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A B S T R A C T   

Exploring the longitudinal relationship between career adaptability, career commitment, career 
identity, and career well-being among Chinese undergraduate nursing students. A mediation ef-
fect analysis was performed. The Career Adaptability Scale, the Chinese version of Career 
commitment, the Career identity Scale, and the Career well-being Scale were used as research 
instruments. Six hundred ninety-two nursing students were followed up in two waves to explore 
the relationships among career adaptability, career commitment, career identity, and career well- 
being. Model comparison was performed to explore the differences in such relationships between 
low and high-career interests. Career commitment at T1 mediated the relationship between career 
adaptability at T1 and career identity at T2 and that between career adaptability at T1 and career 
well-being at T2. Significant differences were observed between the mediation models of nursing 
students with high and low career interests. Career commitment plays a longitudinal mediator 
role in the relationship between career adaptability and career identity and the relationship 
between career adaptability and career well-being.   

1. Introduction 

Economic, societal, and technological advancements have necessitated the need to adjust, adapt, and display flexibility, a 
requirement that the recent pandemic further emphasized [1]. The notions of protean and boundaryless careers have gained traction, 
underscoring the individual’s responsibility in proactively managing one’s career and positing that adaptability is a pivotal element in 
attaining success [2]. In this context, career adaptability has attracted significant attention as an essential mechanism for promoting 
effective career progression. Addressing specific professional and workplace challenges can improve well-being [3]. Career 
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adaptability involves a set of behaviors, competencies, and attitudes that align individuals with particular occupations [4]. A synthesis 
of 90 studies [5], reveals adaptive responses (e.g., affective organizational commitment, career exploration, career decision-making 
self-efficacy; [6]), adaptive outcomes (e.g., career identity, calling, satisfaction, stress, employability, promotability, intention to 
leave, well-being; [3,7,8]), and specific demographic characteristics (e.g., age, education, career choice; [9]). Research in engineering 
and other disciplines has shown that career adaptability is crucial for students’ career development [1,10,11]. These studies highlight 
the mediating role of learning engagement and career decision self-efficacy between career adaptability and career outcomes, sug-
gesting potential issues of generalisability and specificity across disciplines. Nonetheless, research examining these relationships 
among nursing students is sparse. However, recent years have seen increasing tension between healthcare practitioners and patients, 
elevated workload demands, and higher safety risks due to the epidemic, leading to nursing students experiencing uncertain career 
goals, weaked professional convictions, reduced motivation for learning, and significant talent attrition [12]. Clinical internships are 
crucial in transitioning nursing students into practicing nurses, significantly impacting their development of professional attitude, 
emotional well-being, and identity [13]. Consequently, investigating the career adaptability, commitment, identity, and well-being is 
of paramount importance. 

1.1. Career adaptability and career identity 

Career adaptability is intrinsically linked with identity building. Career identity refers to an individual’s self-awareness or 
comprehension of the underlying motivations for selecting specific careers, and it is intertwined with one’s aspirations, values, and 
sense of purpose [14]. According to the Career Construction Theory [15], career adaptability serves as a resource for adaptability, 
potentially influencing adaptation responses and outcomes, notablly enhancing career identity [7]. Empirical studies suggest that 
career adaptability enhances career identity levels. For example, Tien and Wang [16] discovered that career adaptability can augment 
career identity, and longitudinal analysis has shown that career adaptability, as measured six months prior, significantly and positively 
predicts subsequent career identity [7]. This implies that greater adaptability early in career development correlates with a stronger, 
more coherent career identity over time. Additionally, research on interventions like decision-making skills training and exposure to 
career opportunities shows that these can significantly clarify and strengthen career identity [17]. These findings underscore that 
improving adaptability directly fosters a more defined and robust career identity. 

1.2. Career adaptability and career well-being 

Career adaptability can be conceptualized as an intersection of personal resources instrumental in shaping a career and sustaining 
well-being [8]. A nurse’s career well-being encompasses the profession’s rewards and benefits, recognizing that nursing practice 
promotes personal growth [18]. Career well-being has been identified as an adaptation outcome [8]. Numerous studies have explored 
the relationship between career adaptability and career well-being. For instance, Konstam et al. [17] examined the impact of career 
adaptability on the career well-being of 184 unemployed emerging adults aged 21 to 29. Johnston et al. [19] investigated occupational 
trajectory groups, personality characteristics, and career adaptability as predictors of one-year career well-being. These studies 
emphasize adaptability’s proactive role in directing career trajectories toward more fulfilling outcomes. Research also investigates 
how career adaptability influences well-being across various demographic groups, including age cohorts, cultural backgrounds, and 
educational levels. Findings show that adaptability universally enhances career well-being, though its most effective aspects may vary 
by demographic characteristics [8,20]. 

