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Abstract: Although different assessment instruments have been developed to assess decent work,
there is a need for a new instrument that takes into consideration the importance of decent work
in achieving sustainable development. This article reports the development and psychometric
requisites of the Decent Work for Inclusive and Sustainable Future Construction Scale, that is, a
parsimonious measure regarding the perception of decent work for an inclusive and sustainable
career construction. Overall, the research involved 1626 Italian adults, 740 men (45.5%) and 886
women (54.5%), aged between 16 and 76 years (M = 26.17; SD = 9.42), that were randomly involved
in 1 of the 5 studies. Study 1 developed the scale and found the unidimensional structure of the scale
via exploratory factor analysis (EFA). In Study 2, we confirmed the unidimensional structure of the
six items based on confirmatory factor analysis (CFA). Study 3 examined the concurrent validity
of the scale, finding positive correlations with meaningful work and life satisfaction. With Study 4,
we provided measurement invariance across gender. Finally, Study 5 tested a model in which the
tendency toward a social and equitable socio-economic view in career activities predicted decent work
through career curiosity. Results provided strong psychometric support for Decent Work for Inclusive
and Sustainable Future Construction Scale as a valid unidimensional instrument that, compared to
the already existing scales, proposes the evaluation of decent work from a broad perspective that also
looks at inclusion and sustainability.

Keywords: decent work; scale development; life design; sustainability

1. Introduction

In 1999, the International Labour Organization [1] launched the Decent Work Agenda
to address the inequities in employment and work, as a response to the challenges that
globalization creates in the labor market. Since then, the concept of decent work has been
deeply examined and discussed by global organizations and in the scientific literature
regarding career guidance [2].

For example, the 2030 Agenda for Sustainable Development [3] has made the Interna-
tional Labour Organization’s (ILO) Decent Work Agenda [1] an integral part of the vision to
proceed in the direction of a more sustainable future for all. The importance of decent work
in achieving sustainable development has been highlighted by Goal 8, which is to “promote
sustained, inclusive and sustainable economic growth, full and productive employment
and decent work for all”. Moreover, the International Labour Organization [4] has recently
underlined the need to rethink the current neoliberal economic model, promoting a social
and fair economy to guarantee employment and decent work for all, inclusive and sustain-
able economic growth, and the reduction of environmental issues (the overexploitation of
natural resources and global warming) and social issues (social inequalities) [5,6].

In the scientific literature regarding career guidance, the decent work construct has
come into focus due to the work of J. Guichard (and the researchers of the UNESCO
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Chair on Lifelong Guidance and Counseling at the University of Wrocław) [7] in the
context of the Life Design paradigm, to the work of D.L. Blustein and the Psychology of
Working Theory (PWT; [8]), and, more recently, to the work of R. Young et al. [6] with
the Contextual Action Theory [9]. Based on these theoretical frameworks, specific self-
reports or qualitative procedures have been developed to assess decent work conditions,
as perceived by workers [10]. However, in the last few years, within the framework of
inclusive and sustainable Life Design, particular attention has been focused on the role of
career guidance from a contextual perspective rather than an individual one, to promote
the idea of decent work, associated with fair, inclusive, and sustainable development [7].
Currently, no assessment instruments consider the tendency of having decent work to
contribute to a socially, environmentally, and economically sustainable future [7]. Based
on these premises, in this research, we present the development and evaluation of a new
measure of decent work based on the framework of inclusive and sustainable Life Design,
that is, Decent Work for Inclusive and Sustainable Future Construction Scale. We proposed
a short and psychometrically adequate instrument that was well suited for research and
practice in the field of career guidance and counseling for inclusion and sustainability.
Moreover, we used this measure to test the relationship between the tendency toward a
social and equitable socio-economic vision in career activities and the perception of decent
work, through the mediational role of career curiosity. This research can contribute to the
literature in two ways: firstly, the research develops a new measure that can be used in
career guidance activities to assess the tendency of individuals to have decent work in
one’s career future, thus contributing to the construction of an inclusive and sustainable
society; secondly, the research examines the mediational role of career curiosity between the
social and equitable view of the economy and decent work, thus suggesting the importance
of promoting these constructs to support the possibility to have decent work in one’s
career future.

1.1. The Construct of Decent Work

The concept of decent work can be considered a multidisciplinary one, as it combines
elements regarding access to productive labor with qualitative dimensions that concern the
rights of workers, along with social protection and the promotion of social dialogue [11].

Rantanen et al. [2] defined decent work as a unique social innovation with global
coverage and analyzed this concept by studying the origins of decent work and its key
principles in some ILO and UN documents. Starting from the definition proposed by the
ILO in 1999, decent work is defined as a fundamental human right to aspire to, described
as a collection of “opportunities for women and men to obtain decent and productive work
in conditions of freedom, equity, security and human dignity” [1]. After this definition,
the ILO [12] extended the conceptualization of freedom, underlining the importance of
allowing people to express their concerns and be involved in decisions that influence their
lives. In other words, based on ILO [12], the characteristics of decent work are the following:
(a) opportunities to have a job that is productive and delivers a fair income, (b) safety in
the workplace and social protection for families, (c) prospects for personal development
and social integration, (d) freedom for people to express their concerns, organize, and
participate in the decisions that affect their lives, and (e) equality of opportunity and
treatment for all women and men.

More recently, the ILO [13] has included the “decent work dimension” in the concept of
work associated with sustainability. At the same time, the United Nations have determined
the key role of decent work for sustainable development and, more specifically, for the
achievement of a future global climate agreement [14], recognizing the importance of the
efforts made to promote the exchange of information and knowledge regarding decent
work for all.
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1.2. Decent Work in the Life Design Paradigm

Based on constructivism [15] and the self-construction perspective [16], the Life Design
paradigm aims to offer solutions to the challenges created by the current global changes,
putting more emphasis on the importance of promoting access to decent work and a decent
life [5].

As a new paradigm of career counseling, Life Design is essentially different from
the classic career guidance models that are mostly oriented toward employability policies
because it not only provides professional information, matches people with the expectations
of employers, and trains them in job search, but it also aims to promote reflections and
development of a new critical conscience of the self and the world [9].

Developed by an international team of researchers led by Mark Savickas, the Life
Design paradigm sees the individual as a subject, designer, and builder of his/her life [17].
As a consequence, Life Design interventions are not focused on the determination of the
best ways to choose a job, find a job, or adapt to the requests of the labor market. They
promote reflections on the goals and meaning of human life, they help individuals to give
subjective meaning to work, and they support them in finding their place in the world. The
goal of Life Design is to help people define future perspectives—not necessarily connected
to career—that give meaning to their lives, and to see these perspectives as a whole [18].

Life Design allows mixing of topics related to decent work with educational and
counseling interventions. It is conceptualized in relation to the other aspects of life and as a
central part of the construction of the self. Working experiences are one of the principal
dimensions of the identity structure of an individual that can be described as a dynamic
system of subjective identity shapes [19]. Each one of these shapes corresponds to a life
domain in which people act in different ways and relate to themselves and others in
specific ways.

Recently, in the Life Design paradigm, particular attention has been given to the
importance of building futures based on inclusion, sustainability, human rights, and social
justice in career, and life interventions for the construction and management of the personal
project for decent work and a decent life for everyone [20]. Therefore, decent work is
conceptualized as an opportunity to contribute to building inclusive and sustainable
societies considering work not only from an individual perspective, but also from a social
one, not only oriented toward the present, but also toward the future, as a contribution to
future generations [8]. From this point of view, career guidance tends to promote career
choices and career designs that are less ‘ego-centric’ and more directed to choose actions
and activities that are positive, not only for one’s own benefit, but that can also contribute,
inspired by less self-centered values, to the creation of life contexts and conditions aimed at
sustainable development [21].

1.3. Instruments to Assess Decent Work

Different measures have been created to assess decent work; one is the Decent Work
Perception Scale [22], which is a scale based on Grounded Theory, considering three di-
mensions: full confidence, coexistence and tolerance, and respect and recognition. The
Decent Work Questionnaire (DWQ; [23]), based on the definition of decent work provided
by the ILO, assesses the individual perception of decent work through 31 items divided into
7 dimensions. Said dimensions are the basic principles and values of work: appropriate
working hours, productive work, the fulfillment of citizenship, social protection, opportu-
nity, health, and safety. The Decent Work Scale [24], within the PWF, was designed to assess
the attainment of decent work among employed adults [24]. Based on the guidelines offered
by the ILO, the instrument is composed of 15 items divided into 5 dimensions: physical
and interpersonal safe working conditions (e.g., absence of physical, mental, or emotional
abuse), hours that allow free time and adequate rest, organizational values that complement
family and social values, adequate compensation, and access to adequate health care. This
instrument is the most-used within the career guidance literature and has been validated
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in different countries and with different samples, such as sexual minorities [25–27], and
minoritized racial/ethnic groups [28].

