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The purpose of this study is to determine whether young adults' personality traits
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Research Article and career decision-making status together predict their career adaptability total score
and its sub-dimensions; concern, control, curiosity, confidence. A total of 603
university students, 341 (56.6%) female and 261 (43.3%) male, participated in the
study. The data of the study were collected by using the Career Adaptability Scale, the
Adjective Based Personality Test, and the Personal Information Form. Multiple Linear
Regression Analysis and Pearson Correlation analysis were used to analyze the data.
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The findings of the study showed that young adults' career decision making status and

KeVWO"d_S-' ) personality traits together predicted career adaptability total score (31%) and its sub-
Persona"tytra'Fs.' dimensions (Concern; 19%, Control; 29%, Curiosity; 19%, Confidence; 26%). The
Career adaptability, findings of the study have been discussed based on the relevant literature. The

Young adults limitations of the study are stated. The implications of the study results for theory,

future research and practice are presented.

Geng Yetiskinlerin Kariyer Uyumluluklarinin Yordayicisi Olarak Kisilik

Ozellikleri

Makale Bilgisi Oz
DOI: 10.14812/cufej.803614 Bu arastirmanin amaci, geng yetiskinlerin kisilik ozellikleri (sorumluluk, yumusak

T i baslilik, deneyime aciklk, disadonuklik, duygusal dengesizlik) ve kariyer karar verme
Arastirma Makalesi durumlarinin birlikte kariyer uyumlulugunun timiing, ilgililik, kontrol, merak ve giiven
Makale Gegmisi: boyutlarini yordayip yordamadigini belirlemektir. Ayrica geng yetiskinlerin kariyer
Gelis 01.10.20 kararlarina giiven dizeyleri ile kariyer uyumluluklari arasindaki iliski de incelenmistir.
Diizeltme 11.01.21 Calismaya 341 (%56.6) kadin ve 261 (%43.3) erkek toplam 603 (iniversite 6grencisi
Kabul 28.03.21 katilmistir. Arastirmanin verileri Kariyer Uyum Yetenekleri Olgegi, Sifatlara Dayali Kisilik

Testi ve Kisisel Bilgi Formu kullanilarak toplanmistir. Verileri ¢6ziimlemek igin Coklu

Dogrusal Regresyon Analizi ve Pearson Korelasyon analizi kullanilmistir. Arastirmanin
bulgulari, geng vyetiskinlerin kariyer karari verme durumlari ile kisilik 6zelliklerinin
birlikte kariyer uyumlulugu toplam puanini (%31) ve alt &lgeklerini (ilgililik; %19,
Kontrol; %29, Merak; %19, Guven; %26) yordadigini goéstermistir. Arastirmanin
bulgular, ilgili literatlire dayanilarak tartisimistir.  Arastirmanin  sinirhliklar
belirtilmistir. Arastirma sonuglarinin teoriye, gelecek arastirmalara ve pratige yonelik
dogurgulari sunulmustur.
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Introduction

The globalized world of the twenty-first century creates various changes in work and social life.
While working in the same workplace for many years was preferred in the last century, shorter terms of
career cycles are predicted in this century. Individuals shape their careers with these short cycles in
which they present project-based services and skills (Kalleberg, Reynolds & Marsden, 2003). Changes in
the work and social life have affected careers and the field of career counseling. In the Career
Construction Theory, Savickas (1997, 2002, 2005), the founder of the postmodern approach in the field
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of career counseling, argues that career is not something discovered. According to Savickas, individuals
structure their careers through the choices they make and by making sense of their professional life and
experiences. Hence, career development is specific to each individual and does not need to follow a
certain hierarchical order. Career is the stories of professional life created by giving meaning. Individuals
apply their self-concepts in their professional roles by structuring their careers. The concept of career
adaptability explains how the individual structures their career (Savickas, 1997, 2002, 2005). Career
adaptability is a psychosocial structure that shows the individual's readiness to overcome personal
traumas with professional development tasks and transitions, while also indicating the resources that
the individual uses to cope with them. It covers the attitudes, competencies and behaviors used by
individuals to adapt to their work conditions and requirements and explain the attitudes, behaviors and
competencies that an individual will use to master developmental tasks, achieve professional transitions
and resolve personal traumas (Savickas, 2005).

Savickas (2002, 2005) defined career adaptability resources that individuals refer to while structuring
their careers as concern, control, curiosity and confidence. These career adaptability resources are the
self-regulating power or capacity that individuals use to cope with change (Savickas, 1997; Savickas &
Porfeli, 2012). Concern refers to a future orientation that includes thinking and planning about an
individual's career. It is important for the individual to realize that their present life has improved thanks
to the past efforts and that their present experiences and works will shape the future. Thus, the
individual thinks about their professional past, plans the future and makes choices accordingly. As the
individual's concern gets stronger, the thought of who controls their career arises. Control is the belief
that individuals can structure their own career. Believing that they can structure their career allows the
individual to show conscientiousness. The main functions of control are decision-making, self-
confidence, autonomy and self-control. Believing that they can structure their future, the individuals
start to develop curiosity about themselves and their possible options (Savickas, 2002, 2005). Curiosity is
an individual's attempt to get to know themselves and explore their professional opportunities. The
main function of curiosity is to reveal research and information seeking behaviors and to create a source
of information that will enable the individual to make the right choices in the future. An individual's
curiosity and research experiences towards career improve confidence (Savickas et al., 2009; Savickas &
Porfeli, 2012). Confidence demonstrates the self-efficacy of the individual to overcome the complex
problems that arise while structuring their career, to make the right decisions regarding their education
or career, and to realize them. Its main function is self-esteem and self-efficacy (Savickas, 2002, 2005).