1.3. Career commitment as a mediator 

The underlying mechanisms connecting career adaptability and career identity/career well-being are still not well understood. 
Career commitment serves as a critical mediator in this relationship [21], bridging individual capabilities and career achievements. 
According to Career Construction Theory [15], career development involves stages such as adaptive readiness, mobilization of re-
sources, adapting responses, and resulting in adaptation outcomes. These stages highlight the dynamic nature of career development, 
influenced by an individual’s readiness to adapt to change. Recent empirical studies support career commitment’ mediating role in 
linking career adaptability to both identity and well-being outcomes. For instance, Woo [22] found that higher levels of career 
adaptability directly enhance career commitment, thereby strengthening career identity. Similarly, Wilson et al. [23] and Chen & 
Zhang [24] showed that career commitment strengthens career identity and significantly boosts workplace well-being in various 
settings, including healthcare. This evidence indicates that career commitment is a pivotal link translating adaptability into profes-
sional growth and satisfaction. Additionally, while the longitudinal study of career development offers valuable insights, it is still 
underexplored. 

1.4. Differences in career interests 

Career interests serve as enduring psychological dispositions that significantly guide individuals’ behavior and shape their pref-
erences for specific work activities and environments [25,26]. According to Van Iddekinge et al. [27], these interests are pivotal 
predictors of life outcomes, educational decisions, and career choices.Wilson et al. [23] emphasized that selecting a profession rep-
resents the foremost decision, setting the stage for subsequent choices. In the past decade, the nursing field has seen a significant influx 
of students. Unfortunately, many of these students have chosen nursing due to perceived job prospects or familial influence rather than 
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innate talents or interests [28]. Salamonson et al. [9] suggested that in such contexts, career choice could indicate the successful 
attainment of a nursing degree. 

The relationship between career interests and career outcomes such as adaptability, commitment, identity, and well-being is 
complex and varies significantly across different professional fields. Significant differences in career commitment exist between in-
dividuals with high and low-career interest [29]. Sverko & Babarovic [26] emphasize that career interests can profoundly influence 
one’s career adaptability, which then affects their overall career satisfaction and success. Similarly, Mrayyan & Al-Faouri [30] and Guo 
& Qin [31] found that greater alignment between personal interests and professional roles enhances both career commitment and 
identity. Research consistently shows that discrepancies in career interests can lead to different career outcomes. Ji [32] found that 
students with limited interest in traditional Chinese medicine showed lower levels of professional emotion, value, and commitment, 
negatively affecting their career identity. Zhang et al. [12] found significant differences between high and low career interest groups in 
how career adaptability predicts career commitment. These findings highlight the importance of aligning personal interests with 
professional choices to improve career satisfaction and identity. In response to these disparities, our study aims to conduct a 
comparative analysis of the relationships among career adaptability, commitment, identity, and well-being in nursing, particularly 
focusing on how career interests mediate these relationships. 

1.5. Theoretical framework 

Career Construct Theory offers a comprehensive theoretical framework aimed at elucidating the career development process, 
centered around the concept of “adaptation”. Career Construct Theory, as proposed by Savickas [15], posits a robust connection 
between adaptive responses (e.g., affective organizational commitment, career exploration, career decision-making self-efficacy; [6]), 
adaptive outcomes (e.g., career identity, sense of purpose, career well-being; [3,7,8]), and career adaptability. The Career Construct 
Theory postulates that individuals possess psychosocial resources enabling them to self-adjust and undertake practical measures to 
navigate evolving career contexts, ultimately leading to relatively stable, balanced, and well-adjusted outcomes [15]. Empirical studies 
have demonstrated that career commitment arises from career adaptability and subsequently fosters the development of career 
identity or career well-being ([23,24]; [22]. Drawing from Career Construct Theory and extant literature, it is plausible that career 
commitment could function as a mediating factor in the link between career adaptability and either career identity or career 
well-being. 

According to London’ [33] s model of career motivation, one of the individual traits, namely interest, exerts a direct influence on 
the immediate environment. The greater the stability of an individual’s career interest and its integration into their self-concept, the 
more pronounced the direct impact of career interest on their career choices and behaviors [12]. In other words, increased career 
interest corresponds to a more substantial influence of career adaptability on various other career-related factors. 