As Haiming and Yan [10] pointed out, these three instruments are generally used with
workers and consider a strictly individual perspective in assessing the working conditions
and the subjective aspects associated with decent work, such as the satisfaction of personal
needs and respect for human rights. However, following the recent theoretical development
in the Life Design paradigm [7,29,30], there is a need for a new instrument that considers
a definition of decent work that involves also the aspects associated with sustainability.
All of this promotes a reflection on one’s career future from an inclusive and sustainable
perspective, both for workers and one who is about to choose a professional path.

1.4. Decent Work, Career Adaptability, and Tendency toward a Social and Equitable
Socio-Economic Vision in Career Activities

In the last few years, there has been a great deal of interest in the scientific literature
regarding the analysis of the predictive elements of decent work, in particular in the field
of the PWT [31]. Said theory identifies decent work as the central mediator between
contextual constraints and career and psychological results, based on the essential premise
that granting decent work is fundamental to building a positive social identity [31,32].
In this research, we focus on two potential predictors of the tendency to consider the
possibility to have decent work in one’s own career future: view of the economy and
career adaptability.

The PWT focuses particular attention on how decent work is deeply affected by
contextual economic factors connected to the extent to which an individual has privileges
and access to resources that promote freedom in career decision-making [33]. However, it
is also important to focus on the predictive role that the tendency toward a conservative
or ethical–social socio-economic view in career activities has on the perception of decent
work, since it has not been studied yet.

Several studies have found significant differences between a more equitable and fair
economic vision and a neoliberal one in terms of choices and behaviors toward the future
(e.g., [34]). For example, ref. [35] underlined that the tendency toward an ethical–social
socio-economic view in career activities was positively associated with career curiosity.
This makes people consider various career paths, not only the ones offered by the economic
market. In addition, Garzia et al. [36] highlighted that a fairer and more encouraging eco-
nomic perspective allows the youth to be better able to critically examine social inequalities
(for example, gender inequalities, such as women not being treated fairly in the workplace).
Lastly, Hooley et al. [37] underlined that supporting a more ethical–social vision of the
future may have a positive impact on social justice and spread social equality, influencing
the way people design their future including, for example, the probability to be involved
in decent work. On the contrary, a neoliberal economic vision seems positively associated
with indifference toward social inequality, attributing its cause in professional contexts to
the incompetence of the single individual [38].

Another predictor of having high expectations of attaining decent work refers to the
capacity to adapt to changes in the world of work, which is career adaptability [39]. This
construct seems to play a mediational role between contextual and economic constraints
and the accessibility of decent work [39].

Career adaptability can be defined as “a psycho-social construct that denotes an
individual’s readiness and resources for coping with current and anticipated tasks of
vocational development” [40]. This construct, developed by the Career Construction
Theory’s model of self-regulation [40], includes four problem-solving and coping strategies
or resources: concern, control, curiosity, and confidence [41]. Concern involves being
conscious about and making plans for forthcoming transitions, with a hopeful attitude
about the future. Control involves owning the future and feeling able to make suitable
career-related decisions. Curiosity concerns exploring the self and the environment. Finally,
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confidence regards problem-solving skills and resources to face difficulties, challenges, and
impediments adequately.

Different studies have analyzed the relationship between career adaptability and
decent work. Vilhjalmsdottir [42], for example, examined a group of young adults and
found that high levels of career adaptability are associated with a higher income and a
greater perception of experiencing decent work conditions. Zammitti et al. [43] observed
that individuals with higher levels of career adaptability are characterized by a more
complex view of decent work, that is, they consider more dimensions and aspects of
decent work.

1.5. The Present Research

Considering the existing measures of decent work [10], this research aimed to de-
velop a parsimonious measure regarding the perception of decent work for an inclusive
and sustainable career construction, well suited for career researchers and counsellors.
Specifically, based on the recent suggestions of the Life Design paradigm for inclusion and
sustainability, we developed a short measure useful for research, counselling, and career
guidance interventions with adults (workers and non-workers) to assess the tendency
to consider the possibility to have decent work in one’s career future. All of this was to
address the challenge of creating a socially, environmentally, and economically sustainable
future. The present research aimed also to test the validity of the instrument, testing the
relationship between the tendency toward a social and equitable socio-economic view in
career activities and decent work, through the mediational role of career curiosity, as a
dimension of career adaptability.

The standard, classical, test theory approach was used to develop and provide valida-
tion for the “Decent Work for Inclusive and Sustainable Future Construction Scale”, where
higher scores represent a higher tendency to consider the possibility of having decent work
in one’s own career future. Specifically, five main studies with five independent samples of
Italian adults were conducted. Data were collected throughout 2022 and during early 2023.
A period of approximately one month elapsed between the data collection of one study
and the next, except in the case of the structural model, whose data collection was divided
into two times, which were three months apart from each other. The first study was carried
out in two phases to develop statements tapping the construct of decent work and then
verify the instrument’s psychometric requisites, such as reliability and the structure of the
scale, by using item analysis and exploratory factor analysis (EFA). The second study exam-
ined the factorial structure’s stability, using confirmatory factor analysis (CFA). The third
study examined the concurrent validity by testing hypothesized relationships with existing
measures. The fourth study aimed to verify the factorial structure’s gender invariance. The
last study tested the hypothesized structural model, analyzing the relationships between
decent work, the tendency toward a social and equitable socio-economic view in career
activities, and career curiosity.

2. Study 1: Item Development and EFA

The first study goals were (a) to generate a range of items to represent the construct
of decent work in an inclusive and sustainable perspective; and (b) to examine factorial
structure and reliability of the Decent Work for Inclusive and Sustainable Future Construc-
tion Scale. We expected a unidimensional factorial structure, representing the tendency to
consider the possibility of having decent work in one’s own career future. Moreover, as sug-
gested Keszei et al. [44] and Tavakol and Dennick [45] for instruments under construction,
internal consistency values of 0.60 may be acceptable.

2.1. Method
2.1.1. Item Development

A team of three experts in career guidance [46] generated an initial pool of seven
items to assess the target construct. The items were created to promote a reflection on the
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possibility of having decent work in one’s career future. Decent work grants the respect of
human rights, human dignity (for example, having a fair income, equal opportunities and
treatment for all, and the possibility to express opinions and concerns), and respect for the
environment and the planet (for example, it does not pollute but rather contributes to the
well-being of the planet) [3,4].

Additionally, in constructing the items, following guidelines proposed by Clark and
Watson [46], specific care was also undertaken to ensure that each item’s wording was
simple, accessible to all participants, and avoided complex or ‘double-barreled’ structuring.

The seven items had a Flesch–Kincaid Reading Ease score of 78.1 (scores closer to
100 indicate easier reading) and Flesch–Kincaid Grade Level of 4.9 (indicating items would
be understood by 7.0 grade participants).

2.1.2. Participants and Procedure

To recruit the participants, the following inclusion criteria were taken into considera-
tion: being of legal age (in Italy, this corresponds to 18 years), and having a good ability to
read and understand the Italian language.

Participants were invited to take part in the research on a completely voluntary basis
through the compilation of an online research form. To fill out said form, participants
had to accept the consent. In the introduction of the form, the research goals and the
coordinators’ contact information were presented. Participants could abandon the research
at any moment. No special instructions were given to participants other than that they
were asked to answer all items as accurately as possible. Participants were also informed
that, once the data had been processed, they would be individually presented with a
personalized report of their results. Individual career counseling was available for those
that asked for it. The administration phase lasted about 5 min. The maintenance of
confidentiality concerning individual findings was assured, as quantitative findings were
to be reported as a group.

According to the national legislation, this research was not subject to any kind of
institutional ethics committee. However, all the deontological procedures provided by the
Italian Society of Vocational Guidance (SIO) and by the Italian Association of Psychology
were followed.

The same procedure was used for the subsequent studies.
Overall, 492 Italian adults participated in this study, 185 of whom were men (37.6%)

and 306 were women (62.2%). One person preferred not to disclose his/her gender. The
age of the participants ranged between 18 and 60 years (M = 26.92; SD = 7.02). Concerning
educational qualifications, 7 participants had a middle school diploma (1.4%), 157 had
a high-school diploma (31.9%), 208 participants had a bachelor’s degree (42.3%), 112 a
master’s degree (22.8%), and, finally, 8 participants (1.6%) had a postgraduate certificate.

2.1.3. Measures

In this study, we used the preliminary version of Decent Work for Inclusive and
Sustainable Future Construction Scale.

