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Abstract
Background  This study aimed to analyze, by grouping young adult workers by gender and employment status, 
the model that states that the tendency for impatience in situations such as “stagnation in career exploration,” “low 
evaluation from affiliation,” “upward comparison of careers between friends and acquaintances,” and “lack of work–life 
balance” leads to turnover intention through career urgency such as the “feeling of being pressurized,” having the 
“urge to develop one’s career,” and having “concern for one’s career.”

Methods  An online survey was conducted targeting 400 young adult workers. A simultaneous multi-population 
analysis was performed.

Results  For both male and female regular employees, the tendency for impatience when their career exploration 
stagnated led to their turnover intention by the “feeling of being pressurized.” However, for both male and female 
non-regular employees, although the tendency for impatience promotes the “feeling of being pressurized” upon 
stagnation in career exploration, it does not lead to turnover intention. Further, the results showed that in the case 
of female non-regular employees, the tendency for impatience when comparing their own career to those of friends 
and acquaintances, who are in a more desirable state than their own, leads to turnover intention through “concern for 
one’s career.”

Conclusions  Future research should consider marital status and the presence or absence of children in addition to 
gender and employment. Future studies should consider whether non-regular employees are of the involuntary type 
and whether they wish to change their status as regular employees.

Keywords  Career urgency, Turnover intention, Male employees, Female employees, Regular employees, Non-regular 
employees
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Background
In Japan, the seniority system and lifetime employment 
were reviewed after the collapse of the bubble economy, 
whereas the performance-based system only emerged in 
the latter half of the 1990s. The workers were required 
to improve their employability [1], manage and be 
responsible for their own careers, as well as proactively 
develop them. Europe and the United States are lead-
ing the way in these changes. Hall [2] argued that the 
structural reforms in the industrial society of the 1980s 
changed the psychological contract between individuals 
and corporate organizations. He advocated for the idea 
of a protean career, which is formed not by an organi-
zation but by an individual whose direction is changed 
each time to meet their own needs. Furthermore, Arthur 
and Rousseau [3] proposed a new career concept called 
a boundaryless career, in which careers are not limited 
within the boundaries of a single company, as opposed 
to the traditional intracompany career. Moreover, new 
career concepts such as the self-management of one’s 
career [4], which involves an individual continuously col-
lecting information to solve career problems, have been 
proposed one after another. In Japan, conducting a self-
analysis and setting future goals became a requirement in 
relation to job hunting activities [5]. In addition to this 
requirement, after joining a company, the employees are 
not only expected to improve their abilities and skills and 
produce results, but also required to take the initiative in 
shaping their careers in an autonomous manner [6]. The 
gap between the goals and expectations that employees 
set before joining a company and their present situation, 
as well as the inability to find clear goals and aptitudes 
after joining a company, has been said to create a sense of 
career urgency and influence the turnover intention [5].

Currently, as most new graduates are hired in Japan, 
the employment rate of university and graduate school 
graduates exceeds 90% [7]. However, the employment 
rate of young adult workers who have graduated from 
university or graduate school and are no longer students 
enrolled in a university or graduate school exhibits that 
approximately 16% have worked as workers other than 
regular employees, and approximately 40% have applied 
for jobs as a regular employee but not been hired [8]. 
Previous research exhibits that if a new graduate cannot 
secure a job with good working conditions, switching 
to a job with better conditions will be more difficult in 
Japan, as the job change market is inactive [9], and their 
income will likely be low thereafter [10]. The university 
enrollment rate in Japan has increased to over 50% for 
both males and females [11]. However, in relation to the 
occupations of young adult workers who have gradu-
ated from university or graduate school, there has been 
a decline in clerical work among males and an increase 
in blue-collar jobs, which exhibits that more people are 

being employed in occupations that people who have 
graduated from university or graduate school rarely took 
up in the past [12]. Moreover, the division of roles within 
clerical work is based on the gender role division, in 
which men are employed in managerial roles or positions 
that will lead to being a part of management in the future, 
whereas women are employed in non-managerial roles. 
This can be inferred to have changed into the differentia-
tion of workers into male and female regular and female 
non-regular employees [12]. One of the characteristics 
of women who tend to become reluctant non-regular 
employees is that they were most likely temporary cleri-
cal workers in their first jobs [13].