1.6. The present study 

The relationships among career adaptability, career commitment, and career identity/career well-being may be intricate and have 
not received extensive investigation. The current two-wave longitudinal study sought to clarify these connections among Chinese 
nursing undergraduates. The study aimed to test the following hypotheses. 

H1. The relationship between career adaptability at T1 and career identity at T2 is mediated by career commitment at T1. 

H2. The relationship between career adaptability at T1 and career well-being at T2 is mediated by career commitment at T1. 

H3. There are significant career interest differences in the mediation model. 

2. Method 

2.1. Participants and data collection 

This study was a longitudinal design to explore the relationship of career adaptability, career commitment, career identity and 
career well-being. Data were collected from Chineses college students, utilizing Wenjuanxing (https://www.wjx.cn/), a popular survey 
website in China that enables contactless data collection. Through convenience sampling, 823 undergraduate students aged 19–24 
were recruited. The study analyzed data collected at two intervals during 2021–2022, with one year gap, involving a total of 692 
undergraduate students (89.3 % female; age in 2021: M = 21.06 years, SD = 0.81). At the initial data collection in June 2021 (referred 
to as T1), excluded questionnaires that exhibited obvious response patterns or had more than 15 % unanswered questions were 
excluded, resulting in 823 valid questionnaires. Followed by a second assessment in June 2022 (T2, N = 795). A total of 692 students 
participated in both waves of the survey. Participants were informed of the voluntary nature of the study and were assured that 
declining to participate would not have any negative consequences. The research coordinators upheld data confidentiality and 
emphasized that only researchers would access the data. Students’ identities and ID numbers were inaccessible to researchers to ensure 
anonymity. The questionnaires were completed within educational settings, and no monetary compensation was provided to 
participants. 
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2.2. Measurements 

2.2.1. Demographic measurements 
A background questionnaire was administered to gather demographic data, including gender, age, place of origin, presence of other 

siblings, and parents’ educational level. Career interests were assessed using the participant’s attitudes toward the nursing profession. 

2.2.2. Career adaptability 
The 21-item Career Adaptability Scale [34] was used to assess college students’ career adaptability. An example item is “I can make 

the right decision when faced with different job options.” Respondents rated their agreement with each item on a 5-point Likert scale, 
ranging from 1 (“strongly disagree”) to 5 (“strongly agree”). A higher score indicated a higher level of career adaptability, while a 
lower score indicated a lower level of career adaptation. This scale has previously shown good validity and reliability among Chinese 
undergraduates [12]. The scale’s Cronbach’s alpha was 0.95 at T1. 

2.2.3. Career commitment 
To measure the career commitment of college students across four dimensions, the Undergraduate Career Commitment Scale was 

used [35]. Its 27 questions are answered using the five-point Likert scale (1 = totally disagree, 5 = absolutely agree). Overall score: 
27–135, with higher scores, indicating a more significant commitment. The measure has adapted well to the Chinese cultural context 
[12]. The scale’s Cronbach’s alpha was 0.96 at T1. 

2.2.4. Career identity 
The 21-item Career Identity Scale was used to assess the career identity of college students: (a) sense of self-efficacy and mastery, 

(b) sense of congruence, (c) sense of self-determination, (d) sense of patient and organizational impact, and (e) sense of meaningfulness 
[36]. Its 21 questions are answered using the seven-point Likert scale (1 = totally disagree, 7 = absolutely agree). Overall score: 
21–147, with higher scores, indicating a greater career identity. The measure has adapted well to the Chinese cultural context [31]. 
The scale’s Cronbach’s alpha was 0.99 at T2. 

2.2.5. Career well-being 
The 21-item Career Well-being Scale was used to assess the five-dimensional career well-being of college students: (a) positive 

career perception, (b) good nurse-patient relationship, (c) family and friend identification, (d) sense of belonging to a team, and (e) 
own growth [18]. Its 21 questions are answered using the five-point Likert scale (1 = totally disagree, 5 = absolutely agree). Overall 
score: 21–105, with higher scores indicating greater career well-being. The measure has adapted well to the Chinese cultural context 
[37]. The scale’s Cronbach’s alpha was 0.99 at T2. 