Savickas (2005) stated that in cases where career adaptability resources are not sufficiently
developed, individuals may experience various difficulties in career development and defined various
interventions to support the development of these resources. Hirschi (2012) states that one of the goals
of career counseling is to improve the counselee’s career resources and that career adaptability is an
important component of career resources. Therefore, in order to develop career adaptability resources,
it is necessary to determine the variables related to and affecting career adaptability. Many research
reletad with this requirement have been made in Turkey and other coumteries. In these studies,
significant relationships were found between career adaptability resources and career decision-making
difficulties (Karacan Ozdemir, 2019), perceived career barriers (Sarsikoglu & Bacanli, 2019; Soresi, Nota,
& Ferrari, 2012), and career research behavior (Urbanaviciute, Kairys, Pociute & Liniauskaite, 2014).
Relationships between various variables related to personality and career adaptability were also
investigated. Career adaptability was found to be related to personality traits such as self-esteem (Cai et
al., 2015; Hui, Yuen & Chen, 2018; van Vianen, Klehe, Koen & Dries, 2012), self-efficacy (Bacanli, 2018;
Marcionetti & Rossier, 2019), hope (Bacanl, 2018; Bliylikgdze-Kavas, 2016; Wilkins, Santilli, Ferrari,
Nota, Tracey & Soresi, 2014), optimism (Karacan Ozdemir& Yerin-Giineri 2017), proactive personality
(Hou, Wu & Liu, 2014; Jiang, 2017; Oncel, 2014; Tolentino, Garcia, Restubog, Bordia & Plewa, 2014a) and
perfectionism (Eryilmaz & Kara, 2017b). Similarly, the interrelation between career adaptability and five
factor personality traits (Aktas & Sahin, 2019; Eryilmaz & Kara, 2017a; Judge, Higgins, Thoresen, &
Barrick, 1999; Rossier, Zecca, Stauffer, Maggiori & Dauwalder, 2012; Rusu, Mairean, Hojbota, Gherasim
& Gavriloaiei, 2015; Sartik, 2020; Sverko & Babarovic, 2016; Teixeira, Bardagi, Lassance, Magalhaes &
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Duarte, 2012; van Vianen et al., 2012) was examined. Negative interrelations were found between the
neurotic personality structure and career adaptability (Nilforooshan & Salimi, 2016; Oncel, 2014; Rossier
et al.,, 2012; Rusu et al., 2015). This finding suggests that it is important to examine the interrelation
between career adaptability and five factor personality traits. In a clearer way, the interrelation levels
between structure of personality traits and the sources of career adaptability can provide information
about the roles of personality traits in developing individuals' career adaptability. As a matter of fact,
Savickas (2002) states that an individual's personality traits and self-concept affect the process of
structuring his/her career. Personality is defined as consistent patterns in an individual's emotions,
thoughts and behaviors (John, Robins, & Pervin, 2008). There are many different theoretical views on
the definition and measurement of personality. The five-factor personality theory has been one of the
frequently used models in personality studies because it offers a structure and a systematic framework
in which most personality traits can be classified (McCrae, 2009). The five-factor theory of personality
consists of the factors of conscientiousness, agreeableness, openness to experience, extroversion, and
neuroticism. Conscientiousness is defined as the tendency to show self-discipline, to act with a sense of
duty and to target success. People with a high level of conscientiousness prefer to act planned rather
than showing spontaneous behavior. Individuals with low level of conscientiousness are generally
careless people who have difficulty in getting organized, and they have a low sense of mission (Burger,
2006; Costa & McCrea, 1992; Stangor & Walinga, 2018). People with high levels of conscientiousness
tend to be reliable, punctual, efficient, and they generally get better grades in school (Back, Schmukle, &
Egloff, 2006; Wagerman & Funder,2007). Agreeableness is defined as a tendency to be helpful, reliable,
compassionate, and cooperative. Individuals with high agreeableness are people who prefer
collaboration to competition, are reliable, friendly and have high social adaptation. Those with low
levels of this trait are suspicious, competitive and hostile (Burger, 2006). Openness to experience is
defined as attitudes of imagination, intellectual curiosity, flexibility (Costa & McCrae 1992), independent
thinking, creativity, discovering innovations (Burger, 2006). Individuals with a high level of openness to
experience value art, adventure, unusual ideas, curiosity and different experiences (Stangor & Walinga,
2018). They are also likely to change jobs more often and to try different careers (Schultz & Schultz,
2016). Individuals with low levels of this trait think more traditionally and prefer the way they are used
to. Extroversion is characterized by being energetic, optimistic, friendly, social and sociable. Individuals
with a high level of extroversion are considered to be those who like to be with people, like to talk and
prove themselves in groups. Individuals with low extroversion levels are quiet, distant and shy.
Neuroticism has been described as a tendency to experience frequent changes in emotions, getting
stressed easily, anger and anxiety. Individuals with a high level of neuroticism may interpret ordinary
situations as threatening, and may have trouble thinking clearly, making decisions, and dealing with
stress effectively (Burger, 2006, Stangor & Walinga, 2018).