2.1.4. Data Analysis

We first evaluated the descriptive statistics of the items, reporting the mean, standard
deviation, range, and normal distribution (e.g., skew, kurtosis). Moreover, we tested
possible gender bias. Based on this preliminary result, a study with the aim of evaluating
the invariance in the measurements across gender (see Study 4), i.e., whether there was
equivalence in the construct assessed between the genders [47], was added.

We then performed an EFA to assess the factor structure of the scale. EFA was
conducted using principal axis factor and promax rotation. The Kaiser–Meyer–Olkin (KMO)
sample adequacy test and Bartlett’s test of sphericity were used as indicators of adequacy
for an EFA—KMO value should be above 0.70 and Bartlett’s test of sphericity should be
significant [48,49]. Following the literature on the topic, items with low commonality
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(<0.20) and low factor loading (<0.40) were eliminated [50,51]. The number of factors was
determined by multiple criteria: (1) parallel analysis [52], one of the most accurate methods
to determine the number of factors to retain [53]; (2) the scree plot, which retains the factors
based on the step that forms inside the graph [54]; and (3) Kaiser–Guttman criterion, which
maintains factors exceeding the eigenvalue of 1.0 [55,56]. Parallel analysis was conducted
using 100 random datasets [57].

McDonald’s Omega value was used to determine the internal consistency.

2.1.5. Results

Descriptive statistics are presented in Table 1.

Table 1. Descriptive statistics of the scale.

Item M DS Range Skewness Kurtosis

Item 1 4.23 0.97 1–5 −1.41 1.76
Item 2 4.30 0.98 1–5 −1.51 1.84
Item 3 4.06 0.91 1–5 −0.81 0.39
Item 4 3.72 1.15 1–5 −0.57 −0.54
Item 5 4.14 0.97 1–5 −1.04 0.59
Item 6 4.05 0.97 1–5 −0.91 0.60
Item 7 4.68 0.61 1–5 −2.16 5.55

One item (item 7) with a non-normal distribution was eliminated.

The t-test revealed significant gender differences for two items (items 3 and 5; p < 0.05).
In these items, women showed higher mean values than men (item 3: Meanwomen = 4.16,
DS = 0.85; Meanmen = 3.89, DS = 0.97; t = −3.24; p < 0.001) (item 5: Meanwomen = 4.25,
DS = 0.93; Meanmen = 3.94, DS = 1.00; t = −3.52; p < 0.000).

Results of parallel analysis suggested that a unidimensional structure can be investi-
gated, as reported in Table 2.

Table 2. Parallel analysis results.

Variable Real Data
Eigenvalues

Mean of Random
Eigenvalues

95th Percentile of
Random Eigenvalues

1 2.526 1.148 1.212413
2 0.878 1.076 1.112576
3 0.770 1.024 1.054759
4 0.704 0.973 0.999049
5 0.610 0.922 0.957782
6 0.512 0.859 0.901972

The Kaiser–Meyer–Olkin (KMO) and Bartlett’s test of sphericity indicated that the data
were suitable for conducting an EFA; KMO value was 0.80 and Bartlett’s test of sphericity
was significant (p < 0.001). Minimum communality was 0.21 (item 4), and this model
explained 42.10% of the total variance. Additionally, scree plot suggested extracting only
one factor (see Figure 1), and the eigenvalue of this factor was 2.53. Factor loadings were
between 0.46 (item 4) and 0.69 (item 5). All factor loadings are reported in Table 3.

Table 3. Factor loadings.

Item Factor Loading

Item 1 0.60
Item 2 0.51
Item 3 0.47
Item 4 0.46
Item 5 0.69
Item 6 0.58
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3. Study 2: CFA

The second study was aimed at testing the unidimensional structure of Decent Work
for Inclusive and Sustainable Future Construction Scale, using CFA with an independent
sample [58,59].

3.1. Method
3.1.1. Participants and Procedure

Participants were 465 Italian adults, 209 (44.9%) men and 256 (55.1%) women, aged
between 18 and 76 years (M = 28.36, ds = 10.93). Most of the participants, 211 people, had
a bachelor’s or master’s degree (45.4%). The other participants had a secondary school
diploma (110 participants, 30.3%) or a lower secondary school diploma (110 participants,
23.7%). Only 3 participants (0.6%) had a postgraduate degree.

The same procedure used in Study 1 was used.

3.1.2. Measures

In this study, we used the final version of the scale (6 items). This version is reported
in Appendix A.

3.1.3. Data Analysis

CFA was conducted using LISREL 8.80 [60]. For the assessment of the model fit, we
used the following indices: ratio between Satorra–Bentler chi-square test (SBχ2, [61]) and
degrees of freedom, which must be less than 3; Comparative Fit Index (CFI; [62]), which
must have a value greater than 0.90 [62,63]; Root Mean Square Error of Approximation
(RMSEA; [64]), which must be less than 0.80 [64,65]; Standardized Root Mean Square
Residual (SRMR; [66]), which must be less than 0.80 [66]; and Goodness of Fit Index and
Adjusted Goodness of Fit Index (GFI and AGFI; [67]) which must have values greater than
0.90 [66].

Lastly, McDonald’s Omega value was used to determine the internal consistency.
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3.1.4. Results

The tested model showed the following fit to the data: SBχ2(9) = 9.82, CFI = 0.99,
RMSEA = 0.03 (C.I. 90% 0.00–0.01), SRMR = 0.03, GFI = 0.99, AGFI = 0.98. Explained
variance (R2) of the items was between 0.19 (item 4) and 0.43 (item 2).

McDonald’s Omega value in this study was 0.73.

4. Study 3: Concurrent Validity

The aim of the third study was to assess concurrent validity by correlating the mea-
sure of decent work with other measures assessing meaningful work and life satisfaction.
Meaningful work refers to experiencing one’s own work as something meaningful, with
a positive value for oneself and the community [68]. Life satisfaction refers to the subjec-
tive quality of life of people [69]. These dimensions were considered because previous
research has highlighted the predictive role of decent work on meaningful and fulfill-
ing employment [70] and satisfaction with one’s own life and job [71]. Significant and
positive correlations between decent work, meaningful work, and life satisfaction were
expected, as these dimensions are generally considered positive aspects of organizational
and psychological functioning [8,70].

4.1. Method
4.1.1. Participants and Procedure

The participants in this study were 441 Italian adults, 180 men (40.8%) and 261 women
(59.2%), aged between 18 and 62 years (M = 28.48; SD = 9.55). Most of the participants
had a bachelor’s degree (181 participants, 41.0%) or diploma (173 participants, 39.2%). The
others had a master’s degree (80 participants, 18.1%) or a postgraduate degree (7 partici-
pants, 1.6%).

The same procedures used in Study 1 were used.

4.1.2. Measures

In this study, we used the final version of the scale (6 items), with a McDonald’s
Omega of 0.66.

Work and Meaning Inventory (WAMI; [68]—Italian version [72]): It consisted of 10 items
to assess meaningful work. Participants must answer on a 5-point Likert scale from 1 (abso-
lutely false) to 5 (absolutely true). Sample items include “I have found a meaningful career”
or “I have a good sense of what makes my job meaningful”. In this study, McDonald’s
Omega was 0.84.

Satisfaction with life scale (SWLS; [73]): It was a one-dimensional measure of life satis-
faction. It consisted of 5 items, statements towards which the participant had to declare the
degree of agreement or disagreement on a 7-level Likert scale, from 1 (strongly disagree) to
7 (strongly agree). Sample items include “In most ways my life is close to my ideal” or “I
am satisfied with my life”. In this study, McDonald’s Omega was 0.83.

4.1.3. Data Analysis

Pearson’s correlation coefficient was used to assess concurrent validity.

4.1.4. Results

Table 4 shows the correlation results. As expected, Decent work correlated positively
with Meaningful work and Life satisfaction.

Table 4. Correlation between Decent Work and others measures.

Meaningful Work Life Satisfaction

Decent work 0.21 ** 0.15 **
Note. ** = p < 0.01.
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5. Study 4: Gender Invariance

The fourth study tested the gender invariance of the scale; this type of analysis was
important because it allowed us to establish whether the items had a different psychological
meaning between men and women [47] and to check whether the gender differences ob-
tained may have resulted from item bias or whether they were real gender differences [74].

5.1. Method
5.1.1. Participants and Procedure

The participants were 519 Italian adults; 253 of them were men (48.7%) and 266 were
women (51.3%). The age of the participants ranged from 19 to 76 years (M = 25.89; DS = 9.98).
With regard to educational qualifications, they were distributed as follows: 194 participants
had a secondary school diploma (37.4%), 107 had a high school diploma (20.6%), 148 had a
bachelor’s degree (28.5%), 62 had a master’s degree (11.9%) and 8 participants (1.5%) had a
postgraduate degree.

The same procedure used in Study 1 was used.

5.1.2. Measures

In this study, we used the final version of the scale (6 items), with a McDonald’s
Omega of 0.70.

