*  .07** .05***  .04** .07*** 

Note. N = 334. Gender: 1 = “male”, 2 = “female”. 
*p < .05, **p < .01, ***p < .01 (two-tailed). 
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Career strivings measurement scale 

 
Hirschi, A., & Pang, D. (2023). Pursuing Money and Power, Prosocial Contributions, or Personal Growth: Measurement and 
Nomological Net of Different Career Strivings. Journal of Career Development.  

 
The 14 are used to measure career strivings on a 5-point response scale ranging from 

1 (strongly disagree) to 5 (strongly agree). The scale has demonstrated high internal 

consistency (Cronbach's alpha range = 0.87-0.92) and test-retest reliability over two weeks 

(range = 0.65-0.71) in our sample. The measurement development process and evidence for 

convergent and discriminant validity of the scale are reported in the above-cited paper. 
 

SE1 = In my career, I strive to have a high total compensation. 

SE2 = In my career, I strive to attain a high income. 

SE3 = In my career, I strive to become wealthy. 

SE4 = In my career, I strive to be seen as a powerful individual. 

SE5 = In my career, I strive to have influence over other people. 

SE6 = In my career, I strive to have others look up to me. 

ST1 = In my career, I strive to do good for others through my work. 

ST2 = In my career, I strive to make a difference for others. 

ST3 = In my career, I strive to respond to the needs of society. 

ST4 = In my career, I strive to contribute to the common good. 

PG1 = In my career, I strive to continue to learn and grow over the course of my career. 

PG2 = In my career, I strive to have stimulating and challenging work. 

PG3 = In my career, I strive to have opportunities for personal growth and development. 

PG4= In my career, I strive to learn continuously. 
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German version: 

Self-enhancement       

  SE1 In meiner Laufbahn strebe ich eine hohe Gesamtvergütung an.  

  SE2 In meiner Laufbahn strebe ich ein hohes Einkommen an.  

  SE3 In meiner Laufbahn strebe ich danach, reich zu werden.  

  SE4 In meiner Laufbahn strebe ich danach, als einflussreiche Person wahrgenommen zu werden.  

  SE5 In meiner Laufbahn strebe ich danach, Einfluss auf andere Menschen zu nehmen.  

  SE6 In meiner Laufbahn strebe ich danach, dass andere zu mir aufschauen.  
Self-transcendence         

  ST1 In meiner Laufbahn strebe ich danach, durch meine Arbeit Gutes für andere zu tun.  

  ST2 In meiner Laufbahn strebe ich danach, für andere etwas zu bewirken.  

  ST3 In meiner Laufbahn strebe ich danach, auf die Bedürfnisse der Gesellschaft einzugehen.  

  ST4 In meiner Laufbahn strebe ich danach, zum Gemeinwohl beizutragen.  
Personal growth         

  PG1 In meiner Laufbahn strebe ich danach, über meine Laufbahn hinweg kontinuierlich zu lernen und zu wachsen.  

  PG2 In meiner Laufbahn strebe ich eine anregende und herausfordernde Arbeit an.  

  PG3 In meiner Laufbahn strebe ich Möglichkeiten für persönliches Wachstum und Entwicklung an.  

  PG4 In meiner Laufbahn strebe ich danach, kontinuierlich zu lernen.  
 

Antwortformat: 
In Ihrer beruflichen Laufbahn haben Sie möglicherweise verschiedene Ziele, die Sie normalerweise zu erreichen versuchen. Inwieweit stimmen Sie den 
folgenden Aussagen zu?  

1 stimme überhaupt nicht zu 

2 stimme wenig zu 

3 stimme mittelmäßig zu 

4 stimme überwiegend zu 

5 stimme voll und ganz zu 
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