Since approximately 30% of university graduates in 
Japan leave their jobs within three years of joining the 
company [14] and the prevention of early turnover is a 
challenge in many companies [15], research has been 
conducted on the career urgency and turnover inten-
tion among regular young adult workers. What kind of 
emotion is urgency? In the clinical field, research has 
focused mainly on behavioral aspects; for instance, “sense 
of time urgency,” “aggression and hostility,” and “impa-
tience” have been pointed out as characteristics of Type 
A behavioral patterns [16]. In addition, in studies of 
depression and other disorders, urgency and anxiety are 
often discussed without a clear distinction between the 
two; psychiatrist Sullivan’s definition of anxiety includes 
all emotional distress [17]. In other words, from the per-
spective of Sullivan’s concept of anxiety, urgency can be 
seen as encompassing anxiety. Lazarus [18], however, 
states that depression is composed of anxiety, anger, guilt, 
and shame, and lists apprehension, unease, concern, and 
worry as synonymous with anxiety. Ono and Yukawa [5] 
consider anxiety to be a vague mood, while urgency has a 
particularly strong element of emotion and is considered 
to contain the energy that spurs action.

According to Ono and Okada [19], the young adult 
workers’ career urgency is divided into three aspects: 
the “feeling of being pressurized,” which is a feeling of 
hopelessness; the “urge to develop one’s career,” which 
is a feeling of wanting to quickly build a career to reach 
a goal; and the “concern for one’s career,” which are the 
concerns workers have about their current self or future 
career. According to Ono and Okada [19], career urgency 
is defined as “emotions, including cognitive aspects, con-
sisting of the ‘feeling of being pressurized,’ the ‘urge to 
develop one’s career,’ and the ‘concern for one’s career’ 
arising from how one perceives oneself in the present 
within a temporal perspective of the past and future of 
one’s career.” Ono and Okada [19] used the anxiety scale 
[20] and 12-Item General Health Questionnaire (GHQ-
12) [21], both of which measure the degree of mental 
health, to examine the validity of the Career Urgency 
Scale. The former is a scale that measures two aspects 
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of anxiety, consisting of negative anxiety, which has a 
negative effect on personal growth, and positive anxi-
ety, which promotes personal growth and self-actual-
ization. The “Feeling of being pressurized” is a subscale 
of career urgency and is highly correlated with negative 
anxiety and GHQ-12, while another subscale, the “urge 
to develop one’s career,” is highly correlated with posi-
tive anxiety. This shows that the “feeling of being pres-
surized” is a negative aspect of career urgency, whereas 
the “urge to develop one’s career” is a positive aspect [19]. 
Further, the “urge to develop one’s career” is positively 
correlated with the “motivation for career development,” 
which is a psychological aspect of career self-reliance, 
and the “career development behavior” and “network-
ing behavior” are career self-reliance behaviors [22]. 
Career urgency in this study follows the definition of 
Ono and Okada [19], which includes career anxiety and 
career stress as related concepts. As Ono and Yukawa [5] 
pointed out that urgency has a strong element of emo-
tion, I will consider that career urgency has more inher-
ent energy to spur action compared to these similar 
concepts.

In terms of the relationship between career urgency 
and turnover intention, research has shown that even 
within career urgency, the “feeling of being pressur-
ized” promotes turnover intention [15, 23]. Furthermore, 
while for young adult workers, the “feeling of being pres-
surized” and the “urge to develop one’s career” encour-
ages turnover activities, the “concern for one’s career” 
suppresses it [24, 25]. In terms of factors that influence 
the career urgency among young adult workers, leader–
member exchanges suppress the “feeling of being pres-
surized,” whereas team member exchanges suppress the 
“feeling of being pressurized” as well as the “concern for 
one’s career” [25]; having a multifaceted perspective alle-
viates the “feeling of being pressurized” [26]. Factors that 
promote multifaceted perspectives include “setting and 
working on short-term goals,” the “acquisition of skills 
and knowledge through self-study,” “organization of one’s 
thoughts and current situation,” “career consultation,” 
and “meaningful work experience” [26].