2.3. Data analysis 

SPSS 27.0 and MPlus 8.3 were used for this analysis. The missing data were handled using a model-based approach, Maximum 
Likelihood Estimation (MLE). This approach added the missing data directly to the model as part of the analysis. Missing data were 
marked in Mplus by the statement “MISSING = ALL (999)”.The robust weighted least squares estimator (WLSMV) was employed to 
estimate the models [38]. The fit of all models was evaluated using various indices operationalized in Mplus [39]: the WLSMV 
chi-square statistic (χ2), comparative fit index (CFI), Tucker–Lewis index (TLI), root mean square error of approximation (RMSEA), 
Standardized Root Mean Square Residual (SRMR), and its 90 % confidence interval. The fit coefficients are understood similarly to ML 
estimates with acceptable model fit (CFI, TLI ≥0.90; RMSEA, SRMR ≤0.80), χ2/df less than 3 is considered ideal, while 3–5 is 
acceptable [40]. This study employed the Monte Carlo method for sample size calculation [41], using a sample size 10 times the 
number of scale dimensions (totaling 180), deemed sufficient for the analysis. 

3. Results 

3.1. Preliminary analyses 

Of these 692 participants, 89.3 % were female, 26.2 % were from urban areas, and 32.8 % lived in a one-child family. The par-
ticipants had a mean age of 21.06 years (SD = 0.81, range = 19–24 years). Regarding career interests, segmentation by mean, 307 and 
385 participants had high and low career interests, respectively. Regarding parental education, 70.1 % of the fathers and 77.8 % of the 
mothers had completed junior middle school or lower level. 29.9 % of the fathers and 22.2 % of the mothers had completed senior 
middle school level or above. We compared the characteristics of those who were followed up (n = 692) versus those who were missing 
in the frst and second follow-up surveys (n = 103). The two groups did not difer in socio-demographic characteristics or the levels of 
the independent and dependent variables (p > 0.05). Table 1 displays the significant and positive correlations among all variables. 

3.2. The mediation model 

Latent variable structural equation models were constructed to analyze the mediating effects between career adaptability at T1, 
career commitment at T1, career identity at T2, and career well-being at T2 among nursing students in the general model. Model 
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Table 1 
Mean scores, standard deviations, and correlations for CA1, CC1, CI2, and CW-B2.  

Va
ri

ab
le

s M
 

SD
 

1 2 3 4 5 6 7 8 9 10
 

11
 

12
 

13
 

14
 

15
 

16
 

17
 

CA1 1.CA11 17.82 2.84 1                 
2.CA12 18.26 2.81 0.89*** 1                
3.CA13 17.58 2.6 0.88*** 0.88*** 1               
4.CA14 17.86 2.64 0.87*** 0.89*** 0.87*** 1              

CC1 5.CC11 24.9 3.85 0.69*** 0.70*** 0.70*** 0.72*** 1             
6.CC12 21.36 3.06 0.63*** 0.66*** 0.66*** 0.70*** 0.88*** 1            
7.CC13 24.48 3.44 0.64*** 0.65*** 0.65*** 0.69*** 0.89*** 0.87*** 1           
8.CC14 20.81 3.54 0.65*** 0.62*** 0.64*** 0.64*** 0.88*** 0.82*** 0.86*** 1          

CI2 9.CI21 25.81 4.94 0.34*** 0.34*** 0.34*** 0.33*** 0.32*** 0.28*** 0.34*** 0.32*** 1         
10.CI22 21.02 3.98 0.35*** 0.36*** 0.36*** 0.35*** 0.33*** 0.30*** 0.34*** 0.33*** 0.95*** 1        
11.CI23 20.77 3.98 0.34*** 0.36*** 0.36*** 0.34*** 0.31*** 0.29*** 0.33*** 0.31*** 0.95*** 0.94*** 1       
12.CI24 20.83 4.05 0.34*** 0.35*** 0.34*** 0.35*** 0.35*** 0.32*** 0.36*** 0.35*** 0.91*** 0.92*** 0.91*** 1      
13.CI25 21.05 3.98 0.34*** 0.37*** 0.35*** 0.36*** 0.36*** 0.34*** 0.36*** 0.33*** 0.92*** 0.93*** 0.93*** 0.96*** 1     