5.1.3. Data Analysis

Following Little’s [74] approach, two categories of invariance were assessed: the
first referred to the psychometric properties of the scales and the second concerned the
differences between the two groups in variances and averages [75]. With respect to the
first category, we tested (1) Configural factorial invariance, which indicates whether the
instrument measures the same latent variable in the two groups [76] and is obtained
when the same factor loading pattern occurs between the groups [77]; (2) Metric factorial
invariance, which indicates whether factor loadings are equivalent between groups [77];
and (3) Scalar invariance, which tests whether the measurement is operationally defined
equally between boys and girls [75].

After testing the first category, we analyzed the second category of invariance. Specifi-
cally, we assessed the homogeneity of the variances and averages between the groups, to
see whether they differed significantly [74]. Regarding the means, we expected differences
between men and women, with higher average scores for men. Research about the differ-
ences between men and women in the field of decent work has shown that women are paid
less than men and, thus, have a worse perception of their income [78], they perceive more
obstacles throughout their careers [79], and they experience more work–family-related
conflicts. As a consequence, women are less optimistic regarding the possibility of having
a career [80]. These working conditions may promote in women a lower perception of
having, in the future, decent work.

5.1.4. Results

The configural invariance showed good fit indices: χ2 = 23.46 (df = 18), CFI = 0.99,
NNFI = 0.98, RMSEA = 0.03 (CI90 = 0.0–0.07).

We then tested metric invariance. The model showed the following fit indices:
χ2 = 25.77 (df = 23), CFI = 0.99, NNFI = 0.99, RMSEA = 0.02 (CI90 = 0.0–0.06). As also high-
lighted in Table 5, no significant differences emerged between the two models (p = 0.80).
Furthermore, the RMSEA value of this model was within the 90% RMSEA confidence
interval of the previous model, and the CFI changes were less than 0.01 (∆CFI). These
results show the invariance of items when measured between the two groups.

We therefore proceeded with the scalar invariance. Scalar invariance showed the
following fit indices: χ2 = 34.21 (df = 28), CFI = 0.98, NNFI = 0.98, RMSEA = 0.03
(CI90 = 0.0–0.06). Moreover, in this case, there were no significant differences between
this model and the previous one (p = 0.13). The other results also showed a good fit of the
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model: the RMSEA value of this model was within the 90% RMSEA confidence interval of
the previous model, and the CFI changes were less than 0.01 (∆CFI). Overall, these tests
showed invariance of items when measured across men and women.

Table 5. Fit indices for the nested sequence in the multiple factor analysis and latent mean-level differences.

χ2 df p ∆χ2 ∆df P RMSEA RMSEA
90% CI CFI NNFI SRMR

Latent
Mean:
Man

Latent
Mean:

Woman

Configural
invariance 23.46 18 0.17 - - - 0.035 0.000–0.069 0.990 0.983 0.036 - -

Weak invariance 25.77 23 0.31 - - - 0.022 0.000–0.057 0.995 0.993 0.035 - -
Strong invariance 34.21 28 0.19 - - - 0.028 0.000–0.059 0.988 0.988 0.038 - -
Homogeneity of

variance 36.26 29 0.16 2.04 1 0.15 0.030 0.000–0.059 0.987 0.986 0.050 - -
Latent mean
invariance 68.67 29 <0.001 34.46 1 <0.001 0.071 0.049–0.093 0.926 0.924 0.035 3.85 4.18

Finally, the homogeneity of the variances between men and women was demonstrated
(see Table 5), but the invariance of the factor means was not supported. Specifically, men
showed greater tendency to consider the possibility of having decent work in their career
future than women.

6. Structural Model

The fifth study examined the relationships between decent work, the tendency toward
a social and equitable socio-economic view in career activities, and career curiosity. As high-
lighted by Zhao et al. [81], improvement of new generation employees’ career adaptability
may not be systematized if we only explore them from the perspective of the individual. It
is crucial to analyze the contextual factors that might affect the designation of decent work.
In line with this, as mentioned above, Duffy et al. [33] considered the role that contextual
economic constraints may have on career adaptability and on decent work. Furthermore,
ref. [35] found a relationship between the tendency toward a social and equitable socio-
economic view in career activities and career curiosity. Based on these previous studies,
it was expected that the tendency toward a social and equitable socio-economic view in
career activities was positively related to the tendency to consider the possibility of having
decent work in one’s own career future, directly and indirectly, through the mediating role
of career curiosity. Therefore, it was hypothesized that career curiosity fully mediated the
relationship between the tendency toward a social and equitable socio-economic view in
career activities and decent work.

6.1. Method
6.1.1. Participants

The participants in this study were 150 Italian adults; 92 of them were men (61%)
and the 58 were women (39%). The age of the participants ranged from 18 to 25 years
(M = 18.01; ds = 1.34). With regard to educational qualifications, they were distributed
as follows: 15 participants had a secondary school diploma (10%), 120 had a high school
diploma (80%), 12 had a bachelor’s degree (8%) and 3 had a master’s degree (2%).

6.1.2. Measures

This study used the final version of the scale. In this study, McDonald’s Omega
was 0.83.

Career Adapt-Abilities Scale—Italian Form (CAAS; [82]): The instrument was made up of
24 items, the same as in the Career Adapt-Abilities Scale—International Form [41]. Partici-
pants responded to each item on a scale from 1 (Not strong) to 5 (Strongest). The 24 items
combined to give a total score, which indicated career adaptability, and were also divided
into four subscales that measured the adapt-ability resources of concern (e.g., “Realizing
that today’s choices shape my future”), control (e.g., “Counting on myself”), curiosity
(e.g., “Investigating options before making a choice”), and confidence (e.g., “Working up to
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my ability”). In this study, only the subscale Curiosity was used. The McDonald’s Omega
was 0.92.

Thoughts about future development and economy in career field [83]: This measure was
an 11-item scale to analyze thoughts with a conservative vision of economics (five items,
e.g., “In order to promote employment and personal fulfillment, we should give more
importance to competition because it encourages people to put more effort into their
actions and develop new ideas.”) and thoughts with a more equitable and supportive
conception (six items, e.g., “People need to take action in order to reduce poverty and
unemployment. If they do not struggle to look for a job by themselves, they will never find
it.”). Participants responded to each item on a scale ranging from 1 (you judge that thought
extremely unsuitable) to 5 (you judge that thought completely suitable). As reported by
Nota et al. [21], such a questionnaire is a psychometrically valid and reliable measure. In
this study, we used only the subscale composed of six items for assessing thoughts with a
more equitable and supportive conception. McDonald’s Omega was 0.77.

6.1.3. Procedure

The measures were presented at two different times, three months apart. In the first
administration, the measures Career Adapt-Abilities Scale-Italian Form and Thoughts about
future development and economy in career field were presented. In the second administration,
participants filled out the Decent Work for Inclusive and Sustainable Future Construction Scale
in Italy.

To conduct mediation analyses, it would have been desirable to collect data in three
moments, but, when this is not possible, two-phase data collection is certainly better than
cross-sectional data collection [84]. The literature has discussed the time interval that must
elapse between one administration and another [85,86]. Selig and Preacher [86] suggested
not using too long-time intervals, as the effects may disappear.

6.1.4. Data Analysis

Preliminary analysis: Means, standard deviations, and inter-correlations were com-
puted. In addition, three preliminary T tests were carried out to verify if there were any sig-
nificant across-group differences in tendency toward a social and equitable socio-economic
vision in career activities, career curiosity, and decent work in relation to gender.

Mediational analysis: The hypothesized model was tested through structural equa-
tion modeling, SEM (MPLUS 7, [87]). The constructs of tendency toward a social and
equitable socio-economic vision in career activities, career curiosity, and decent work used
in the study were represented by a single-measure variable. Thus, we followed the advice
of Little et al. [88] to create item parcels for latent constructs, and, using a specific balancing
technique (item-to-construct), we created two parcels for each dimension.

In order to examine the model’s fit, we used the maximum-likelihood (ML) estimation
method [89]. We chose the chi-square test, which is by far the most used goodness-of-fit
index [89], but, as it is highly affected by model complexity and sample size, we included
other indices to obtain better assessment of model fit: CFI, TLI, RMSEA, and SRMR.

6.1.5. Results
Preliminary Analysis

Means, standard deviations, and inter-correlations are summarized in Table 6. Pos-
itive correlations were observed among tendency toward a social and equitable socio-
economic vision in career activities and career adaptability, and among career adaptability
and decent work (see Table 6). Three t-tests revealed no significant gender differences
with regards to tendency toward a social and equitable socio-economic vision in career
activities—t(148) = 0.121, p = 0.729, career curiosity—t(148) = 0.199, p = 0.428, and decent
work—t(148) = 1.495, p = 0.223 (see Table 1).
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Table 6. Means, standard deviations, and intercorrelations.

