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Abstract. The well-being of individuals preparing to enter the workforce is
crucial for enhancing Career Readiness (RED) and advancing Sustainable
Development Goals (SDGs) point number three. This study examines how
psychological factors, particularly depression, affect those who are about to
begin their professional careers. The research data were obtained by an
online survey of 430 job-entry individuals in Indonesia. The analysis
technique used to test hypotheses was WarpPLS Structural Equation
Modelling (SEM). The results obtained were that Growth Mindset (GM)
directly affected Career Readiness (RED) and Depression (DEP). The
findings of this study also confirm the second direct influence, namely
Resilience (RES), which affects the Career Readiness (RED) but fails to
reduce Depression (DEP). The last direct influence is the Career Readiness
(RED), which can significantly reduce Depression (DEP). The latest finding
is that Career Readiness (RED) can mediate the influence of Resilience
(RES) on Depression (DEP), but does not occur in Growth Mindset (GM).
The results are valuable for institutions and policymakers seeking to
promote societal well-being by supporting mental health and readiness for
change in individuals entering the job market.

1 Introduction

In an era of rapid industrial and economic development, societal well-being has become the
hope of all segments of society, both in developed and developing countries [1]. To achieve
this ideal condition, one must go through a very difficult phase, namely the process of
entering the workforce. The disruption from technology adds to the competitiveness among
people to obtain a decent job. Therefore, the impetus to improve the quality of human
resources needs to be considered from various factors, in order to achieve the Sustainable
Development Goals (SDGs) 2030, particularly regarding point number three.

The topic of career readiness highlights a very significant urgency as it is one of the
determining factors for the well-being of society through the economic aspect [2,3]. One of
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its connections is in employment elasticity. Below is data on employment elasticity between
developed and developing countries:
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Fig. 1. Comparison of employment elasticity between developed and developing countries [4]

In developing countries, even though the economy is growing, the jobs created are not
proportional. This means that there are only a few new jobs available, while the competition
among job seekers is very tight. This may indicate that individuals with high career readiness
will prevail in the job competition. Therefore, the factors that influence career readiness, both
for those entering the labor market and for those already in jobs, become crucial to analyze.
Career readiness, which refers to a person's ability to enter and sustain effectively in the
workforce [2,5], is the foundation for society to drive the economy of their respective
families. Career readiness is not only about technical skills but also includes soft skills,
emotional intelligence, and self-motivation [6,7]. Without good career readiness, individuals
will find it difficult to enhance their chances of obtaining a job relevant to their field.

The relationship between career readiness and societal well-being is closely related to the
implications of human capital theory [8,9]. Career readiness is an important aspect in
determining a person's quality in the work environment. When there are many individuals
with high career readiness, the ability to enter the workforce is greater, leading to a
prosperous community. Furthermore, psychological aspects also come into play. Self-
determination theory can explain this by examining career readiness that can build a sense of
self-preparedness and interaction with the workforce [10]. This supports a happy and
productive career readiness. The construction from the two paragraphs above results in the
identification of factors associated with career readiness. Among them are growth mindset
and resilience. With a high growth mindset and resilience in individuals, it can enhance
readiness to face challenges in the workplace [11,12]. Furthermore, career readiness can also
potentially mediate the two previous aspects against the variable of depression. Career
readiness can serve as a bridge for an individual's growth mindset concerning their level of
depression. The same potential could also occur with the variable of resilience.

Its relation is quite interesting when we refer to the labor market predominantly occupied
by Gen Z. The characteristics of Gen Z, which are quite different and always eager to learn
new things [13,14], are closely linked to resilience. They are also very flexible and adaptive
[15]. This resilience becomes the main foundation in facing job pressures [16,17], the
demands for multiskilling, and rapid career changes. Previous literature reviews have
discussed the growth mindset that has a significant impact on readiness for change [18].
Meanwhile, research from [19] indicates that resilience also has a positive effect on career
adaptability. The relationship between career readiness and depression is also illustrated in
research [18] that suggests a negative relationship between the two. From various research
reviews, a research gap has been found in the absence of a research model that positions
career readiness as a mediator in the relationship between growth mindset and resilience
towards depression, even though this concept is very interesting and urgent to investigate in
accordance with the current phenomena. Therefore, the aim of this research is to understand
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the direct and indirect effects among the four variables with career readiness as a mediator.
Based on the relationships that have been discussed, this research has several hypotheses as
follows:
. H1. Growth Mindset (GM) has a significant positive effect on Career Readiness (RED)
. H2. Resilience (RES) has a significant positive effect on Career Readiness (RED)
H3. Career Readiness (RED) has a significant negative effect on Depression (DEP)
H4. Growth Mindset (GM) has a significant negative effect on Depression (DEP)
HS5. Resilience (RES) has a significant negative effect on Depression (DEP)
. H6. Career Readiness (RED) mediates the relationship between Resilience (RES)