However, there is scant research that focuses on the 
psychology of non-regular young adult workers. The 
involuntary non-regular employees who “wanted to work 
as a regular employee, but no companies were willing 
to hire them” are the most stressed compared to regu-
lar employees or voluntary non-regular employees [27]. 
However, a study by Matsuyama [28] on workers who are 
engaged in welfare work found no effect of their employ-
ment status on their mental health. Matsuyama [28], 
who examined the relationship between employment 
status and organizational commitment, found that non-
regular employees have stronger affective and internal-
ized factors of organizational commitment than regular 

employees do. The former is a concept similar to Allen 
and Meyer’s [29] affective commitment, which indicates 
an emotional attachment to the organization. The lat-
ter indicates that the organization’s values match the 
employees’ personal values and that they want to work 
for the organization [28]. Another study shows that reg-
ular employees have higher affective commitment than 
non-regular employees do [30]. Thus, no unified view 
has been obtained on the comparison of the employ-
ment types with regards to the psychology of workers. In 
addition, the characteristics of young people are unclear 
because the studies handle a wide range of age groups 
simultaneously.

Therefore, in this study, the researchers will examine 
the differences in young adult workers’ career urgency 
and turnover intention depending on their gender and 
employment status. In Japan, many women leave their 
jobs after childbirth, whereas it is still common for men 
who are raising children to have long working hours [31]. 
It has been suggested that more diverse factors medi-
ate career development for women than for men [32]. 
Moreover, research has shown that the emergence of 
career urgency-provoking situations differs with regard 
to gender [33]. This exhibits that the possibility of leav-
ing and changing jobs as well as the situation of career 
development differ, not only by employment type but 
also by gender. This study also examines the relationship 
between career urgency and turnover intention based on 
Ono’s [15] model. The purpose of this study was to ana-
lyze, by grouping employees in accordance with gender 
and employment status, the model that states that the 
tendency for impatience in situations such as “stagna-
tion of career exploration,” “low evaluation from affilia-
tion,” “upward comparison of the careers of friends and 
acquaintances,” and “lack of work–life balance” leads to 
turnover intention through career urgency such as the 
“feeling of being pressurized,” “urge to develop one’s 
career,” and “concern for one’s career.” By examining 
whether a difference exists in the relationship between 
career urgency and turnover intention depending on 
gender and employment status, suggestions for career 
support for young adult workers and retention measures 
in companies can be obtained.

Methods
Survey participants and procedures
An online questionnaire survey was conducted using 
Cross Marketing Group Inc. Owing to the fact that 
people under the age of 35 are considered young people 
according to various statistics of the Ministry of Health, 
Labor and Welfare of Japan, the participants were regu-
lar and non-regular employees (contract employees, dis-
patched employees) under the age of 35 who graduated 
from a university or graduate school and are employed by 
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private companies in Japan. Further, considering the pos-
sibility of career urgency being a symptom of depression 
that appears in individual careers, those who answered 
“Applicable for at least one week (more than half of the 
period)” or “Applicable almost every day” to any of the 
items with regard to the two-item Patient Health Ques-
tionnaire (PHQ-2) depression screening tool were 
excluded. A total of 400 valid samples were collected to 
secure approximately 100 samples each for male regular 
employees, female regular employees, male non-regular 
employees, and female non-regular employees (mean 
age = 30.4 years, SD = 2.84). Table  1 shows the attributes 
of the respondents. The survey period was from August 
8, 2022, to August 29, 2022.

Survey items
Turnover intention: To measure the present degree of the 
turnover intention, participants were asked to answer the 
question “How likely are you to quit your job or change 
jobs now? Please select one of the following that best 
applies to you” on a five-point scale ranging from 1 (not 
at all) to 5 (very much so).