Career adaptability was found to be related to personality traits determined in the five-factor
personality theory (Judge et al., 1999; Rossie, et al., 2012; Rusu et al., 2015; Savickas & Porfeli, 2012;
Sverko & Babarovic, 2016; Teixeira et al., 2012; van Vianen et al., 2012). Personality traits affect an
individual's career development, adaptation to career transitions, career development tasks and coping
with career crises. For example, studies on retirement, which is an important career transition, have
found that extroverted individuals are more active in their retirement life, and that individuals with low
levels of neuroticism have higher satisfaction with their retirement life (Lockenhoff, Terracciano, &
Costa, 2009; Robinson, Demetre & Corney, 2010). In another study, neuroticism and openness to
experience personality traits were found to be important predictors of career transition (Heppner, Fuller
& Multon, 1998). The characteristics that determine the conscientiousness associated with traits such as
self-discipline and punctuality often manifest themselves in business life (Burger, 2006). For example,
low conscientiousness may negatively affect the achievement of career development tasks, as it will
affect the traits of the individual such as attention, care, and punctuality. As agreeableness is prone to
collaboration, it can help individuals to cope with career development tasks or career transitions. As
individuals who are open to experience value new life events and experiences, this can positively affect
their career adaptability by making it easier to cope with crises. Extroverted individuals can find social
supports that will make it easier for them to cope with career crises thanks to their social skills. While
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individuals with a high level of neuroticism have difficulties in coping with career crises as a result of
their challenges in making decisions and coping with stress; individuals with low levels of this trait can
tolerate stress and cope with crises and transitions. Information on personality traits that affect career
adaptability can help an individual gain the knowledge and skills necessary to make realistic career
decisions, cope with career development tasks and career transitions

In this study, it was aimed to examine whether the personality traits of young adults
(conscientiousness, agreeableness, openness to experience, extroversion, neuroticism) and career
decision-making status together predicted the whole career adaptability, concern, control, curiosity and
confidence dimensions. In this study, it is thought that the results of the relationship levels and
relationship patterns of Turkish university students' personality traits and decision-making situations,
and their career adaptability, will constitute a basis for intervention services for these variables. For
example; For example; it is thought that these results will guide career counselors and future applied
research in career counseling interventions aimed at improving career adaptability and career
resources. It is expected that the results of this stiudy will help determine other personality traits that
career adaptability may be related to. It is also thought that this research will provide results that will
contribute to the studies that will improve the career adaptability of young adult students in career
development centers of universities.

Method
Study Group

The study group consists of 603 university students, 341 (56.6%) female and 261 (43.3%) male. These
students were studying in Erciyes University, Gazi University and Istanbul University Faculty of Letters,
Faculty of Education, Faculty of Science, Faculty of Law, Health Sciences and Engineering Faculties in the
spring semester of the 2017-2018 academic year and they participated in the research voluntarily. Of
these students, 153 (25.4%) were in the freshman, 206 (34.2%) were in the sophomore, 110 (18.2%)
were in the junior, and 134 (22.2%) were in the senior. The random sampling method was used in the
formation of the study group.

Data Collection Tools
Adjective Based Personality Scale (ABPT)

ABPT was developed by Bacanli, Ilhan and Aslan (2009), based on the five factor personality theory.
The ABPT is a 7-point Likert-type original Turkish scale consisting of 40 adjective pairs. Exploratory factor
analysis (EFA) was applied to the data to determine the factor structure of the ABPT. EFA results
revealed five independent factors, named as extroversion, agreeableness, conscientiousness,
neuroticism, and openness to experience. These five factors explain 52.6% of the variance of ABPT.
Cronbach's Alpha internal consistency and test-retest coefficients for the five subscales of the ABPT
were respectively extroversion (a = .89, r = .85), agreeableness (a = .87, r = .86) conscientiousness (a =
.88, r. = .71) neuroticism (a = .73, r = .85) and openness to experience (a = .80, r = .68). Researchers
state that these findings regarding the construct validity and reliability of the ABPT show that this scale
is valid and reliable (Bacanh et al. 2009). Cronbach's Alpha internal consistency coefficients calculated
for the reliability of the ABPT in this presented study were: extroversion (a = .86), agreeableness (a =
.77), conscientiousness (a = .77), neuroticism (a = .68). ) and openness to experience (a =.75).

Career Adapt-Abilities Scale (CAAS)

The original CAAS was developed by Savickas and Porfeli (2012) in order to measure career
adaptability. Buyukgoze-Kavas (2014) has adapted the scale to high school and university students in
Turkey. The original CAAS consists of 24 items and 4 subscales (concern, control, curiosity, confidence).
Confirmatory factor analysis (CFA) was applied on the data to determine the appropriateness of the 4-
factor structure of the Turkish-adapted CAAS with the data collected from samples of Turkish high
school and university students. The CFA results revealed that the Turkish CAAS has a 24-item and 4-
factor structure like the original CAAS. The Cronbach Alpha internal consistency coefficient calculated to
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determine the reliability of the CAAS was found as .91 for the total score of the scale and .81 (concern),
.78 (control), .78 (curiosity) and .82 (confidence) for the subscales. In this presented study, the Cronbach
Alpfa internal consistency coefficient of the CAAS was found as a = .89 for the whole scale, a = .85 for
concern, a =.77 for control, a = .81 for curiosity, and a = .80 for confidence.

Personal Information Form (PIF)

Developed by the researcher to be used in this study, the PIF includes information such as gender,
faculty of education, class level and career decision-making status (decided and undecided) and level of
confidence in career decision. The career-making decision status was questioned with two options: “I
have made the decision about where to work in my profession after graduation” and “I have not make
my decision yet”. To measure the level of confidence in career decision, the question "If you have made
your career decision, how sure are you about this decision?" was asked. The participants were asked to
indicate their answers on a rating scale ranging from 1 (Not sure) to 9 (Completely sure).