CW-B2 14.CW-B21 19.77 3.13 0.33*** 0.37*** 0.34*** 0.34*** 0.36*** 0.35*** 0.37*** 0.35*** 0.80*** 0.82*** 0.80*** 0.86*** 0.86*** 1    
15.CW-B22 23.45 3.85 0.34*** 0.37*** 0.35*** 0.35*** 0.37*** 0.34*** 0.37*** 0.36*** 0.82*** 0.83*** 0.82*** 0.88*** 0.86*** 0.95*** 1   
16.CW-B23 23.61 3.77 0.33*** 0.36*** 0.34*** 0.34*** 0.36*** 0.34*** 0.36*** 0.35*** 0.80*** 0.82*** 0.80*** 0.87*** 0.85*** 0.96*** 0.96*** 1  
17.CW-B24 23.73 3.71 0.33*** 0.36*** 0.34*** 0.34*** 0.35*** 0.34*** 0.36*** 0.34*** 0.80*** 0.82*** 0.81*** 0.86*** 0.85*** 0.96*** 0.96*** 0.96*** 1 
18.CW-B25 23.5 3.8 0.33*** 0.35*** 0.34*** 0.34*** 0.37*** 0.34*** 0.37*** 0.36*** 0.81*** 0.82*** 0.81*** 0.87*** 0.85*** 0.95*** 0.97*** 0.96*** 0.96*** 

*, p < 0.05; **, p < 0.01, ***p < 0.001. CA11 = Career confidence at T1, CA12 = career curiosity at T1, CA13 = career focus at T1, CA14 = career control at T1, CA1 = career adaptability at T1; CC11 =
Emotional commitment at T1, CC12 = continuing commitment at T1, CC13 = aspirational commitment at T1, CC14 = normative commitment at T1, CC1 = career commitment at T1; CI21 = sense of self- 
efficacy and mastery at T2, CI22 = sense of congruencem at T2, CI23 = sense of self-determination at T2, CI24 = sense of patient and organisational impact at T2, CI25 = sense of meaningfulness at T2; CI2 
= ccareer identity at T2; CW-B21 = positive career perception at T2, CW-B22 = good nurse-patient relationship at T2, CW-B23 = family and friend identification at T2, CW-B24 = sense of belonging to a 
team at T2, CW-B25 = own growth at T2; CW-B2 = career well being at T2. 
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estimation results are presented in Fig. 1. The mediating effect model fit the data well (χ2 = 581.297, df = 119, p < 0.001; CFI = 0.976, 
TLI = 0.969, RMSEA = 0.075 [0.069, 0.081], SRMR = 0.041). The results indicated that career adaptability at T1 significantly pre-
dicted career commitment at T1 (β = 0.76, p < 0.001), career identity at T2 (β = 0.68, p < 0.001), and career well-being at T2 (β = 0.28, 
p < 0.001). Career commitment at T1 significantly predicted career identity at T2 (β = 0.18, p < 0.001) and career well-being at T2 (β 
= 0.36, p < 0.001). The indirect effects via career commitment were significant, with 95 % bias-corrected confidence intervals based 
on 5000 bootstrapped samples. Specifically, career commitment at T1 partially mediated the relationship between career adaptability 
at T1 and career identity at T2 (indirect effect = 0.14, SE = 0.05, accounting for 7.97 % of the total effect) and between career 
adaptability at T1 and career well-being at T2 (indirect effect = 0.47, SE = 0.08, accounting for 26.34 % of the total effect). Therefore, 
Hypotheses 1 and 2 were supported. 

3.3. A comparison of differences in low-career interests and high-career interests 

Multi-group comparative structural equation modeling was conducted to examine potential differences in the mediating model 
among nursing students with low and high career interests (see Table 2). The results indicated a significant difference between the chi- 
square test results of the control model and the free estimation model (Δχ2(7) = 106.806, p < 0.001). This multi-group comparison 
revealed that the high-career interest group significantly differed from the low-career interest group in terms of the pathway of career 
commitment at T1 predicting career identity at T2: Wald Test of Parameter Constraints (t = 6.99, p < 0.01). Specifically, career 
commitment at T1 significantly and positively predicted career identity at T2 in the high-career interest group (b = 0.28, p < 0.001), 
while career commitment at T1 did not significantly predict career identity at T2 in the low-career interest group (b = 0.05, p > 0.05). 
No significant group differences were observed in the other pathway comparisons. The path coefficients of the free estimation model 
for the high-career interest and low-career interest groups are presented in Figs. 2 and 3, respectively. 

4. Discussion 

This study used a longitudinal mediation model to examine the relationship between career adaptability at T1, career commitment 
at T1, career identity at T2, and career well-being at T2. It further compared the role of career interests in the mediation models. The 
results show that career commitment at T1 mediates the relationship between career adaptability at T1 and career identity at T2 and 
career adaptability at T1 and career well-being at T2, respectively, and that this relationship differs in terms of low and high-career 
interest groups. 