Career urgency: The 16-item Career Urgency Scale of 
Ono and Okada [19] was used in this regard. This scale 
consists of three subscales, namely, the “feeling of being 
pressurized” (six items such as “I cannot help but feel 
stuck”), the “urge to develop one’s career” (five items such 
as “I cannot help but want to move forward”), and “con-
cern for one’s career” (five items including “I feel frus-
trated with my current self”). The instruction consisted 
of the following: “How do you feel about your career now 
(including not only your specific work history but also 
what it means to work in your life and the image of your 
future work–life)? Read each of the statements below and 
select one of the options to indicate how much it applies 
to you.” Participants were asked to answer on a five-point 
scale ranging from 1 (does not apply) to 5 (applies).

The Career Urgency-Provoking Situation Scale: The 
Career Urgency-Provoking Situation Scale [5] was used, 
which measures the ease with which career urgency is 
provoked in a certain situation. It consists of 30 items. It 
has a four-factor structure, namely, “stagnation of career 
exploration,” “low evaluation from affiliation,” “upward 
comparison of the careers of friends and acquaintances,” 
and “lack of work–life balance.” Owing to the fact that the 

first factor contains 15 items, the number of items within 
the factors is skewed. Therefore, as with Ono [15], three 
items with a high load were extracted from each factor 
and used. The instruction content consisted of the fol-
lowing: “Below, the various situations regarding careers 
are presented. How frustrated do you think you would 
be in that situation? Please choose the one that you feel 
applies to you.” Participants were asked to answer on 
a four-point scale ranging from 1 (not at all) to 4 (very 
much).

Results
Comparison of scale scores
After calculating Cronbach’s reliability coefficient α for 
the subscales of each scale, the mean and standard devia-
tion for each of the four groups (regular men, regular 
women, non-regular men, and non-regular women) were 
calculated according to gender and employment sta-
tus, as well as a two-way ANOVA (Table 2). The results 
showed that the turnover intention (F(1, 396) = 5.38, 
p < 0.05, ηp2 = 0.01) had a significant interaction when 
the independent variables were combined. A simple 
main effect test revealed that the effect of gender was sig-
nificant for regular employees (F(1, 396) = 8.76, p < 0.01, 
ηp2 = 0.02) and was significantly higher for women as 
opposed to men. Moreover, the effect of the employ-
ment status was significant for women (F(1, 396) = 4.34, 
p < 0.05, ηp2 = 0.01) and was significantly higher for regu-
lar employees as opposed to non-regular employees.

In terms of career urgency, there was a significant inter-
action between the “feeling of being pressurized” (F(1, 
396) = 6.39, p < 0.05, ηp2 = 0.02) and the “urge to develop 
one’s career” (F(1, 396) = 4.67, p < 0.05, ηp2 = 0.01). A 
simple main effect test revealed that the effect of gender 
on the “feeling of being pressurized” was significant for 
regular employees (F(1, 396) = 5.61, p < 0.05, ηp2 = 0.01) 
and was higher for women as opposed to men. Further, 
the effect of the employment status was significant for 
men (F(1, 396) = 5.16, p < 0.05, ηp2 = 0.01) and was signifi-
cantly higher for non-regular employees than for regular 
employees. In terms of the “urge to develop one’s career,” 
the effect of the employment status tended to be signifi-
cant for women (F(1, 396) = 3.72, p < 0.01, ηp2 = 0.01) and 
was higher for regular employees than for non-regular 
employees. No interaction was observed for “concern 
for one’s career,” and the results of the t-test showed a 
significant difference between genders (t(355.88) = 3.06, 
p < 0.10, r = 0.16), with higher numbers among women 
than among men.

With regard to the career urgency-provoking situ-
ations, no interactions were observed and the t-test 
revealed a significant difference between genders for 
all subscales, namely, “stagnation of career explora-
tion” (t(398) = 2.94, p < 0.01, r = 0.15), “low evaluation 

Table 1  Respondents’ attributes by gender and employment 
status

Male; 182 
persons
(45.5%)

Female; 218 
persons
(54.5%)

Regular employees; 222 persons (55.5%) 111 persons 111 persons

Non-regular employees; 178 persons 
(44.5%)

71 persons 107 persons
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from affiliation” (t(398) = 2.21, p < 0.05, r = 0.11), “upward 
comparison of the careers of friends and acquaintances” 
(t(398) = 2.69, p < 0.01, r = 0.13), and “lack of work–life 
balance” (t(398) = 5.44, p < 0.001, r = 0.26); men had higher 
values as when compared to women.