and Depression (DEP)
7. H7. Career Readiness (RED) Mediates the Relationship Between Growth Mindset

(GM) and Depression (DEP)

The novelty of this research is to offer a model of the relationship between the latest
variables with data collection in developing countries, specifically Indonesia, which is an
ideal example reflecting a developing nation that has not been researched before. In addition,
this research not only fills the geographic gap in the existing literature but also aims to
understand the latest relationships between variables using the most recent data. The
theoretical contribution of this study is to broaden the understanding of the career readiness
conceptually and its impact on the SDGs. Meanwhile, its practical contribution serves as a
basis for policy-making or strategies in optimizing career readiness in society, especially in
developing countries, to maximize and promote welfare.

DU AW~

2 Methods

2.1 Research design

This study uses a quantitative survey approach to investigate how Career Readiness (RED)
mediates the relationship between Depression (DEP) and Growth Mindset (GM) and
Resilience (RES) among aspiring economics instructors. Variance-based structural equation
modeling (SEM), which is appropriate for simulating intricate interactions between latent
variables in small to medium sample sizes, will be used to test the hypotheses [18,19].

2.2 Sample selection and data collection

The target population consists of fresh graduate students who have not yet started working
or have just started. The selected students are from the faculty of economics of two major
universities in East Java, Indonesia. The universities in question are Universitas Negeri
Surabaya (Unesa) and Universitas Negeri Malang (UM). Fresh graduates from Unesa and
UM are very suitable as samples because they have a high number of graduates each year,
represent the geographic and socio-economic contexts of urban and semi-urban areas in
Indonesia, and have strengthened graduate competencies through government programs. This
study involves probability sampling by stratified sampling. The selection of respondents was
based on the fact that most of the population in Indonesia resides on the island of Java.

The calculation of the number of samples is obtained through a sample calculator, namely
RaoSoft, where if the population size is unknown, the minimum number of samples is 377.
Selected respondents are asked to fill out a questionnaire via Google Forms according to their
wishes. The Google form was distributed via WhatsApp to respondents. We distributed by
simple random sampling to 475 respondents. When we outliered, there were responses that
did not qualify for the accuracy of the subsequent analysis and found 430 valid answers or a
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90.5% response rate. To comply with ethical clearance, we assure respondents that their
responses to this survey will be confidential and for academic purposes only.

2.3 Instrument develoment

The data collection method of this study uses an instrument in the form of a questionnaire
modified from several studies [20,22]. All items are designed based on a 5-point Likert scale,
ranging from 1=strongly disagree to 5=strongly agree, and the scoring technique is positive.
The Growth Mindset (GM) variable consists of indicators such as Utilization of challenges,
interest, and the same intention when facing challenging work, Potential for development
takes time, Acceptance of failures and mistakes. Resilience (RES) consists of Emotional
Support and control, Self-efficacy, Self-concept, Social relationships. Career readiness
(RED) consists of Intentional readiness for change, Cognitive readiness for change,
Emotional readiness for change. Finally, Depression (DEP) consists of Stress, Worry, Feeling
depressed. Since the instrument is derived from previous research in English, we enlisted the
help of professionals for English to Indonesian translation using back-to-back translation to
achieve a clearer insight into the respondents.

2.4 Pilot study

We took a number of precautions in this pilot research to guarantee the questionnaire's
validity and reliability. We started by consulting experts and conducting internal content,
construct, and validity testing. We engaged doctorate-level education and economics
specialists from Unesa and UM to evaluate the content validity. These professionals assessed
the questionnaire's content for appropriateness and usefulness. Two things were determined
not to meet the necessary requirements based on their input, and we changed their language
structures until the experts gave their approval. We also used a self-administered
questionnaire in a study with 50 participants. SPSS software was used to examine the validity
and reliability of this trial data. Four items were eliminated after this process revealed they
were below the allowed level. It's crucial to remember that each of the primary indicators still
has enough elements to adequately depict them. These meticulous procedures guaranteed the
final questionnaire's validity and reliability for the primary research.