Data Collection Process

The data collection set consisting of the Adjective Based Personality Scale, the Career Adapt-Abilities
Scale and the Personal Information Form was applied to the students in the class during the data
collection day. Data were applied to students who volunteered to participate in the study and collected
by the researchers and lecturers of the course. The lecturers of the course were informed by the
researchers about how to apply the data set. Before applying the scales, the practitioners informed the
students about confidentiality and voluntary participation and gave information about how to answer
the scales in the data set. Applications took 40-45 minutes.

Data Analysis

First, the skewness and kurtosis values of each variable were determined to test the assumption of
normality of the distribution of the collected data. Then, the linearity assumption was tested by
determining the correlation coefficients between variables using the Pearson Correlation Analysis
technique. Based on the results of these analyses, Multiple Linear Regression Analysis was applied to the
data.

Results

Findings regarding the aims of the research are presented below. The total scores of extroversion,
agreeableness, conscientiousness, neuroticism, openness to experience, career adaptability and
subscales of adaptability (concern, control, curiosity, confidence) the correlation coefficient values
between them, N, X and Ss values are presented in Table 1.

Table 1.
Correlation coefficients between variables, N, X and Ss values
Variables 1 2 3 4 5 6 7 8 9 10 11
1. Conscientiousness 1 42" .36** .39** -.17** .41** 317 33" 277 427 127
2. Agreeableness 1 31" 357 w35 37 o002 14T 11T 18" .03
3. Openness to experience 1 .64** —.14** .41** .21** .36** .40** .35** .06
4. Extroversion 1 -.13** .42** .22** .43** .34** .38** .08
5. Neuroticism 1 .21** .09** -.30 =11 -.20 -.07
6. Career Adaptability 1 80 77 s 82 20
7. Concern 1 47" 6 a9 27
8. Control 1 49 54 16
9. Curiosity 1 .64** .07
10. Confidence 1 .11M
11. Decision-making status 1
N 603 603 603 603 603 603 603 603 603 603 603
X 37.21 23.19 42.7 45 25.14 92.8 23 23.32 23.03 23.45 .53
Ss 6.17 7.39 6.32 8.53 6.57 1293 4.24 .395 4.11 3.74 .50
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Skewness -38 -42 -33 -.16 A1 -29  -47 -.45 -36 -30 -14
Kurtosis -.25 -.04 -23 -51 -19 .04 -.07 -15 -12 -8 ;‘8
p<.01

As seen in Table 1, the data regarding the variables show a normal distribution. The skewness and
kurtosis values between -1.5 and 1.5 show that the distribution is normal (Tabachnick & Fidell, 2013).
Pearson correlation coefficient was calculated to determine the interrelation between variables.
Accordingly, career adaptability and conscientiousness (r = .41, p <.01), agreeableness (r = .13, p <.01),
openness to experience (r = .41, p <.01), extroversion (r =. .42, p <.01), and decision-making status (r =
.20, p <.01) were found to have a significant positive interrelation, while there was a significant negative
interrelation between career adaptability and neuroticism (r = -.21, p <.01) while there was a significant
negative interrelation between concern subscale and neuroticism (r = -.09, p < .01). Concern subscale
and conscientiousness (r = .31, p < .01), openness to experience (r = .21, p < .01) extroversion (r = .22, p
< .01), and decision-making status (r = .27, p < .01) were found to have a significant positive
interrelation, while there was a significant negative interrelation between concern subscale and
neuroticism (r = -.09, p < .01). Control subscale and conscientiousness (r = .33, p < .01), agreeableness (r
= .14, p < .01), openness to experience (r = .36, p < .01), extroversion (r = .43, p < .01) and decision-
making status (r = .16, p < .01) were found to have a significant positive interrelation, while there was a
significant negative interrelation between control subscale and neuroticism (r = -.30, p < .01). Curiosity
subscale and conscientiousness (r = .27, p < .01), agreeableness (r = .11, p < .01), openness to
experience (r = .40, p < .01), extroversion (r = .34, p < .01) were found to have a significant positive
interrelation, while there was a significant negative interrelation between curiosity subscale and
neuroticism (r = -.11, p < .01). Confidence subscale and conscientiousness (r = .42, p < .01),
agreeableness (r = .18, p <.01), openness to experience (r = .35, p <.01), extroversion (r = .38, p <.01)
and decision-making status (r =.11, p < .01) were found to have a significant positive interrelation, while
there was a significant negative interrelation between confidence subscale and neuroticism (r = -.20, p <
.01).

Findings Regarding the Prediction of Total Scores of CAAS by the Scores of the Dimensions of ABPT
and Career Decision-Making Status Together

The results of the multiple linear regression analysis regarding the prediction of the total score of the
CAAS by the scores of the conscientiousness, agreeableness, openness to experience, extroversion and
neuroticism, dimesions of ABPT and career decision-making status are presented in Table 2.