Evaluation of model fit by covariance structure analysis
The paths were drawn from the four subscales of the 
career urgency-provoking situations to the three sub-
scales of career urgency, and from the three subscales of 
career urgency to the turnover intention, based on the 
model that states that the tendency for impatience in 
situations such as “stagnation of career exploration,” “low 
evaluation from affiliation,” “upward comparison of the 
careers of friends and acquaintances,” and “lack of work–
life balance” leads to turnover intention through career 
urgency, such as the “feeling of being pressurized,” “urge 
to develop one’s career,” and “concern for one’s career.” In 
addition, covariance was assumed between the four sub-
scales of the Career Urgency-Provoking Situation Scale 
and the errors of the three subscales of career urgency. 
SPSS AMOS 26.0 was used for the covariance structure 
analysis.

First, the participants were divided into four groups—
regular male employees, regular female employees, 
non-regular male employees, and non-regular female 
employees—and were then analyzed thereafter. After 
confirming the goodness of fit of the model in each 
group, a simultaneous multi-population analysis was 
performed. The results showed that goodness-of-fit 
index (GFI) = 0.992, adjusted goodness-of-fit index 
(AGFI) = 0.928, and root mean square error of approxi-
mation (RMSEA) = 0; thus, the fit of the model was good. 
Therefore, it is highly likely that the constructed path 
analysis model has a good fit for each group and that the 
placement invariance remains the same. Subsequently, 
the path coefficients were compared using equality con-
straints. Model 1 was set without equality constraints, 
Model 2 was set with equality constraints on all covari-
ances, and Model 3 was set with the assumption that 
all covariances and path coefficients are equivalent in 
each group. Model 2 had an Akaike information crite-
rion (AIC) value of 268.479, which is smaller than that 
of Model 1 (AIC = 268.915) and Model 3 (AIC = 271.971); 
this indicates that Model 2 fits the best. Figures  1 and 
2 show standardized solutions as path coefficients for 
Model 1.

The results of the analysis revealed a significant path 
from “feeling of being pressurized” (β = 0.54, p < 0.001) 
to turnover intention in regular male employees. A sig-
nificant path was revealed from “stagnation of career 
exploration” (β = 0.41, p < 0.001) and “upward com-
parison of the careers of friends and acquaintances” 
(β = 0.34, p < 0.001) to “feeling of being pressurized,” from Ta
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“stagnation of career exploration” (β = 0.23, p < 0.05) and 
“low evaluation from affiliation” (β = 0.40, p < 0.001) to 
“urge to develop one’s career,” and from “stagnation of 
career exploration” (β = 0.46, p < 0.001) to “concern for 

one’s career.” The results of the analysis revealed a signifi-
cant path from the “feeling of being pressurized” (β = 0.26, 
p < 0.05) to turnover intention in regular female employ-
ees. A significant path was revealed from “stagnation of 

Fig. 2  Simultaneous multi-population analysis (non-regular employees). ***p <.001, *p<.05. The upper row of path coefficients indicates males and the 
lower row indicates females. Descriptions of covariance and error variance were omitted.

 

Fig. 1  Simultaneous multi-population analysis (regular employees). ***p <.001, **p <.01, *p<.05. The upper row of path coefficients indicates males and 
the lower row indicates females. Descriptions of covariance and error variance were omitted
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career exploration” (β = 0.37, p < 0.01) to “feeling of being 
pressurized,” from “stagnation of career exploration” 
(β = 0.23, p < 0.05) to “urge to develop one’s career,” and 
from “stagnation of career exploration” (β = 0.32, p < 0.01) 
and “upward comparison of the careers of friends and 
acquaintances” (β = 0.27, p < 0.01) to “concern for one’s 
career.”