4.1. The mediating role of career commitment in the relationship between career adaptability and career identity 

The results indicated a significant positive link between career adaptability at T1 and career identity at T2, with career commitment 
at T1 having an indirect effect, thereby confirming Hypothesis 1. Our findings align with previous research and are supported by 
Career Construction Theory [15], which suggests commitment is crucial in managing and deriving satisfaction from career devel-
opment processes. Initially, career commitment at T1, influenced by career adaptability, enables nursing students to enhance their 
professional knowledge and job confidence [6]. Setting clear expectations and goals typically increases students’ career commitment 
[18]. Additionally, students with higher career commitment develop a deeper understanding and recognition of the nursing profession 
after internships. This aligns with research identifying career commitment as an indicator of intent to persist in the profession, 
observed in both the teaching and medical fields [23,42] Students with high career commitment often have a deeper perception of the 

Fig. 1. The structural model. 
Note: ***, p < 0.001. CA T1 = career adaptability at T1, CC T1 = career commitment at T1, CI T2 = career identity at T2, CW-B at T2 = career well 
being at T2. 
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medical profession and a stronger sense of professional belonging, aspiring to become skilled doctors [31]. Furthermore, workers with 
a strong career identity are more likely to dedicate themselves to their careers, enhancing their success [23]. 

Higher levels of career adaptability correlate with the development of career identity, as strong alignment with a meaningful career 
reflects an individual’s self-concept in professional activities [43]. Specifically, adaptability skills translate into long-term benefits in 
career identity and well-being. For example, by enhancing adaptability, nursing students can set clearer career goals, thereby 
increasing their commitment and subsequently their identification with the nursing profession [44]. The critical role of career 
commitment in enhancing career identity and well-being highlights the need for targeted interventions by nursing educators and 
managers. Programs fostering career adaptability and commitment should include mentorship, career planning workshops, and 
professional development opportunities tailored to individual aspirations. These initiatives could develop a more resilient nursing 
workforce equipped to meet the profession’s demands and challenges. 

Table 2 
Model comparison between the high and low-career interests groups.   

Model fit 

χ2 df p CFI TLI RMSEA SRMR 

Limited 785.503 269 <0.001 0.973 0.969 0.074 0.095 
Free estimation model 678.697 262 <0.001 0.978 0.975 0.068 0.080  

Fig. 2. High-career interests groups. 
Note. Dashed lined indicated that path coefficients are not significant. Significantly different path is marked in red. (For interpretation of the 
references to colour in this figure legend, the reader is referred to the Web version of this article.) 

Fig. 3. Low-career interests groups.  
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4.2. The mediating role of career commitment in the relationship between career adaptability and career well-being 

The present study found that career adaptability at T1 significantly predicted career well-being at T2, with career commitment at 
T1 mediating this relationship, thus confirming Hypothesis 2., This aligns with previous research indicating that career adaptability 
helps individuals manage stress and setbacks and enhances career well-being by boosting commitment to their careers [17,19]. These 
results support the Career Construction Theory [15], which views adaptability as a proactive driver for career success, enhancing 
individual commitment by providing necessary psychological resources for adaptation and growth. This enhanced commitment also 
boosts individuals’ career identity and satisfaction, ultimately improving career well-being significantly. 

Consistent with prior studies, career commitment was shown to predict career well-being [24]. Nurses with high career 
commitment levels identify strongly with their profession, invest substantial effort, and consequently enjoy enhanced professional 
knowledge, skill development, career advancement, and overall career well-being [37]. This suggests nursing managers should adopt 
strategies to enhance nurses’ career well-being, including promoting professional growth, providing study abroad opportunities, 
financial support, and platforms to showcase talents [37]. 

Employees with high levels of career adaptability often outperform peers, earning greater rewards and recognition, which fosters 
positive emotional experiences [45]. High career adaptability is linker to improved job performance and more prosperous career 
trajectories [5]. In nursing, a strong sense of career well-being has shown positive impacts [46]. Given the nursing profession’s stressful 
and dynamic nature, our findings suggest that interventions to increase career adaptability could be highly beneficial. Training 
programs that develop flexible career attitudes and skills can enhance nurses’ well-being, with practical applications including 
workshops on stress management, career planning, and problem-solving. 