Men Women

Ω 2 3 M SD M SD

1. Social
Economy 0.77 0.168 * 0.324 ** 22.13 3.73 23.83 3.50

2. Curiosity 0.92 0.17 * 23.48 3.35 23.65 3.48
3. Decent Work 0.83 22.48 3.79 23.60 4.52

Note: Ω = McDonald’s Omega; * p < 0.05; ** p < 0.001.

Structural Model

The hypothesized fully mediated model (Model A; see Figure 2) had a good fit with
the data: χ2(6) = 11.36, CFI = 0.97, TLI = 0.93, RMSEA = 0.07, SRMR = 0.04. Furthermore,
the bootstrapping results revealed that the indirect effect of career curiosity was significant
(95% CI = [0.01, 0.10]).
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7. Discussion

The goal of this research was to describe the development and validation of the Decent
Work for Inclusive and Sustainable Future Construction Scale in the Italian context as a
measure of decent work. For this purpose, we conducted five studies.

In the first study, we created the items of the scale and tested the factorial structure
through an exploratory factor analysis. Following the guidelines reported in the liter-
ature [48,49], the items were found to be suitable for the EFA: they presented a good
commonality and a percentage of variance explained value of 42.10%. The parallel analysis
underlined the possibility to extract only one factor. Reliability was studied through McDon-
ald’s Omega value, which presented an acceptable limit. The factor loadings of the items
were loaded on a single factor, with acceptable values. The initial results suggested that the
Decent Work for Inclusive and Sustainable Future Construction Scale is a unidimensional
instrument with good psychometric properties to be used with Italian adults.

The second study confirmed the factorial structure of the Decent Work for Inclusive
and Sustainable Future Construction Scale. Results confirmed the structure of the instru-
ment as unidimensional, underlining that the different aspects of decent work (for example,
respect for human rights, the dignity of every human being, the environment, and the
planet) saturate in a single construct. The solution detected showed good fit indices. All the
items had R2 values between 0.19 and 0.43, which means that they were good indicators of
the construct.

The third study assessed the concurrent validity of the instrument. The Decent Work
for Inclusive and Sustainable Future Construction Scale positively correlated with the other
two constructs: meaningful work and life satisfaction. These results are supported by
the literature, since having a good job can predict the meaningfulness of the work itself.
Decent work leads to meaningful work by helping workers to satisfy their needs for social
connection [90], promoting the realization of individuals in their life and the work itself [91].
Moreover, the perception of being able to have a decent job in the future may help with
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the instability in the world of work nowadays, allowing one to imagine a better life [92], in
turn encouraging a better life quality [93,94].

The fourth study examined the gender invariance in the scale and confirmed a config-
ural, metric, and scalar invariance. This meant that no item presented bias connected to
gender. The Decent Work for Inclusive and Sustainable Future Construction Scale measures
the same hypothesized dimension both in men and women. After having established
gender invariance, we verified if there were differences between men and women in the
measured construct. We detected, as hypothesized, some differences between men and
women, with men showing a greater tendency to consider the possibility of having decent
work in their own career future.

Gender issues connected to the world of work are a matter that creates strong social,
economic, and political tensions. Women have a lower income compared to men and
a lower probability of reaching an important and well-paid employment status [95,96].
In some professional environments, women are marginalized because of the existing
inequalities in family leave, the care for children and the elderly, and workplace safety [95].
The results of our study are in line with the literature and support the idea that, also on a
personal level, women’s future is characterized by a less optimistic view.

With the fifth study, we wanted to evaluate a partial mediational model between the
tendency toward a social and equitable socio-economic view in career activities and decent
work through career curiosity. Fit indices confirmed the hypothesis. The mediating role of
career curiosity on the relationship between the tendency toward a social and equitable
socio-economic view in career activities and the perception of decent work suggested that
the tendency toward a social and equitable socio-economic view predicted career curiosity,
which in turn was positively connected to decent work. An ethical–social view of the
economy may promote a higher curiosity and exploration of different career paths, not only
those that the economic market tends to offer [35]. As also suggested by Duffy et al. [97],
career curiosity, as a dimension of career adaptability, is associated with an increased sense
of choice in one’s career, as well as the analysis and exploration of the various professional
paths more in line with decent work for the individual, other people, and the environment.
These results also highlighted the importance of analyzing the role of contextual factors
in developing the propensity for a good and decent job. This is in line with the study of
Masdonati et al. [93] that remarked that the access to decent work is limited by social and
contextual factors, such as economic thoughts, and these, in turn, predict fulfilment at work
and general well-being.

Thus, the Decent Work for Inclusive and Sustainable Future Construction Scale
presents good psychometric properties in the Italian context. It is a unidimensional in-
strument that, compared to the already existing scales, proposes the evaluation of decent
work from a broad perspective that also looks at inclusion and sustainability. It supports a
vision of decent work as an opportunity to contribute to building inclusive and sustainable
societies. This idea of decent work is oriented towards the future and not just the present.
Furthermore, compared to existing decent work measures, the Decent Work for Inclusive
and Sustainable Future Construction Scale is a short instrument that allows the construct
to be assessed with only a few items. This could be an advantage for future research
and practice.

8. Implications for Practice and Research

This research has both practical and theoretical implications. From a practical perspec-
tive, the instrument can be used in individual and group career counseling activities to
encourage people to reflect on future decent work. In career interventions, the Decent Work
for Inclusive and Sustainable Future Construction Scale can be used in pre- and post-test to
assess the efficacy of career interventions that aim to promote the idea of decent work from
an inclusive and sustainable perspective. Moreover, the mediational model hypothesized
shows that decent work is influenced by a social and equitable view of the economy and
career curiosity. This means that it is necessary to design career guidance activities that
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promote a view of the economy from a social and equitable perspective by taking into
consideration career curiosity. This may contribute to an idea of work that includes not
only personal needs, but also contextual ones (for example, respect for the environment).

Regarding research implications, the Decent Work for Inclusive and Sustainable Future
Construction Scale represents a valid instrument that can support researchers in analyzing
the tendency to consider the possibility of having decent work in one’s career future.
Moreover, in line with the studies by Duffy et al. [97], the present research adds to the
dimensions that precede decent work and the idea that people have about the economy.
Having a positive view of the economy is associated with an inclusive and sustainable view
of decent work.

9. Limitations and Directions for Future Studies

The obtained results are to be read while considering a series of limitations. Firstly,
the total percentage of the variance explained was below the recommended minimum limit
suggested by the literature [98]. Future studies should verify which other factors may be
added in favor of decent work from an inclusive and sustainable perspective. Secondly, the
predictive validity of decent work measured through the Decent Work for Inclusive and
Sustainable Future Construction Scale has not been tested. Future studies may take into
consideration the possibility to test this validity type. Thirdly, some variables connected to
the sample that may influence the perception of decent work (such as a social vulnerability,
a migration story, or income differences) have not been considered. This implies that
future research should also be carried out with specific samples. We did not assess the
test–retest validity. Future research may fill this gap to obtain an even more reliable decent
work measure. Another limitation concerns the fact that we had no information about the
professional status of the participants. A final limitation is that, for Study 5, data were
collected in two phases. However, although some authors suggest that three times are
needed, others consider two-phase data collection adequate [84].

10. Conclusions

This research describes the development and initial validation of the Decent Work
Scale for Inclusive and Sustainable Future Construction, a new measure of decent work.
Dissimilar to existing measures that focus on an individual perspective, the Decent Work
for Inclusive and Sustainable Future Construction Scale proposes a measure of decent work
that considers aspects of inclusion and sustainability. Five studies conducted on samples
of Italian adults have shown that the scale is a valid and reliable instrument. Overall, the
Decent Work for Inclusive and Sustainable Future Construction Scale provides a useful
framework for measuring decent work from an inclusive and sustainable perspective.
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Appendix A

Table A1. Decent Work for Inclusive and Sustainable Future Construction Scale.

Instructions
The following statements are about some important aspects of the work that you may have in the future. Consider them one by one
and specify if and how much you agree with them, keeping in mind that
1 means “Definitely NO, this is not what I think about the work I will have in the future”.
5 means “Definitely YES, this is what I think about the work I will have in the future”.
You can obviously also choose the other numbers (2, 3, 4) that represent the middle positions.