Among the non-regular male employees, no signifi-
cant effect on turnover intention was observed in any of 
the subscales of career urgency. However, a significant 
path was revealed from “stagnation of career explora-
tion” (β = 0.64, p < 0.001) to “feeling of being pressurized,” 
from “low evaluation from affiliation” (β = 0.36, p < 0.05) 
to “urge to develop one’s career,” and from “stagnation 
of career exploration” (β = 0.71, p < 0.001) to “concern for 
one’s career.” The results of the analysis revealed a sig-
nificant path from “concern for one’s career” (β = 0.42, 
p < 0.001) to turnover intention in non-regular female 
employees. Moreover, a significant path was revealed 
from “stagnation of career exploration” (β = 0.30, p < 0.05) 
and “upward comparison of the careers of friends and 
acquaintances” (β = 0.28, p < 0.05) to “feeling of being 
pressurized,” from “upward comparison of the careers 
of friends and acquaintances” (β = 0.24, p < 0.05) to “urge 
to develop one’s career,” and from “upward comparison 
of the careers of friends and acquaintances” (β = 0.36, 
p < 0.001) to “feeling of being pressurized.”

Further, when the test statistic for the difference 
between the path coefficients was calculated, a value of 
3.26 was revealed for the path from “stagnation of career 
exploration” to “concern for one’s career,” showing a sig-
nificant difference between regular female employees and 
non-regular male employees.

Discussion
Characteristics of scale scores by gender and employment 
status
The turnover intention was significantly higher for 
women than for men among regular employees, sup-
porting the results of Nakamura [34] as well as Stroh et 
al. [35], which state that women’s turnover intention is 
higher than that of men. However, some studies show 
higher values for men [36], and in others, differences in 
turnover intention based on gender were not observed 
(e.g., Ono and Yukawa [33]; Vigoda [37]). Although 
studies that show no differences between genders are 
more common, no consensus has been reached in this 
regard. Further, among women, the values were signifi-
cantly higher for regular employees than for non-regular 
employees. This is thought to be because new graduates 
who are unable to obtain a good job initially will also 
find it difficult to subsequently change to a job with bet-
ter working conditions [9]; women who were temporary 

clerical workers in their first job tend to become involun-
tary non-regular employees [13].

With regard to career urgency, the “feeling of being 
pressurized” was significantly higher among women 
than among men in relation to regular employees, and 
was significantly higher among non-regular employees 
as opposed to regular employees for men. The “feeling of 
being pressurized” is a negative aspect of career urgency, 
and the results showed that even among regular employ-
ees, women tended to exhibit negative feelings more 
than men. The determining factors for women’s career 
development are grouped into three categories, namely, 
“women’s own factors,” “family factors,” and “workplace 
factors”; furthermore, research has shown that there are 
more intervening factors for women than for men [32]. 
This shows that women are more likely to face conflicts 
in their career development, which may result in their 
feeling hopeless. Moreover, a likelihood exists that the 
awareness of the division of labor by gender roles is con-
tributing to non-regular male employees having more 
negative feelings of career urgency than regular male 
employees. In Japan, more than 30% of people still agree 
with the division of labor by gender roles [38]. However, 
in terms of the occupations of young adult male work-
ers who have graduated from university or graduate 
school, clerical jobs are decreasing and blue-collar jobs 
are increasing [12]. If a new graduate cannot find a job 
with good working conditions, it is difficult to change 
to a job with better conditions [9]. Therefore, men who 
have graduated from university or graduate school but 
become non-regular employees are likely to feel hope-
less with regard to their careers. The positive aspect of 
career urgency, the “urge to develop one’s career,” was 
significantly higher for female regular employees than for 
female non-regular employees. Therefore, women who 
are regular employees are more driven to quickly develop 
their careers to achieve their goals. Since women who 
were temporary clerical workers in their first job tend to 
become involuntary non-regular employees [13], women 
who are non-regular employees may find it difficult to 
develop their careers and are less likely to develop posi-
tive urges. In addition, no interaction was observed in 
the “concern for one’s career,” and the values were signifi-
cantly higher for women than for men. In other words, 
regardless of the employment status, women are more 
concerned about their current and future careers. This is 
a result of women’s career development being influenced 
by more factors than that of men [32]. Predicting their 
future career is difficult for women; thus, women are 
more prone to having more anxiety and concern about 
their future, and about whether they should continue 
with the job they currently have.