2.5 Data analysis

The data analysis technique uses SEM assisted by Warppls software. The stages of SEM data
analysis include Model Specifications, outer moder, and inner model [23]. The following is
a picture of the model path in this study:

Growth
Mindset (GM) \
Career Readiness Depression
(RED) (DEP)
Resilience
(RES)
Fig. 2. Model of research concept.

This study evaluates internal consistency reliability using composite reliability. This
study also examines construct validity using convergent and discriminant validity. To ensure
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the model achieves the appropriate index, the measurement item must have a loading factor
of at least 0.6 [24]. This study's inner model has one-way causality. In this evaluation, the
results of hypothesis tests were obtained for both direct and indirect influences. This
processing is done in Warppls 8.0.

3 Result and Discussion

3.1 Result

When the factor loading is larger, this suggests that the indicator is progressively becoming
more reflective of or increasingly significant within the variable. Among the various

variables in this study, as shown in Table 1, the key indicators include:

Table 1. Variable Profile.

. . Load Average .
No.| Variable Indicator Factor Score Suggestion
1 Taking Advantage of the 0.857 43 (Very Maintained
Challenge High)
b l\(jr.ozvth The Same Interest and Intention 0777 4 (Height) Maintained
glMset When Facing Challenging Work ) &
3 (GM) Growing Potential Takes Time 0.807 |4.2 (Height)| Immediate Upgrade
4 Accepting Failures and Errors 0.423 4 (Height) Maintained
5 Emotional Support and Control 0.656 |3.6 (Height) Improved
6 | Resilience Self-Efficacy 0.717 |3.8 (Height) Improved
7 (RES) Self-Concept 0.808 |3.9 (Height)| Immediate Upgrade
8 Social Relationship 0.600 |4.2 (Height) Maintained
9 Intentional Readiness for Change | 0.752  |4.2 (Height) Maintained
10 Career Cognitive Readiness for Change 0.822 |3.9 (Height) Improved
Readiness Immediat
11 (RED) Emotional Readiness for Change | 0.856 |3.9 (Height) e
Upgrade
2.6 . .
12 Stress 0.872 (Medium) Immediate Repair
Depression . 2.8 . .
13 (DEP) Worried 0.904 (Medium) Immediate Repair
. . 2.6
14 Feelings of Distress 0.891 (Medium) Soon

The Growth Mindset (GM) variable with an important indicator is to take advantage of
the challenge with a factor load of 0.857 under high conditions, so it must be maintained.
The Resilience Variable (RES) with an important indicator is self-concept, with a factor load
of 0.808 under high conditions, so it needs to be immediately increased so that it becomes
very high. The Career Readiness Variable (RED) with an important indicator is Emotional
readiness for change, with a factor load of 0.856, under high conditions so that it needs to be
immediately increased so that it becomes very high. The Depression Variable (DEP) with an
important indicator is worried about the factor load, which is 0.904, indicating a moderate
condition, so it needs to be corrected immediately.
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Influence between variables

Fig. 3. Research Model

Relationship between variables

Table 2. Direct Effect

. . . Path P- s
No. Relationship Between Variables Coefficient | Value Description
1 | Growth Mindset (GM) | Career Readiness (RED) 0.345 0.001 | Highly Significant
2 Resilience (RES) Career Readiness (RED) 0.458 <0.001| Highly Significant
3 | Career Readiness (RED) Depression (DEP) -0.329 0.002 | Highly Significant
4 Gr"v(vgllvll\)/hndset Depression (DEP) 0289 | 0.006 | Highly Significant
5 Resilience (RES) Depression (DEP) -0.054 0.327 | Not Significant

Based on Table 2, it is known that the influence of Growth Mindset (GM) on Career
Readiness (RED) has a path coefficient of 0.345 and p=0.001. Considering that the p-value
is less than 0.01, it is very significant. The path coefficient marked positively (0.345) shows
that the higher the Growth Mindset (GM), the higher the Career Readiness (RED) will be.
Thus, the first hypothesis (H1) is accepted.