1. People must not accept work in a place that does not grant everybody the right to also freely express their opinions about the
work performed;

2. People must accept working uniquely in places in which they are accepted for who they are (regardless of gender, age, ethnic
group, religion, political orientation, etc.);

3. In a workplace, the feelings and needs of workers must be a priority and considered by everyone with respect and attention;

4. People must not accept working in a company that produces objects and materials that are harmful for the environment;

5. Even with a high income, people must not accept working in a place where they feel they are not treated with dignity;

6. People must not accept a job if a fair pay is not provided.

References
1. ILO. Decent work: Report of the Director-General. In Proceedings of the International Labour Conference (87th Session), Geneva,

Switzerland, 1–17 June 1999.
2. Rantanen, J.; Muchiri, F.; Lehtinen, S. Decent work, ILO’s response to the globalization of working life: Basic concepts and

global implementation with special reference to occupational health. Int. J. Environ. Res. Public Health 2020, 17, 3351. [CrossRef]
[PubMed]

3. United Nations General Assembly. Transforming Our World: The 2030 Agenda for Sustainable Development; United Nations: New
York, NY, USA, 2015. Available online: https://sustainabledevelopment.un.org/content/documents/21252030%20Agenda%20
for%20Sustainable%20Development%20web.pdf (accessed on 21 July 2023).

4. ILO. World Employment and Social Outlook: Trends 2022; ILO: Geneva, Switzerland, 2022.
5. Chhabra, M.; Ribeiro, M.A.; Rossier, J. Introduction to the special section: Life design interventions (counseling, guidance,

education) for decent work and sustainable development. Int. J. Educ. Vocat. Guid. 2022, 22, 577–579. [CrossRef]
6. Young, R.A.; Domene, J.F.; Botia, L.A.; Chiang, M.M.J.; Gendron, M.R.; Pradhan, K. Revitalising decent work through inclusion:

Toward relational understanding and action. Br. J. Guid. Couns. 2021, 49, 166–176. [CrossRef]
7. Guichard, J. From career guidance to designing lives acting for fair and sustainable development. Int. J. Educ. Vocat. Guid. 2022,

22, 581–601. [CrossRef]
8. Blustein, D.L.; Olle, C.; Connors-Kellgren, A.; Diamonti, A.J. Decent Work: A Psychological Perspective. Front. Psychol. 2016,

7, 407. [CrossRef]
9. Drabik-Podgórna, V.; Podgórny, M. Decent work in Poland: A preliminary study. Suggestions for educational and counselling

practice. Int. J. Educ. Vocat. Guid. 2022, 22, 759–784. [CrossRef]
10. Haiming, H.U.; Yan, Y. An Integrative Literature Review and Future Directions of Decent Work. Glob. J. Manag. Bus. Res. 2020, 20,

9–24. [CrossRef]
11. Piasna, A.; Sehnbruch, K.; Burchell, B. Decent work: Conceptualization and policy Impact. In Decent Work and Economic Growth.

Encyclopedia of the UN Sustainable Development Goals; Leal Filho, W., Azul, A., Brandli, L., Lange, S.A., Wall, T., Eds.; Springer:
London, UK, 2020. [CrossRef]

12. International Labour Organization. Decent Work Agenda; ILO: Geneva, Switzerland, 2015.
13. International Labour Organization. Non-Sandard Employment around the World: Understanding Challenges, Shaping Prospects;

International Labour Office: Geneva, Switzerland, 2016.
14. United Nations. United Nation of Human Rights. Guiding Principles on Business and Human Rights, Implementing the United Nations

“Protect, Respect and Remedy” Framework; United Nations: New York, NY, USA, 2011.
15. Savickas, M.L. Constructing careers: Actor, agent, and author. J. Employ. Couns. 2011, 48, 179–181. [CrossRef]
16. Guichard, J. Life-long self-construction. Int. J. Educ. Vocat. Guid. 2005, 5, 111–124. [CrossRef]
17. Savickas, M.L.; Nota, L.; Rossier, J.; Dauwalder, J.P.; Duarte, M.E.; Guichard, J.; Soresi, S.; Van Esbroeck, R.; Van Vianen, A.E. Life

designing: A paradigm for career construction in the 21st century. J. Vocat. Behav. 2009, 75, 239–250. [CrossRef]
18. Duarte, M.E.; Paixão, M.P.; da Silva, J.T. Life-Design Counselling from an Innovative Career Counselling Perspective. In Handbook

of Innovative Career Counselling; Springer: Cham, Switzerland, 2019. [CrossRef]
19. Guichard, J. Self-constructing. J. Vocat. Behav. 2009, 75, 251–258.

https://doi.org/10.3390/ijerph17103351
https://www.ncbi.nlm.nih.gov/pubmed/32408597
https://sustainabledevelopment.un.org/content/documents/21252030%20Agenda%20for%20Sustainable%20Development%20web.pdf
https://sustainabledevelopment.un.org/content/documents/21252030%20Agenda%20for%20Sustainable%20Development%20web.pdf
https://doi.org/10.1007/s10775-022-09549-9
https://doi.org/10.1080/03069885.2020.1857334
https://doi.org/10.1007/s10775-022-09530-6
https://doi.org/10.3389/fpsyg.2016.00407
https://doi.org/10.1007/s10775-022-09548-w
https://doi.org/10.34257/GJMBRAVOL20IS8PG9
https://doi.org/10.1007/978-3-319-71058-7_107-1
https://doi.org/10.1002/j.2161-1920.2011.tb01109.x
https://doi.org/10.1007/s10775-005-8789-y
https://doi.org/10.1016/j.jvb.2009.04.004
https://doi.org/10.1007/978-3-030-22799-9_3


Sustainability 2023, 15, 11749 17 of 19

20. Urbanaviciute, I.; Bühlmann, F.; Rossier, J. Sustainable careers, vulnerability, and well-being: Towards an integrative approach. In
Handbook of Innovative Career Counselling; Springer: Cham, Switzerland, 2019; pp. 53–70.

21. Nota, L.; Soresi, S.; Di Maggio, I.; Santilli, S.; Ginevra, M.C. Sustainable Development, Career Counselling and Career Education;
Springer: London, UK, 2020.

22. Tao, Q.; Shuang, L.; Ting, W. The relationship between decent work and engagement: Role of intrinsic motivation and psychologi-
cal needs. J. Sichuan Univ. Philos. Soc. Sci. Ed. 2016, 5, 134–143.

23. Ferraro, T.; Pais, L.; Rebelo Dos Santos, N.; Moreira, J.M. The Decent Work Questionnaire: Development and validation in two
samples of knowledge workers. Int. Lab. Rev. 2018, 157, 243–265. [CrossRef]

24. Duffy, R.D.; Allan, B.A.; England, J.W.; Blustein, D.L.; Autin, K.L.; Douglass, R.P.; Ferreira, J.; Santos, E.J.R. The development and
initial validation of the Decent Work Scale. J. Couns. Psychol. 2017, 64, 206–221. [CrossRef] [PubMed]

25. England, J.W.; Duffy, R.D.; Gensmer, N.P.; Kim, H.J.; Buyukgoze-Kavas, A.; Larson-Konar, D.M. Women attaining decent work:
The important role of workplace climate in Psychology of Working Theory. J. Couns. Psychol. 2020, 67, 251–264. [CrossRef]
[PubMed]

26. Tebbe, E.A.; Allan, B.A.; Bell, H.L. Work and well-being in TGNC adults: The moderating effect of workplace protections. J. Couns.
Psychol. 2019, 66, 1–13. [CrossRef] [PubMed]

27. Douglass, R.P.; Velez, B.L.; Conlin, S.E.; Duffy, R.D.; England, J.W. Examining the psychology of working theory: Decent work
among sexual minorities. J. Couns. Psychol. 2017, 64, 550–559. [CrossRef]

28. Duffy, R.D.; Gensmer, N.; Allan, B.A.; Kim, H.J.; Douglass, R.P.; England, J.W.; Autin, K.L.; Blustein, D.L. Developing, validating,
and testing improved measures within the Psychology of Working Theory. J. Vocat. Behav. 2019, 112, 199–215. [CrossRef]

29. Guichard, J. What career and life design interventions may contribute to global, humane, equitable and sustainable development?
Studia Poradoz. J. Couns. 2018, 7, 306–331.

30. Pouyaud, J. For a psychosocial approach to decent work. Front. Psychol. 2016, 7, 422. [CrossRef]
31. Duffy, R.D.; Blustein, D.L.; Diemer, M.A.; Autin, K.L. The psychology of working theory. J. Couns. Psychol. 2016, 63, 127–148.

[CrossRef]
32. Blustein, D.L.; Masdonati, J.; Rossier, J. Psychology and the International Labor Organization: The Role of Psychology in the Decent Work

Agenda; International Labor Organization: Geneva, Switzerland, 2017.
33. Duffy, R.D.; Kim, H.J.; Perez, G.; Prieto, C.; Torgal, C.; Kenny, M. Decent education as a precursor to decent work: An overview

and construct conceptualization. J. Vocat. Behav. 2022, 138, 103771. [CrossRef]
34. Zmigrod, L.; Rentfrow, P.J.; Robbins, T.W. Cognitive underpinnings of nationalistic ideology in the context of Brexit. Proc. Natl.