In terms of the career urgency-provoking situations, 
there was no interaction between “stagnation of career 
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exploration,” “low evaluation from affiliation,” “upward 
comparison of the careers of friends and acquaintances,” 
and “lack of work–life balance”; the scores were signifi-
cantly higher for women than for men. In the study by 
Ono and Yukawa [33], which targeted regular employees 
in their 20‒40 s with regard to their age, only the “upward 
comparison of the careers of friends and acquaintances” 
did not have a gender difference, but in the other three 
factors, the values for women were higher than those for 
men. This is thought to be because even if one has the 
ability and motivation, developing a career is difficult 
if the factors at work and home are not ideal [33]. This 
study also revealed that women were more likely to expe-
rience career urgency in various situations as opposed to 
men.

Examination of model
In this study, the model that states that the tendency for 
impatience in situations such as “stagnation of career 
exploration,” “low evaluation from affiliation,” “upward 
comparison of the careers of friends and acquaintances,” 
and “lack of work–life balance” leads to turnover inten-
tion through career urgency, such as the “feeling of being 
pressurized,” “urge to develop one’s career,” and “concern 
for one’s career” was analyzed by grouping the partici-
pants in accordance with the gender and employment 
status. The goodness of fit of the model was found to be 
good, and the following points were clarified:

First, among both male and female regular employ-
ees, “stagnation of career exploration” was found to pro-
mote the “feeling of being pressurized,” “urge to develop 
one’s career,” and “concern for one’s career”; moreover, 
the “feeling of being pressurized” was found to promote 
turnover intention. In Ono’s [15] study, regular employ-
ees in their 20s were analyzed. The results showed that 
the “stagnation of career exploration” promotes the “feel-
ing of being pressurized” and “concern for one’s career,” 
and that the “feeling of being pressurized” promotes 
turnover intention. These results are generally consistent 
with those of the present study. However, the path shown 
by Ono [15] from “low evaluation from affiliation” to 
“urge to develop one’s career” and “upward comparison 
of the careers of friends and acquaintances” to “feeling of 
being pressurized” was significant only for regular male 
employees in the present study. The path from “upward 
comparison of the careers of friends and acquaintances” 
to “concern for one’s career,” which was not shown in Ono 
[15], was significant only for women in the present study. 
This study shows that there are some gender differences 
in the relationship between career urgency-provoking sit-
uations and career urgency, even among regular employ-
ees. Yamauchi [39] constructed a measurement scale for 
achievement-related motivation within the framework 
of Atkinson [40], who viewed achievement tendencies 

as the combined forces of achievement motivation and 
failure avoidance, and reported that men had a stron-
ger desire for success than women did. It has also been 
reported that the desire for social achievement is higher 
in men than in women [5]. The competitive achieve-
ment motive, which corresponds to the desire for social 
achievement, is an achievement motive that aims to be 
valued by society by winning over others [41]. Therefore, 
it is thought that when men receive a low evaluation from 
their affiliation, this leads to the urge to quickly build a 
career that is recognized by those around them.