Table 2.
The prediction level of the total scores of CAAS by the scores of the dimensions of ABPT and career
decision-making status together

Total scores of CAAS

Predictive Variables

B SE B t p
Constant 38.688 5.024 7.701 .000
Conscientiousness .636 .084 .30 7.540 .000
Agreeableness .298 .072 17 4.150 .000
Openness to experience .363 .093 .18 3.916 .000
Extroversion .306 .070 .20 4.405 .000
Neuroticism -.296 .072 -.15 -4.085 .000
Career decision-making status® 3.151 .902 12 3.492 .001
{Vote. R=.559; R* =.312; F=43,839; p <.001
p <.001
®Decided
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As seen in Table 2; the scores on the variables of extroversion, agreeableness, conscientiousness,
neuroticism, openness to experience and career decision-making status were regressed together as
predictor variables of total scores of CAAS. All predictive variables predicted the total score of CAAS
significantly (R=.559; R? =.312; F=43,839; p<.001). According to this finding, scores of all dimensions of
ABPT and career decision-making status together explain 31% of the total score of CAAS.
Conscientiousness (B= .30, t=7.540, p< .001) is the strongest predictor of the career adaptability, which
is followed respectively by extroversion (B= .20, t=4.405, p< .001), openness to experience (B= .18,
t=3.916, p< .001), agreeableness (B= .17, t=4.150, p< .001), neuroticism (B= -.15, t=-4.085) and career
decision-making status (B=.12, t=3.492, p<.05).

Findings Regarding the Prediction of the Scores of CAAS Concern Subscale by the Scores of the
Dimensions of ABPT and Career Decision-Making Status Together

The results of the multiple linear regression analysis regarding the prediction of the concern subscale
scores of the CAAS by the scores of the conscientiousness, agreeableness, openness to experience,
extroversion and neuroticism, dimesions of ABPT and career decision-making status are presented in
Table 3.

Table 3.
The prediction level of the scores of CAAS Concern Subscale by the scores of the dimensions of ABPT and
career decision-making status together

The Scores of Concern Subscale

Predictive Variables

B SE B t p
Constant 9.286 1.792 5.180 .000
Conscientiousness .202 .030 .29 6.720 .000
Agreeableness .104 .026 .18 4.060 .000
Openness to experience .045 .033 .07 1.362 174
Extroversion .038 .025 .08 1.529 127
Neuroticism -.036 .026 -.06 -1.379 .169
Career decision-making status® 1.927 322 .23 5.985 .000
Not:e. R=.434; R’ =.189; F=22.434; p<.001
p <.001
®Decided

As seen in Table 3; the scores on the variables of extroversion, agreeableness, conscientiousness,
neuroticism, openness to experience and career decision-making status were regressed together as
predictor variables of the concern subscale scores of CAAS, and they together predicted the scores of
the concern subscale of CAAS significantly (R = .434 R® = .189; F = 22.434; p <.001). According to this
finding, scores of all dimensions of ABPT and career decision-making status together explain 19% of the
concern subscale scores. Conscientiousness (B = .29, t = 6.720, p <.001) is the strongest predictor of the
concern subscale, which is followed respectively by career decision-making (= .23, t = 5.985, p <.001)
and agreeableness (B =.18, t = 4.060, p <.001). Extroversion (B = .08, t = 1.529, p> .05), openness to
experience (= .07, t = 1.362, p> .05), and neuroticism (B = -.06, t = -1.379, p > .05) variables did not
significantly predict the concern subscale on their own.

Findings Regarding the Prediction of the Scores of CAAS Control Subscale by the Scores of the
Dimensions of ABPT and Career Decision-Making Status Together

The results of the multiple linear regression analysis regarding the prediction of the control subscale
scores of the CAAS by the scores of the conscientiousness, agreeableness, openness to experience,
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extroversion and neuroticism, dimesions of ABPT and career decision-making status are presented in
Table 4.

Table 4.
The prediction level of the scores of CAAS Control Subscale by the scores of the dimensions of ABPT and
career decision-making status together

The Scores of Control Subscale

Predictive Variables

B SE B t p
Constant 11.007 1.565 7.035 .000
Conscientiousness 127 .026 .20 4.840 .000
Agreeableness .085 .022 .16 3.817 .000
Openness to experience .068 .029 11 2.368 .018
Extroversion 134 .022 .29 6.192 .000
Neuroticism -.148 .023 -.25 -6.579 .000
Career decision-making status® .783 .281 .10 2.786 .006
Not:a. R=.541; R’ =.293; F=39.962; p<.001
p <.001
® Decided

As seen in Table 4; the scores on the variables of extroversion, agreeableness, conscientiousness,
neuroticism, openness to experience and career decision-making status were regressed together as
predictor variables of the concern subscale scores of CAAS, and they together predicted the scores of
the control subscale of CAAS significantly (R = 541, R?=.293; F=39.962; p<.001). According to this finding,
scores of all dimensions of ABPT and career decision-making status together explain 29% of the control
subscale scores. Extroversion (B= .29, t=6.192, p< .001) is the strongest predictor of the concern
subscale, which is followed respectively by neuroticism (B= -.25, t=-6.579, p< .001), conscientiousness
(B= .20, t=4.840, p< .001) agreeableness (B= .16, t=3.817, p< .001) openness to experience (B= .11,
t=2.368, p<.05) career decision-making status (f=.10, t=2.786, p<.05).

Findings Regarding the Prediction of the Scores of CAAS Curiosity Subscale by the Scores of the
Dimensions of ABPT and Career Decision-Making Status Together

The results of the multiple linear regression analysis regarding the prediction of the curiosity
subscale scores of the CAAS by the scores of the conscientiousness, agreeableness, openness to
experience, extroversion and neuroticism, dimesions of ABPT and career decision-making status are
presented in Table 5.