Acad. Sci. USA 2018, 115, E4532–E4540. [CrossRef]
35. Santilli, S.; Ginevra, M.C.; Nota, L. The relationship between career adaptability and the view of the economy. In Proceedings of

the XIII National Conference of the Italian Society of Vocational Guidance (SIO), Roma, Italy, 20–21 January 2023.
36. García-Feijoo, M.; Eizaguirre, A.; Rica-Aspiunza, A. Systematic review of sustainable-development-goal deployment in business

schools. Sustainability 2020, 12, 440. [CrossRef]
37. Hooley, T.; Sultana, R.G.; Thomsen, R. The neoliberal challenge to career guidance: Mobilising research, policy and practice

around social justice. In Career Guidance for Social Justice; Routledge: London, UK, 2017; pp. 1–27.
38. Bettache, K.; Chiu, C.Y.; Beattie, P. The merciless mind in a dog-eat-dog society: Neoliberalism and the indifference to social

inequality. Curr. Opin. Behav. Sci. 2020, 34, 217–222. [CrossRef]
39. Blustein, D.L.; Duffy, R.D. Psychology of working theory. In Career Development and Counseling: Putting Theory and Research to

Work, 3rd ed.; Wiley: Hoboken, NJ, USA, 2020; pp. 201–235.
40. Savickas, M.L. The theory and practice of career construction. In Career Development and Counseling: Putting Theory and Research to

Work, 1st ed.; Wiley: Hoboken, NJ, USA, 2005; pp. 42–70.
41. Savickas, M.L.; Porfeli, E.J. Career Adapt-Abilities Scale: Construction, reliability, and measurement equivalence across 13 coun-

tries. J. Vocat. Behav. 2012, 80, 661–673. [CrossRef]
42. Vilhjálmsdóttir, G. Young workers without formal qualifications: Experience of work and connections to career adaptability and

decent work. Br. J. Guid. Couns. 2021, 49, 242–254. [CrossRef]
43. Zammitti, A.; Magnano, P.; Santisi, G. The concepts of work and decent work in relationship with self-efficacy and career

adaptability: Research with quantitative and qualitative methods in adolescence. Front. Psychol. 2021, 12, 660721. [CrossRef]
44. Keszei, A.P.; Novak, M.; Streiner, D.L. Introduction to health measurement scales. J. Psychosom. Res. 2010, 68, 319–323. [CrossRef]
45. Tavakol, M.; Dennick, R. Making sense of Cronbach’s alpha. Int. J. Med. Educ. 2011, 2, 53. [CrossRef]
46. Clark, L.A.; Watson, D.B. Constructing validity: Basic issues in objective scale development. Psychol. Assess. 1995, 7, 309–319.

[CrossRef]
47. Van de Vijver, F.; Tanzer, N.K. Bias and equivalence in cross-cultural assessment: An overview. Eur. Rev. Appl. Psychol. 2004, 54,

119–135. [CrossRef]
48. Polit, D.; Beck, C. Essentials of Nursing Research: Appraising Evidence for Nursing Practice; Lippincott Williams & Wilkins: Philadephia,

PA, USA, 2020.
49. Tabachnick, B.; Fidell, L. Using Multivariate Statistics, 7th ed.; Pearson: Essex, UK, 2019.
50. Child, D. The Essentials of Factor Analysis, 3rd ed.; Continuum International Publishing Group: New York, NY, USA, 2006.

https://doi.org/10.1111/ilr.12039
https://doi.org/10.1037/cou0000191
https://www.ncbi.nlm.nih.gov/pubmed/28165257
https://doi.org/10.1037/cou0000411
https://www.ncbi.nlm.nih.gov/pubmed/32105129
https://doi.org/10.1037/cou0000308
https://www.ncbi.nlm.nih.gov/pubmed/30211566
https://doi.org/10.1037/cou0000212
https://doi.org/10.1016/j.jvb.2019.02.012
https://doi.org/10.3389/fpsyg.2016.00422
https://doi.org/10.1037/cou0000140
https://doi.org/10.1016/j.jvb.2022.103771
https://doi.org/10.1073/pnas.1708960115
https://doi.org/10.3390/su12010440
https://doi.org/10.1016/j.cobeha.2020.06.002
https://doi.org/10.1016/j.jvb.2012.01.011
https://doi.org/10.1080/03069885.2021.1885011
https://doi.org/10.3389/fpsyg.2021.660721
https://doi.org/10.1016/j.jpsychores.2010.01.006
https://doi.org/10.5116/ijme.4dfb.8dfd
https://doi.org/10.1037/1040-3590.7.3.309
https://doi.org/10.1016/j.erap.2003.12.004


Sustainability 2023, 15, 11749 18 of 19

51. Costello, A.B.; Osborne, J. Best practices in exploratory factor analysis: Four recommendations for getting the most from your
analysis. Pract. Assess. Eval. 2005, 10, 7.

52. Horn, J.L. A rationale and test for the number of factors in factor analysis. Psychometrika 1965, 30, 179–185. [CrossRef] [PubMed]
53. Velicer, W.F.; Eaton, C.A.; Fava, J.L. Construct explication through factor or component analysis: A review and evaluation of

alternative procedures for determining the number of factors or components. In Problems and Solutions in Human Assessment:
Honoring Douglas N. Jackson at Seventy; Goffin, R.D., Helmes, E., Eds.; Kluwer Academic: Norwell, MA, USA, 2000; pp. 41–71.

54. Cattell, R.B. The scree test for the number of factors. Multivar. Behav. Res. 1966, 1, 245–276. [CrossRef]
55. Guttman, L. Some necessary conditions for common-factor analysis. Psychometrika 1954, 19, 149–161. [CrossRef]
56. Kaiser, H.F. The application of electronic computers to factor analysis. Educ. Psychol. Meas. 1960, 20, 141–151. [CrossRef]
57. O’connor, B.P. SPSS and SAS programs for determining the number of components using parallel analysis and Velicer’s MAP test.

Behav. Res. Methods Instrum. Comput. 2000, 32, 396–402. [CrossRef]
58. Netemeyer, R.G.; Bearden, W.O.; Sharma, S. Scaling Procedures: Issues and Applications; Sage Publications: Thousand Oaks, CA,

USA, 2003.
59. Worthington, R.L.; Whittaker, T.A. Scale development research: A content analysis and recommendations for best practices.

Couns. Psychol. 2006, 34, 806–838. [CrossRef]
60. Jöreskog, K.G.; Sörbom, D. LISREL 8.80. Lincolnwood; Scientific Software International Inc.: Skokie, IL, USA, 2006.
61. Satorra, A.; Bentler, P.M. A scaled difference chi-square test statistic for moment structure analysis. Psychometrika 2001, 66, 507–514.

[CrossRef]
62. Bentler, P.M. Comparative fit indexes in structural models. Psychol. Bull. 1990, 107, 238. [PubMed]
63. Bentler, P.M. EQS Structural Equations Program Manual, 6th ed.; Multivariate Software, Inc.: Encino, CA, USA, 1998.
64. Steiger, J.H. Structural model evaluation and modification: An interval estimation approach. Multivar. Behav. Res. 1990, 25,

173–180. [CrossRef] [PubMed]
65. Brown, M.W.; Cudeck, R. Alternative ways of assessing model fit. Test. Struct. Equ. Model. 1993, 154, 136–162. [CrossRef]
66. Hu, L.T.; Bentler, P.M. Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives.

Struct. Equ. Model. Multidiscip. J. 1999, 6, 1–55. [CrossRef]
67. Jöreskog, K.G.; Sörbom, D. LISREL 8: Structural Equation Modeling with the SIMPLIS Command Language; Scientific Software

International: Skokie, IL, USA, 1993.
68. Steger, M.F.; Dik, B.J.; Duffy, R.D. Measuring meaningful work: The work and meaning inventory (WAMI). J. Career Assess. 2012,

20, 322–337. [CrossRef]
69. Pavot, W.; Diener, E. Review of the satisfaction with life scale. Psychol. Assess. 1993, 5, 164. [CrossRef]
70. Allan, B.A.; Tebbe, E.A.; Bouchard, L.M.; Duffy, R.D. Access to decent and meaningful work in a sexual minority population.

J. Career Assess. 2019, 27, 408–421. [CrossRef]
71. McIlveen, P.; Hoare, P.N.; Perera, H.N.; Kossen, C.; Mason, L.; Munday, S.; Alchin, C.; Creed, A.; McDonald, N. Decent work’s

association with job satisfaction, work engagement, and withdrawal intentions in Australian working adults. J. Career Assess.
2021, 29, 18–35. [CrossRef]

72. Magnano, P.; Zarbo, R.; Santisi, G. Evaluating meaningful work: Psychometric properties of the work and meaning inventory
(WAMI) in Italian context. Curr. Psychol. 2023, 42, 12756–12767.