4.3. Differences in career interests 

A multi-group comparison method was employed to further assess the mediating relationship between career adaptability, career 
commitment, and career identity/career well-being among nursing students with varying levels of career interest. The results sup-
ported Hypothesis 3 (H3), revealing a statistically significant difference in the mediation between career adaptability, career 
commitment, and career identity/career well-being for both low and high-career interest groups. Specifically, career commitment at 
T1 predicted career identity at T2 for the high-career interest group, while no significant prediction was found for the low-career 
interest group. This indicates that nursing students with high career interests are more inclined to adopt positive evaluations, lead-
ing to favorable career attitudes and behaviors [47], the formation of accurate career values, and the enhancement of career identity 
[48]. Conversely, those with low career interests often lack direction, exhibit reduced self-control, and find less fulfillment in their 
profession [49]. For example, career commitment at T1 does not predict career identity at T2 when specific circumstances arise during 
an internship [31]. Therefore, efforts to increase professional interests may enhance students’ professional performance. To foster the 
professional identity of nursing students, mentors should encourage a positive perception of the field [47]. 

This findings emphasize the need to strengthen career adaptability and commitment in nursing education, especially among 
trainees. Comparing these findings with those from other disciplines allows a deeper exploration of the universality and variability of 
career resilience training and commitment across fields [10,11]. For example, engineering students may require resilience training to 
adapt to rapid technological changes, whereas business students might focus more on building career networks. This comparative 
approach not only deepens our understanding of career resilience development but also supports higher education institutions in 
creating more comprehensive and targeted career support strategies. 

Enhancing career adaptability and commitment in nursing students may improve their career identity and well-being. For example, 
the professional curriculum incorporates vocational education, with lectures often focusing on improving career adaptability [50]. 
Practically, nursing students should receive training in career adaptability, including career group counseling and emotional control 
[46]. Integrating career development elements into the nursing curriculum, such as case studies and role-playing, can enhance 
adaptability skills, improve clinical problem-solving, and foster career commitment and identity development [51]. Mentorship 
programs, where experienced nurses guide students in career planning and role understanding, significantly enhance career trajec-
tories and satisfaction [52]. Additionally, workshops on career management and stress resilience are crucial for empowering students 
to proactively manage their careers and the demands of nursing. These workshops should focus on effective stress management and 
emotional resilience strategies, essential for high job performance and well-being. Implementing real-time feedback and support 
systems during internships bridges the gap between theory and practice, enhancing learning and adaptability in real-world settings 
[53]. Collectively, these initiatives aim to enhance both the educational and professional development of nursing students and 
healthcare outcomes by preparing a resilient, committed workforce skilled in navigating modern healthcare complexities. 

5. Limitations 

Some restrictions must be recognized. First, the extrapolation of our results should be regarded seriously because we carefully chose 
a representative sample of university students to prevent sampling bias. This idea might be expanded in the future to different pop-
ulations. Moreover, the study used a self-report survey. To better understand people’s psychological and behavioral states, the future 
study may gather data from various information sources (such as peers and parents) and research techniques (such as qualitative 
interviews). Second, this study avoided some drawbacks of cross-sectional investigations by using a longitudinal research design. 
Future studies could use cross-lagged models to investigate the link between the variables. 
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6. Conclusions 

The findings of the study led to the following interpretations. In the mediated link between career adaptability at T1, career 
commitment at T1, and career identity at T2/career well-being at T2, significant career interest differences they existed in the 
mediated relationship between career adaptability at T1, career commitment at T1, and career identity at T2/career well-being at T2. 
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[49] Y. Hasret, H.Ş. Baltaci, Predictors of major satisfaction among education students, Turkish Psychological Counseling and Guidance Journal 11 (63) (2021) 

471–486, https://doi.org/10.17066/tpdrd.1050745. 
[50] L. Liu, Survey on the current employment situation of nursing undergraduates and analysis of countermeasures, in: Proceedings of the Ninth Annual Shenyang 

Scientific Academic Conference (Economic Management and Humanities Sub-volume), 2012. Shenyang. 