As seen in Table 5; the scores on the variables of extroversion, agreeableness, conscientiousness,
neuroticism, openness to experience and career decision-making status were regressed together as
predictor variables of the concern subscale scores of CAAS, and they together predicted the scores of
the curiosity subscale of CAAS significantly (R = 541; R’ =.293; F=39.962; p<.001). According to this
finding, scores of all dimensions of ABPT and career decision-making status together explain 19% of the
curiosity subscale scores. Openness to experience (B= .28, t=5.713, p< .001) is the strongest predictor of
the concern subscale, which is followed respectively by conscientiousness (B= .15, t=3.454, p< .05),
extroversion (B= .11, t=2.176, p<.05) and agreeableness (B= .10, t=2.252, p< .05). Neuroticism (= -.07,
t=-1.631, p>.05), and career decision-making status (B= .02, t=.616, p>.05) variables did not significantly
predict the concern subscale on their own.
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Table 5.
The prediction level of the scores of CAAS Curiosity Subscale by the scores of the dimensions of ABPT and
career decision-making status together

The Scores of Curiosity Subscale

Predictive Variables

B SE B t p
Constant 8.706 1.740 5.002 .000
Conscientiousness 101 .029 .15 3.454 .001
Agreeableness .056 .025 .10 2.252 .025
Openness to experience .183 .032 .28 5.713 .000
Extroversion .052 .024 A1 2.176 .030
Neuroticism -.041 .025 -.07 -1.631 .104
Career decision-making status® .193 .313 .02 .616 .538
Notg. R=.432; R*=.186; F=22.149; p<.001
p <.001
®Decided

Findings Regarding the Prediction of the Scores of CAAS Confidence Subscale by the Scores of the
Dimensions of ABPT and Career Decision-Making Status Together

The results of the multiple linear regression analysis regarding the prediction of the confidence
subscale scores of the CAAS by the scores of the conscientiousness, agreeableness, openness to
experience, extroversion and neuroticism, dimesions of ABPT and career decision-making status are
presented in Table 6.

Table 6.
The prediction level of the scores of CAAS Confidence Subscale by the scores of the dimensions of ABPT
and career decision-making status together

The Scores of Confidence Subscale

Predictive Variables

B SE B t p
Constant 9.689 1.523 6.364 .000
Conscientiousness .206 .026 .34 8.047 .000
Agreeableness .053 .022 .10 2.417 .016
Openness to experience .066 .028 11 2,353 .019
Extroversion .082 .021 .19 3.885 .000
Neuroticism -.071 .022 -.12 -3.229 .001
Career decision-making status® .248 .273 .03 .908 .364
Note. R=.511; R’ =.261; F=34.222; p<.001
p <.001
®Decided

As seen in Table 6; the scores on the variables of extroversion, agreeableness, conscientiousness,
neuroticism, openness to experience and situations of career decision-making were regressed together
as predictor variables of the confidence subscale scores of CAAS, and they together predicted the scores
of the concern subscale of CAAS significantly (R=.511; R’ =.261; F=34.222; p<.001). According to this
finding, scores of all dimensions of ABPT and career decision-making status together explain 26% of the
confidence subscale scores. Conscientiousness (B = .34, t = 8.047, p <.001) is the strongest predictor of
the confidence subscale, which is followed respectively by extroversion (B = .19, t = 3.885, p <.001),
neuroticism (B = -.12. t = -3.229, p <.05), openness to experience (B = .11, t = 2.353, p <.05), and
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agreeableness (B = .10, t = 2.417, p <.05). Career decision-making status (B = .03, t = 908, p>.05) did not
significantly predict the confidence subscale on its own.

Findings Concerning the Examination of the Interrelation between Career Adaptability and the
Level of Confidence in Career Decision-Making

The interrelation between the total scores of career adaptability and the level of confidence on the
decision (grading scale ranging from 1 to 9) was calculated with the Pearson Correlation coefficient, to
determine the interrelation between the total scores of career adaptability by young adults and their
level of confidence in career decision-making. As a result of this analysis, a significant positive
correlation was found between the level of confidence in the career decisions of young adults and their
total scores of career adaptability (r =.317; p <.001).

Discussion & Conclusion

In this study, it was aimed to examine whether the personality traits of young adults
(conscientiousness, agreeableness, openness to experience, extroversion, neuroticism) and their career
decision-making status together predicted the whole career adaptability, concern, control, curiosity and
confidence dimensions. The findings of the study showed that conscientiousness personality trait and
career decision-making status together explained 31% of the variance regarding career adaptability total
score. Based on this finding, it can be said that personality traits and career decision-making status play
a role in the career adaptability resources that young adults will use in coping with career development
tasks, career transitions and the difficulties they may encounter. In other words, the personality traits
and career decision-making of young adults affect their career structuring. In this context, it is seen that
the role played by personality traits should be taken into account when providing assistance services
aimed at improving career adaptability of young adults. In this study, personality traits and career
decision-making status together predicted 31% of the total variance regarding the total score of career
adaptability. This result supports Savickas' (1997) view that decision-making is a component of career
adaptability. It also supports the results of the studies that found that personality traits in teacher
candidates explain 16% (Eryilmaz & Kara, 2017a) of the total variance related to career adaptability, and
personality traits of university students explain 40% (Aktas & Sahin, 2019) and 41% (van Vianen et al.,
2012) of the total variance related to career adaptability. At the same time, this result supports the
results of studies that examine the interrelation between career adaptability and personality traits (Hou,
Wu & Liu, 2014; Rossier et al., 2012; Rudolph, Lavigne & Zacher, 2017; Rusu et al., 2015; Teixeira et al.,
2012; Tolentino et al., 2014a; Tolentino, Sedoglavich, Lu, Garcia & Restubog, 2014b). In Johnson's
(2018) research, which examined career adaptability studies, conscientiousness, extroversion,
agreeableness, openness to experience and neuroticism were considered as sources of career
adaptability in the literature.