Second, among non-regular employees, the only aspect 
that men and women had in common was the path from 
“stagnation of career exploration” to “feeling of being 
pressurized.” Since this was common to both the regu-
lar male and female employees, the fact that impatience 
was felt when one’s career exploration stagnates pro-
vokes the “feeling of being pressurized” and is likely a 
characteristic of young adult workers as a whole. Further, 
the results showed that the “stagnation of career explo-
ration” prompted “concern for one’s career” and “low 
evaluation from affiliation,” which prompted the “urge to 
develop one’s career” only in men, and was also the case 
with regular male employees. As mentioned above, this 
is thought to be a result of the difference in the strength 
of the desire for success between men and women. How-
ever, the results showed that “upward comparison of the 
careers of friends and acquaintances” promoted the “feel-
ing of being pressurized,” “urge to develop one’s career,” 
and “concern for one’s career” only in women. Although 
the path to “urge to develop one’s career” was also pres-
ent for regular female employees, the results showed that 
the impatience felt by non-regular female employees 
when they compare their own careers with those of their 
friends and acquaintances who are in a more desirable 
state than their own tends to provoke the career urgency. 
Moreover, “concern for one’s career” led to turnover 
intention only among non-regular female employees. The 
“concern for one’s career” is a vague feeling that can be 
both negative and positive [19], but it is not strong. For 
non-regular female employees, quitting a job may not 
require a great amount of determination, and they are 
likely to develop the turnover intention as a means of 
resolving doubts about whether they can continue their 
careers in the same way in their current situation. Among 
non-regular male employees, no path was found to lead 
to turnover intention from career urgency. The two stud-
ies of Ono, which targeted regular employees in their 20s 
[15] and in their 20‒40 s [23] showed that the “feeling of 
being pressurized” promotes turnover intention. In the 
present study, the same results were obtained for regular 
male and female employees, suggesting that this relation-
ship is a characteristic of regular employees and does not 
apply to non-regular employees.
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The percentage of those for whom retirement or expi-
ration of the employment contract is the reason for leav-
ing a job was higher for non-regular employees than for 
regular employees among both men and women [42]. 
The factors influencing the turnover intention may dif-
fer from those of regular employees because the latter 
can work until retirement and decide when to leave their 
jobs independently, whereas non-regular employees are 
restricted by the length of their contracts.

Conclusions
This study’s results show that young adult workers’ feel-
ings of career urgency and turnover intention differ by 
gender and employment type; women are more likely to 
develop career urgency in various situations than men. 
The model states that the tendency for impatience in sit-
uations such as “stagnation of career exploration,” “low 
evaluation from affiliation,” “upward comparison of the 
careers of friends and acquaintances,” and “lack of work–
life balance” leads to turnover intention through career 
urgency, such as the “feeling of being pressurized,” “urge to 
develop one’s career,” and “concern for one’s career.” This 
model was analyzed by grouping the participants in accor-
dance with gender and the employment status. The results 
of both male and female regular employees were consis-
tent with Ono’s [15] finding that the feeling of impatience 
when one’s career exploration stagnates leads to turnover 
intention through the “feeling of being pressurized.” How-
ever, for both male and female non-regular employees, 
the tendency for impatience is a result of the stagnation of 
career exploration, which promotes the “feeling of being 
pressurized.” This does not lead to turnover intention. Fur-
thermore, the results showed that in the case of non-reg-
ular male employees, the career urgency does not lead to 
turnover intention, and in the case of female non-regular 
employees, the tendency for impatience when comparing 
their own career with those of friends and acquaintances 
who are in a more desirable state than their own leads to 
turnover intention through “concern for one’s career.”

Since around 2000, workers in Japan have been required 
to develop their careers autonomously, but there are still 
some workers whose career exploration and development 
are not going smoothly. This study’s results suggest that 
stagnation in one’s career exploration may arouse career 
urgency, which may, in turn, lead to turnover. Retention 
management has become an issue for many companies, 
and it may be necessary to have a system that not only 
requires regular employees to have autonomous careers 
but also supports their career development. It is also nec-
essary to look at the careers of non-regular employees. 
Since this study showed differences in the psychology of 
non-regular men and women, it is important to under-
stand the characteristics of each group, rather than lump-
ing all non-regular employees together.

Limitations
This study had a few limitations. First, the survey partici-
pants in this study were registered monitors of an Inter-
net research firm. With regard to Internet surveys using 
registered monitors, issues of sample representativeness 
and measurement problems have been pointed out [43]. 
In the future, efforts should be made to obtain as many 
biases and characteristics as possible as a sample from 
the research firm and to tighten the criteria for excluding 
respondents with unserious attitudes. In addition, this 
study examined the relationship between career urgency 
and turnover intention in terms of gender and employ-
ment status. In reality, however, other variables may also 
exist. Future studies should consider not only gender 
and employment status, but also marital status and the 
presence or absence of children. In addition, in terms of 
non-regular employees, a detailed study is required that 
accounts for variables such as whether they are non-
regular employees of the involuntary type and wish to 
change jobs to work as regular employees.
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