C. Zhao et al.                                                                                                                                                                                                           

https://doi.org/10.1186/s12912-023-01224-w
https://doi.org/10.1186/s12912-023-01224-w
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref13
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref13
https://doi.org/10.1016/j.jvb.2003.10.005
https://doi.org/10.1016/j.jvb.2003.10.005
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref15
https://doi.org/10.1007/978-3-319-66954-0_18
https://doi.org/10.1177/0894845315575151
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref48
https://doi.org/10.1177/0894845315584161
https://doi.org/10.1016/j.jvb.2013.07.001
https://doi.org/10.1111/j.1365-2648.2010.05426.x
https://doi.org/10.1108/CDI-02-2017-0046
https://doi.org/10.1108/CDI-02-2017-0046
https://doi.org/10.1353/csd.2016.0059
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref22
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref22
https://doi.org/10.1108/IJMCE-02-2019-0035
https://doi.org/10.1016/j.jvb.2016.02.017
https://doi.org/10.1016/j.jvb.2016.02.017
https://doi.org/10.1037/a0021193
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref51
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref51
http://refhub.elsevier.com/S2405-8440(24)11183-8/opt0xZvrK49Nl
http://refhub.elsevier.com/S2405-8440(24)11183-8/opt0xZvrK49Nl
https://doi.org/10.1111/j.1365-2834.2007.00797.x
https://doi.org/10.1111/j.1365-2834.2007.00797.x
https://doi.org/10.16070/j.cnki.cn45-1388/g4s.2021.43.005
https://doi.org/10.16070/j.cnki.cn45-1388/g4s.2021.43.005
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref28
https://doi.org/10.1177/106907279700500105
https://doi.org/10.1177/106907279700500105
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref29
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref29
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref30
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref30
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref31
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref32
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref32
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref33
https://doi.org/10.1080/10705519909540118
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref35
https://doi.org/10.1207/S15328007SEM0904_8
https://doi.org/10.3389/fpsyg.2022.910747
https://doi.org/10.3389/fpsyg.2022.910747
https://doi.org/10.1016/j.jvb.2012.01.009
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref49
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref49
https://doi.org/10.1111/joop.12301
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref40
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref40
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref41
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref41
https://doi.org/10.1177/0969733017720847
https://doi.org/10.17066/tpdrd.1050745
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref44
http://refhub.elsevier.com/S2405-8440(24)11183-8/sref44


Heliyon 10 (2024) e35152

11

[51] J. Waddell, K. Spalding, J. Navarro, S. Jancar, G. Canizares, Integrating a career planning and development program into the baccalaureate nursing curriculum. 
Part II. Outcomes for new graduate nurses 12 months post-graduation, Int. J. Nurs. Educ. Scholarsh. 12 (1) (2015) 175–182, https://doi.org/10.1515/ijnes- 
2015-002. 

[52] L.Z. Wei, S.S. Zhou, S. Hu, Z. Zhou, J. Chen, Influences of nursing students’ career planning, internship experience, and other factors on professional identity, 
Nurse Educ. Today 99 (2021) 104781, https://doi.org/10.1016/j.nedt.2021.104781. 

[53] K.L. Sanzo, S. Myran, J.K. Clayton, Building bridges between knowledge and practice: a university-school district leadership preparation program partnership, 
J. Educ. Adm. 49 (3) (2011) 292–312, https://doi.org/10.1108/09578231111129073. 

C. Zhao et al.                                                                                                                                                                                                           

https://doi.org/10.1515/ijnes-2015-002
https://doi.org/10.1515/ijnes-2015-002
https://doi.org/10.1016/j.nedt.2021.104781
https://doi.org/10.1108/09578231111129073

	The relationships among career adaptability, career commitment, career identity, and career well-being in Chinese nursing u ...
	1 Introduction
	1.1 Career adaptability and career identity
	1.2 Career adaptability and career well-being
	1.3 Career commitment as a mediator
	1.4 Differences in career interests
	1.5 Theoretical framework
	1.6 The present study

	2 Method
	2.1 Participants and data collection
	2.2 Measurements
	2.2.1 Demographic measurements
	2.2.2 Career adaptability
	2.2.3 Career commitment
	2.2.4 Career identity
	2.2.5 Career well-being

	2.3 Data analysis

	3 Results
	3.1 Preliminary analyses
	3.2 The mediation model
	3.3 A comparison of differences in low-career interests and high-career interests

	4 Discussion
	4.1 The mediating role of career commitment in the relationship between career adaptability and career identity
	4.2 The mediating role of career commitment in the relationship between career adaptability and career well-being
	4.3 Differences in career interests

	5 Limitations
	6 Conclusions
	Ethics approval and consent to participate
	Date
	CRediT authorship contribution statement
	Declaration of competing interest
	Acknowledgments
	Appendix A Supplementary data
	References