Conscientiousness is the strongest predictor of career adaptability total score. Conscientiousness is
defined as being organized, determined and planned, having a high sense of duty, acting with self-
discipline and care, and striving for success (Burger, 2006; Costa & McCrea, 1992). These characteristics
of conscientiousness may strengthen career adaptability by means of positively affecting the individual's
belief in planning, structuring their career, attitudes towards discovering themselves and their career,
and self-confidence in the process of career structuring. Teixeira et al. (2012) interpreted the positive
interrelation between conscientiousness and career adaptability and concluded that the “desire to
succeed” in conscientiousness can predispose individuals to adaptability. This result supports the results
of studies (Rossier et al., 2012; Rusu et al., 2015, Teixeira et al., 2012; van Vianen et al., 2012) that found
that career adaptability is related to conscientiousness. Young adults' extroversion, openness to
experience, agreeableness, neuroticism personality traits and career decision making predict their
career adaptability. This result supports the results of studies that found career adaptability to be
positively related to extroversion (Rossier et al., 2012; Rusu et al., 2015; Teixeira et al., 2012; van Vianen
et al.,, 2012), openness to experience (Teixeira et al., 2012; van Vianen et al., 2012), agreeableness
(Teixeira et al., 2012;), and negatively related to neuroticism (Rossier et al.,, 2012; Rusu et al., 2015;
Teixeira et al., 2012). It can be said that extroverted individuals who are defined as energetic, optimistic,
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friendly and sociable (Burger, 2006) have the ability to find the social resources needed to cope with
stress (van Vianen et al., 2012) and this affects their career adaptability by increasing their capacity to
cope with uncertainty in career crises and transitions. Openness to experience, imagination, intellectual
curiosity, flexibility (Costa & McCrae 1992), independent thinking and creativity are defined as attitudes
to discover innovations (Burger, 2006). In this respect, it can be said that openness to experience affects
individuals' career adaptability by making them more competent in problem-solving and dealing with
crisis situations (Teixeira et al., 2012). Defined as benevolence, reliability, compassion and cooperation
(Burger, 2006, Yang et al.,, 2020) agreeableness may affect the capacity of individuals to cope with
career tasks and transitions, especially in terms of cooperation. Lounsbury, Tatum, Chambers, Owens,
and Gibson (1999) state that agreeableness can be associated with cooperation, courtesy and
confidence, and individuals with a high level of agreeableness may be more willing to seek help and
advice in career planning or decision-making processes, and when planning their careers. In this study, it
was found that neuroticism negatively affects career adaptability. It can be said that neuroticism, which
is described as frequent changes in emotions and getting stressed easily (Burger, 2006), negatively
affects the individual's career adaptability, which requires the ability to cope with stress and to have
neuroticism.

The results of this study showed that personality traits and career decision-making status together
predicted 19% of the total variance for the concern subscale of career adaptability. Based on this result,
it can be said that personality traits and career decision-making status play a role in young adults' future
orientations including their career plans. Therefore, according to this result, it can be said that when
providing career counseling for young adults about structuring their careers and making plans for the
future, their personality traits play an important role. This result supports the research results (Rossier
et al., 2012; Rusu et al., 2015; Teixeira et al., 2012; van Vianen et al., 2012) that found an interrelation
between personality traits and concern in the relevant literature. According to the results of this study,
conscientiousness, career decision-making and agreeableness predict concern, respectively.
Conscientiousness seems to be the strongest predictor of concern. This result supports the results of
studies (Rossier et al., 2012; Rusu et al., 2015, Teixeira et al., 2012; van Vianen et al., 2012) that found
that concern is related to conscientiousness. Defined as being determined and planned, carrying a high
sense of duty, acting with self-discipline or care, and striving for success; conscientiousness (Burger,
2006) of young adults is also shown effective in planning their future. Individuals with conscientiousness
may be more willing to think about their careers and plan their future through their characteristics such
as desire to succeed, sense of duty and self-discipline. In addition, young adults' career decision-making
and agreeableness affect their future plans and optimism regarding their career. This result supports the
results of the studies (Teixeira et al.,2012) that found a positive interrelation between concern and
agreeableness. Concern is the individual realizing the interrelation between their past, present and
future and planning the future. Preferring cooperation over competition, being reliable and socially
adaptable positively affect agreeable persons when planning their future and also having an optimistic
approach to the future. On the other hand, according to this result, it can be said that taking career
decisions positively affects the individuals when thinking about and planning their future.

Personality traits and career decision-making status together predicted 29% of the total variance
related to the control subscale of career adaptability. Based on this result, it can be said that personality
traits and career decision-making status play a role for young adults with conscientiousness for
structuring their career, believing that they can structure it. This result of the study supports the results
of the research in the relevant literature (Rossier et al., 2012; Rusu et al., 2015; Teixeira et al., 2012; van
Vianen et al., 2012) that found an interrelation between personality traits and control. According to the
results of this study, extroversion, neuroticism, conscientiousness, agreeableness and openness to
experience and career decision-making status predict control, respectively. It seems that the strongest
predictor of control is extroversion. These results show that extroversion, defined as being excited and
confident (Costa & McCrea, 1992), influences young adults' belief that they have the power to structure
their careers. This result supports the results of studies (Rossier et al., 2012; Rusu et al., 2015; Teixeira et
al., 2012; van Vianen et al., 2012) that found that control is associated with extroversion. It can be said
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that the assertive (McCrae & John, 1992) and confident (Costa & McCrea, 1992) nature of extroverts can
be effective for them to believe that they can control their careers. As a matter of fact, it has been found
that extroverted individuals experience less difficulties in career decision-making (Di Fabio & Saklofske,
2014).