73. Diener, E.; Emmons, R.A.; Larsen, R.J.; Griffin, S. The Satisfaction with Life Scale. J. Personal. Assess. 1985, 49, 71–75. [CrossRef]
74. Little, T.D. Mean and covariance structures (MACS) analyses of cross-cultural data: Practicaland theoretical issues. Multivar.

Behav. Res. 1997, 32, 53–76. [CrossRef] [PubMed]
75. Cheung, G.W.; Rensvold, R.B. Evaluating goodness-of-fit indexes for testing measurement invariance. Struct. Equ. Model. 2002, 9,

233–255. [CrossRef]
76. Rusticus, S.A.; Hubley, A.M.; Zumbo, B.D. Measurement invariance of the Appearance Schemas Inventory–Revised and the Body

Image Quality of Life Inventory across age and gender. Assessment 2008, 15, 60–71. [CrossRef] [PubMed]
77. Byrne, B.M.; Stewart, S.M. Teacher’s corner: The MACS approach to testing for multigroup invariance of a second-order structure:

A walk through the process. Struct. Equ. Model. 2006, 13, 287–321.
78. Okpara, J.O. Gender and the relationship between perceived fairness in pay, promotion, and job satisfaction in a sub-Saharan

African economy. Women Manag. Rev. 2006, 21, 224–240. [CrossRef]
79. Matthews, C.; Monk-Turner, E.; Sumter, M. Promotional opportunities: How women in corrections perceive their chances for

advancement at work. Gend. Issues 2010, 27, 53–66.
80. Wynn, A.T. Gender, parenthood, and perceived chances of promotion. Sociol. Persp. 2017, 60, 645–664. [CrossRef]
81. Zhao, L.; Li, W.; Zhang, H. Career adaptability as a strategy to improve sustainable employment: A proactive personality

perspective. Sustainability 2022, 14, 12889.
82. Soresi, S.; Nota, L.; Ferrari, L. Career Adapt-Abilities Scale-Italian Form: Psychometric properties and relationships to breadth of

interests, quality of life, and perceived barriers. J. Vocat. Behav. 2012, 80, 705–711.
83. Nota, L.; Soresi, S.; Ginevra, M.C.; Santilli, S.; Di Maggio, I. The tools of the “Stay passionate, courageous, inclusive, sustainable. . .”

project for guidance to benefit the pursuit of the 2030 Agenda goals. In Proceedings of the XIX National Conference of the Italian
Society of Vocational Guidance (SIO), Enna, Italy, 17–19 October 2019.

84. Little, T.D. Longitudinal Structural Equation Modeling; Guilford Press: New York, NY, USA, 2013.

https://doi.org/10.1007/BF02289447
https://www.ncbi.nlm.nih.gov/pubmed/14306381
https://doi.org/10.1207/s15327906mbr0102_10
https://doi.org/10.1007/BF02289162
https://doi.org/10.1177/001316446002000116
https://doi.org/10.3758/BF03200807
https://doi.org/10.1177/0011000006288127
https://doi.org/10.1007/BF02296192
https://www.ncbi.nlm.nih.gov/pubmed/2320703
https://doi.org/10.1207/s15327906mbr2502_4
https://www.ncbi.nlm.nih.gov/pubmed/26794479
https://doi.org/10.1177/0049124192021002005
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1177/1069072711436160
https://doi.org/10.1037/1040-3590.5.2.164
https://doi.org/10.1177/1069072718758064
https://doi.org/10.1177/1069072720922959
https://doi.org/10.1207/s15327752jpa4901_13
https://doi.org/10.1207/s15327906mbr3201_3
https://www.ncbi.nlm.nih.gov/pubmed/26751106
https://doi.org/10.1207/S15328007SEM0902_5
https://doi.org/10.1177/1073191107306805
https://www.ncbi.nlm.nih.gov/pubmed/18258732
https://doi.org/10.1108/09649420610657407
https://doi.org/10.1177/0731121416672426


Sustainability 2023, 15, 11749 19 of 19

85. Collins, L.M. Analysis of longitudinal data: The integration of theoretical model, temporal design, and statistical model. Annu.
Rev. Psychol. 2006, 57, 505–528.

86. Selig, J.P.; Preacher, K.J. Mediation models for longitudinal data in developmental research. Res. Hum. Dev. 2009, 6, 144–164.
[CrossRef]

87. Muthén, L.K.; Muthén, B.O. Statistical Analysis with Latent Variables. Mplus User’s Guide; Muthén & Muthén: Los Angeles, CA,
USA, 2012.

88. Little, T.D.; Cunningham, W.A.; Shahar, G.; Widaman, K.F. To parcel or not to parcel: Exploring the question, weighing the merits.
Struct. Equ. Model. 2002, 9, 151–173. [CrossRef]

89. Quintana, S.M.; Maxwell, S.E. Implications of recent developments in structural equation modeling for counseling psychology.
Couns. Psychol. 1999, 27, 485–527. [CrossRef]

90. Allan, B.A.; Autin, K.L.; Duffy, R.D.; Sterling, H.M. Decent and meaningful work: A longitudinal study. J. Couns. Psychol. 2020,
67, 669. [CrossRef]

91. Blustein, D.L.; Lysova, E.I.; Duffy, R.D. Understanding decent work and meaningful work. Annu. Rev. Organ. Psychol. Organ.
Behav. 2023, 10, 289–314. [CrossRef]

92. Zammitti, A.; Moreno-Morilla, C.; Romero-Rodríguez, S.; Magnano, P.; Marcionetti, J. Relationships between self-efficacy, job
instability, decent work, and life satisfaction in a sample of Italian, Swiss, and Spanish students. Eur. J. Investig. Health Psychol.
Educ. 2023, 13, 306–316. [CrossRef]

93. Masdonati, J.; Schreiber, M.; Marcionetti, J.; Rossier, J. Decent work in Switzerland: Context, conceptualization, and assessment.
J. Vocat. Behav. 2019, 110, 12–27.

94. Ferreira, J.A.; Haase, R.F.; Santos, E.R.; Rabaça, J.A.; Figueiredo, L.; Hemami, H.G.; Almeida, L.M. Decent work in Portugal:
Context, conceptualization, and assessment. J. Vocat. Behav. 2019, 112, 77–91. [CrossRef]

95. Bimrose, J.; McMahon, M.; Watson, M. Women’s Career Development throughout the Lifespan: An International Exploration; Routledge:
London, UK, 2015.

96. Fassinger, R.E. Workplace diversity and public policy: Challenges and opportunities for psychology. Am. Psychol. 2008, 63,
252–268. [CrossRef]

97. Duffy, R.D.; Kim, H.J.; Allan, B.A.; Prieto, C.G. Predictors of decent work across time: Testing propositions from Psychology of
Working Theory. J. Vocat. Behav. 2020, 123, 103507. [CrossRef]

98. Hair, J.F., Jr.; Black, W.C.; Babin, B.J.; Anderson, R.E.; Tatham, R.L. Multivariate Data Analysis, 6th ed.; Pearson-Prentice Hall:
Upper Saddle River, NJ, USA, 2006.

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

https://doi.org/10.1080/15427600902911247
https://doi.org/10.1207/S15328007SEM0902_1
https://doi.org/10.1177/0011000099274002
https://doi.org/10.1037/cou0000432
https://doi.org/10.1146/annurev-orgpsych-031921-024847
https://doi.org/10.3390/ejihpe13020023
https://doi.org/10.1016/j.jvb.2019.01.009
https://doi.org/10.1037/0003-066X.63.4.252
https://doi.org/10.1016/j.jvb.2020.103507

	Introduction 
	The Construct of Decent Work 
	Decent Work in the Life Design Paradigm 
	Instruments to Assess Decent Work 
	Decent Work, Career Adaptability, and Tendency toward a Social and Equitable Socio-Economic Vision in Career Activities 
	The Present Research 

	Study 1: Item Development and EFA 
	Method 
	Item Development 
	Participants and Procedure 
	Measures 
	Data Analysis 
	Results 


	Study 2: CFA 
	Method 
	Participants and Procedure 
	Measures 
	Data Analysis 
	Results 


	Study 3: Concurrent Validity 
	Method 
	Participants and Procedure 
	Measures 
	Data Analysis 
	Results 


	Study 4: Gender Invariance 
	Method 
	Participants and Procedure 
	Measures 
	Data Analysis 
	Results 


	Structural Model 
	Method 
	Participants 
	Measures 
	Procedure 
	Data Analysis 
	Results 


	Discussion 
	Implications for Practice and Research 
	Limitations and Directions for Future Studies 
	Conclusions 
	Appendix A
	References