Then, Resilience (RES) affects the Career Readiness (RED) with a path coefficient of
0.458 and a p-value of <0.001. Based on calculations, it can be seen that the relationship
between Resilience (RES) and Career Readiness (RED) has a p-value of <0.001, meaning
that there is a very significant influence. The path coefficient with a positive sign (0.458)
indicates that the higher the Resilience (RES), the Career Readiness (RED) will increase.
Thus, the second hypothesis (H2) is accepted.

In addition, Career Readiness (RED) has an effect on Depression (DEP) with a pathway
coefficient of -0.329 and p-value = 0.002. Based on calculations, it can be seen that the
relationship between Career Readiness (RED) and Depression (DEP) has a p-value = 0.002,
meaning that there is a very significant influence. The coefficient of the path marked
negatively (-0.329) indicates that the higher the Career Readiness (RED), the lower the
Depression (DEP). Thus, the third hypothesis (H3) is accepted.

Furthermore, information was obtained that the influence of Growth Mindset (GM) on
Depression (DEP) had a pathway coefficient of 0.289 and p=0.006. Considering that the p-
value is less than 0.01, it is very significant.The coefficient of the path marked positively
(0.289) indicates that the higher the Growth Mindset (GM), the higher the Depression (DEP)
will increase. Thus the fourth hypothesis (H4) is rejected.

Finally, the Effect of Resilience (RES) on Depression (DEP) with a pathway coefficient
of -0.054 and p-value=0.327. Based on the calculations, it can be seen that the relationship
between Resilience (RES) and Depression (DEP) has a p-value=0.327, meaning that there is
no significant influence, so the fifth hypothesis (H5) is rejected. Meanwhile, the indirect
influence of these variables is depicted in Table 3.
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Table 3. Indirect effect.

Indirect
No Explanatory Mediation Response Influence P- Descrintion
Variable Variables Variables Path Value P
Coefficient
Resilience Career Readiness Depression s
1 (RES) (RED) (DEP) -0.151 0.036 Mediation
Growth Mindset | Career Readiness | Depression Not
2 (GM) (RED) (DEP) 0113 0.089 Mediation

From Table 3, it can be seen that the relationship between Resilience (RES) and
Depression (DEP) through Career Readiness (RED) has a coefficient of -0.151 with a p-value
of 0.036. This means that Career Readiness (RED) is a mediating variable. This is
strengthened by the direct influence between Resilience (RES) and Depression (DEP), which
is insignificant, so the Career Readiness (RED) variable is needed. The nature of the
mediation is full mediation. Thus, the seventh hypothesis (H6) is accepted.

In contrast to the previous one, the relationship between Growth Minset (GM) and
Depression (DEP) through Career Readiness (RED) has a coefficient of -0.113 with a p-value
of 0.089. This means that Career Readiness (RED) is not a mediator variable, so the sixth
hypothesis (H7) is rejected.

3.2 Discussion

The objective of this study is to explore the connection between GM, RES, DEP, and to
confirm the role of RED. Testing the first hypothesis reveals that GM has a positive and very
significant influence. This shows that the higher the GM, RED will increase.

A unidirectional relationship between GM and RED is likely to occur according to the
characteristics of the respondents. People with high or positive GM can view challenges as
something enjoyable and normal in a job. High GM encourages open-mindedness and a lack
of fear of failure in the context of personal development. The highly flexible dynamics of the
workplace require GM so that each individual can think critically and solve problems
effectively. This concept is similar to the research [25], although it has contextual
differentiation in career engagement and career adaptability.

The same direction is also explained in the relationship between RES and RED. The
ability to adapt and recover in difficulties or failures can encourage individuals to persevere
under work pressure. They will remain motivated and maintain self-control. With the
challenges in today's job market, resilience is the most highlighted aspect. This outcome is
in line with the reference research of this writing that resilience, as a psychological scope,
can greatly support the achievement of readiness for change [20]. In related research,
resilience is indeed recognized as a significant factor in determining work readiness as well
[26].

According to self-regulation theory, it has been found that good self-regulation can
minimize negative effects in achieving a goal [27,29]. This seems to be reflected in the
negative relationship between RED and DEP. A readiness that falls under self-regulation can
lower the level of depression as a negative effect due to the presence of self-confidence and
clear goals in the work environment, thus reducing vulnerability to depression. On the other
hand, without sufficient readiness, a person will be vulnerable to depression related to their
work because there are many things to think about and prepare for.

