Supplement: Data collection and analysis 
During the study design, we developed a semi-structured interview protocol and decided on the data collection strategy. The initial research questions were as follows:
	Main question:
	Prompts:

	Could you please tell me how your career developed since age 18/graduation from high school?

	Do you see any major turning points?
What were they and why did they occur?
Who initiated the change or the action? How did you feel about it?

	What factors determined your career choices? 
What were/are you looking for in your career?
	What were the driving factors during the different points in your career?


	To what extent do you feel you have control over your career? Please give examples of specific times when you felt in control.
	Who do you think was in charge of your career? 
What gave you that feeling of control over your career? 

	Was there ever a time when you felt not in control of your career. Please give an example.
	Have you experienced any roadblocks that made you feel you are do not have control over your career? 
What happened during this event? How did you feel at that time? Why?
Looking back, what helped you to deal with this challenge? Did you take control back? Why?

	Were there conditions in your environment that you find supportive of your career decisions and actions? 
Were there conditions in your environment that you find unsupportive/hindering? 

	Was there anyone, or anything, that helped you feel in control or take control over your career? Was there anyone, or anything, that made you feel not in control? Who or what did that? How?
What was their impact on your career?



[bookmark: _Hlk160884153]We then obtained IRB approval. The ethical guidelines only allowed interviewing people who were at arm’s length, that is, not friends, colleagues, family members, etc. For data collection, we distributed the call for participants via the first author’s professional network, identified potential interviewees, explained the process to them, and obtained informed consent. The next step was conducting the interviews. There was no pre-determined sample size as we were aiming to reach theoretical saturation, that is, interviews continued until no new insights emerged (as per Glaser and Strauss, 1967; Saumure and Given, 2008; Warren, 2001). While there is no consensus on the best sample size in qualitative studies, our sample is consistent with the average sample size for similar studies (see Mason, 2010). For example, Masood et al. (2021) conducted 27 interviews for their study on job crafting, and Richardson’s (2010) study on flexworkers was based on 27 interviews as well. After reaching saturation, audio data were transcribed verbatim, producing textual data ready for analysis. The text was anonymized and shared with the other two coders. 
Braun and Clarke’s (2006) methodology of thematic analysis was chosen as it is considered to be a flexible method that is suitable for exploratory studies and is often used in the careers literature: for example, Masood et al. (2021) employed this method for studying job crafting, Dexter (2020) used it to analyse experiences of military veterans, and Nair and Chatterjee (2021) investigated career shocks. Our analysis process is described below.




Data analysis (following Braun and Clarke, 2006)
Stage 1: Initial reading (post transcription)
Outcome: coders become familiar with the data
Stage 2: Generating first-level codes
Outcome: through a systematic process, codes are developed (independently by each coder)
Stage 3: Identifying themes; re-reading the data  
Outcome: codes are aggregated into groups; groups are collated 
(independently by each coder) 
Stage 4: Reviewing the themes for coherence
Outcome: the themes are refined, ensuring internal homogeneity and external heterogeneity (independently by each coder)
Stage 5: Finalizing the themes 
Outcome: the themes are defined and named 
(independently by each coder and then as a group)





















Finally, we performed additional analyses on the responses to identify potential patterns. Our findings showed that no single participant addressed all seven themes. Most participants focused on two (N=9) or three (N=12) themes that were salient in their story. In terms of the frequency of the themes appearing in the interviews, autonomy was mentioned by 16 participants (N=7 on the low end and N=9 on the high end); competence by 17 participants (N=2 on the low end and N=15 on the high end), meaning by 14, impact by 10, clarity by 14 (N=5 on the low end and N=9 on the high end), growth by 12 and support by 20 (N=9 on the low end and N=13 on the high end, as two participants mentioned both aspects). Some themes were only mentioned when they were on the high end (e.g., impact), some were more complex (e.g., support). Some interviewees mentioned experiencing a low level of clarity in early career stages, and a higher level later. This reflects the dynamic nature of perceived career control, as the strength of the themes can fluctuate at different points in time. Finally, no unique patterns were identified that linked specific themes to demographic factors (age, gender, educational level). However, to fully explore this issue, we plan to test potential relationships in a future quantitative study.
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