Meanwhile, the positive relationship between GM and DEP is likely to occur because the
drive for personal growth and excessive self-evaluation can create its own internal pressure.
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In a very dynamic work environment, results that do not meet expectations can be very
disappointing and create anxiety [29,30]. The characteristic of respondents who have not yet
reached a good level of maturity also contributes to GM not being related to lower depression.
This finding is very contextual, making it highly possible that there are effects from other
variables not discussed in this research.

The explanation of the direct relationship is concluded with RES, which does not
significantly affect DEP. An individual in the labor market has almost entirely experienced
depression, but resilient individuals will not give up and can cope with it well. In the current
digital era, external influences are a crucial factor in the presence of these outcomes [31], as
both digital and real environments significantly affect the effectiveness of resilience. In other
words, internal roles can be replaced by external aspects as a control for depression.

In terms of indirect effect, RED can act as a mediator between RES and DEP, functioning
according to the existing concept. This reinforces previous findings that RES is not directly
related to DEP. RES can increase RED. Meanwhile, RED can decrease DEP. The best
approach is to utilize RED as a tool to effectively reduce DEP. RED needs to be strengthened
both internally and externally so that the readiness and sustainability of respondents in the
labor market can be improved [32].

In that context, strengthening the internal aspects related to RED needs to be done by
enhancing self-efficacy. Meanwhile, external measures that can be taken are through
employment policies via psychosocial empowerment programs for job seekers and those who
are already working. This is very important considering that RED is a crucial intervention
tool in maintaining depression levels. Its effects are massive for Gen Z today, who are very
concerned about their health, well-being, and emotional stability, especially as they enter the
workforce [33].

On the other hand, the failure of RED as a mediator in the relationship between GM and
DERP is potentially due to the characteristics of the respondents, where GM is psychologically
attached to them, including DEP. Meanwhile, they separate RED as an external entity from
the work domain. Thus, RED's scope is not broad enough to bridge the two relationships.
Additionally, the emotional effect on RED is much more apparent in the previous mediation
relationship. GM has a significant impact when translated into self-control [34], while RES
is more closely related to symptoms of DEP such as disconnection and feelings of
helplessness [35].

All existing findings contribute massively to societal well-being. This highlights
individual resilience and is complemented by career readiness, which is a strategic effort to
reduce depression among university graduate youth entering the job market. Support for self-
development through a growth mindset and resilience needs to be strengthened to enhance
career preparation. In this way, the SDGs can be achieved in terms of developing quality
human resources and obtaining well-being [36]. Both internal and external capabilities need
to be maintained, not only to enter and survive in the modern work environment but also to
contribute to the companies they work for.

4 Conclusion

This study concludes that recent graduates from campuses entering the workforce or those
already in their jobs need to pay attention to internal factors such as GM and RED to manage
DEP when faced with career challenges. Nevertheless, RED can be strongly supported by
RES, which is also an important variable. Another focus that needs attention is that RED
successfully serves as a mediator in the relationship between RES and DEP. However, RED
cannot be a mediator in the relationship between GM and DEP.

The findings above reflect how the character of today's fresh graduates, who are Gen Z,
really cares about their stability in the labor market. The DEP they possess needs to be faced
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with RED because its nature not only touches on internal matters and self-evaluation, but
also goes towards technical aspects that can be good considerations. External support such
as a supportive environment is also needed to overcome the challenges of RES that are still
difficult to face.Through the explanation above, policies such as training, seminars, and
workshops to strengthen internal capabilities, focusing on emotional readiness, are urgently
needed. This can encourage the well-being and mental health of fresh graduates. Inputs from
this research serve as evidence for other developing countries with similar characteristics to
create sustainable policies. Societal Well-being must be pursued not only through
socialization but also through supportive systems. Digitalization and modernization of jobs
are the main reasons for strengthening readiness for change in a career. The internal capacity
of individuals to enter the labor market in this research reflects the urgency of SDGs point
three as it serves as one of the foundations for productivity and the well-being of workers.
This emphasis is important for developing countries.

The limitations in this research are that the population sampled is still minimal and
concentrated in one country. Therefore, future research can expand the scope of the research
population to obtain results that can be generalized more effectively. This is especially
important for developing countries with the characteristics of a young generation, which,
along with digitalization adaptation, is interesting to study.
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