In addition, the results of this study show that young adults' personality traits such as neuroticism,
conscientiousness, agreeableness, and openness to experience also affect their beliefs that they can
control their careers. This result supports the results of previous studies that found a negative
interrelation between career control and neuroticism (Rossier et al., 2012; Rusu et al., 2015; Teixeira et
al., 2012; van Vianen et al., 2012) and a positive interrelation between conscientiousness (Rossier et al.,
2012; Rusu et al., 2015; Teixeira et al. 2012), agreeableness (Teixeira et al. 2012) and openness to
experience (Teixeira et al. 2012; van Vianen et al., 2012). Control is the belief that an individual can
structure their career and control their future. Control requires decision-making, self-confidence, self-
discipline, effort and self-control (Savickas et al., 2009; Savickas & Porfeli, 2012). It can be said that
neuroticism, which is described as frequent changes in emotions and getting stressed easily (Burger,
2006), negatively affects control, which requires the individual to be determined, self-disciplined and
persistent. As a matter of fact, as the level of neuroticism increases, difficulties in making a career
decision also increase (Chartrand, Rose, Elliott, Marmarosh & Caldwell, 1993). The sense of duty, effort
for success, self-discipline and careful behavior of individuals with strong conscientiousness
characteristics positively affect control that requires decision-making, self-confidence, self-discipline,
effort and self-control (Savickas et al., 2009; Savickas & Porfeli, 2012). As the agreeable individuals
prefer harmoniousness and cooperation and as the individuals who are open to experience are creative,
curious and independent thinkers (Burger, 2006; Costa & McCrea, 1992), these traits have a positive
effect on their beliefs that they can structure their careers.

The results of this study showed that personality traits and career decision-making together
predicted 19% of the total variance regarding the curiosity subscale of career adaptability. Based on this
result, it can be said that personality traits affect young adults' behaviors of obtaining information about
themselves and the business world, wondering and discovering the harmony between themselves and
the business world. In other words; personality traits and career decision-making status play a role in
the process of obtaining information about the individual's interests, abilities, values, career prospects,
and opportunities. Accordingly, it can be said that personality traits play an important role in the career
counseling services provided to support young adults so that they can discover themselves and career
possibilities. This result of the study supports the results of the research that found an interrelation
between curiosity and personality traits (Rusu et al., 2015; Teixeira et al. 2012; van Vianen et al., 2012).
According to the results of this study, personality traits of openness to experience, conscientiousness,
extroversion and agreeableness predict curiosity, respectively. It seems that the strongest predictor of
curiosity is openness to experience. This result supports the research results (Teixeira et al., 2012; van
Vianen et al., 2012) that found an interrelation between curiosity and openness to experience. The fact
that individuals who are open to experience are creative, inquisitive and independent thinkers (Burger,
2006; Costa & McCrea, 1992) may make them more prone to research about themselves, the business
world, and the harmony between them. In addition to these, young adults' personality traits of
conscientiousness, extroversion, and agreeableness also affect their ability to get to know themselves
and explore professional opportunities. This result supports the results of the previous studies that
found a positive interrelation between curiosity and conscientiousness (Rusu et al., 2015; Teixeira et al.,
2012; van Vianen et al., 2012), extroversion (Rusu et al., 2015; Teixeira et al., 2012) and agreeableness
(Teixeira et al., 2012). Curiosity is the initiative to get to know oneself, to explore the business world and
professional opportunities, and to discover the harmony between oneself and the business world. Sense
of mission and success efforts of individuals with strong conscientiousness; and the sociable, socially
connected and active traits of extroverted individuals (Burger, 2006, Costa & McCrea, 1992) may affect
these individuals’ attempt to explore themselves and the business world while structuring their careers.
On the other hand, the fact that agreeable individuals who prefer cooperation to competition and tend
to establish harmonious relations in their lives (Burger, 2006) may be effective in attempting to discover
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the harmony between themselves and the business world with the desire to work in harmony and
balance.

According to the results of this study, personality traits and career decision-making together predict
26% of the total variance related to the confidence subscale of career adaptability. Based on this result,
it can be said that personality traits and career decision-making status affect young adults' confidence.
To put it more clearly; personality traits affect the self-efficacy of the individuals regarding the ability to
overcome career problems and make correct decisions about their career. Accordingly, it can be said
that the role of personality traits should not be overlooked in career interventions aimed at increasing
the career decision-making competencies of young adults. This result of the study supports the results
of the research (Rossier et al.; Rusu et al. 2015; Teixeira et al., 2012; van Vianen et al., 2012) that found
an interrelation between confidence and personality traits. Accordingly, personality traits of
conscientiousness, extroversion, neuroticism, openness to experience and agreeableness predict
confidence, respectively. It is seen that the strongest predictor of confidence is conscientiousness. This
result supports the research results (Rossier et al., 2012; Rusu et al., 2015; Teixeira et al. 2012; van
Vianen et al., 2012) that found an interrelation between confidence and conscientiousness. Sense of
mission, success efforts and self-disciplined, determined, planned behavior traits of individuals with a
strong conscientiousness (Burger, 2006; Costa & McCrea, 1992) may affect their self-confidence that
they will solve career problems and make correct career decisions. In addition to these, personality
traits of young adults with extroversion, neuroticism, openness to experience, and agreeableness also
affect their self-belief that they can overcome possible career-related barriers and make the right career
decisions. This result supports the results of studies that found a positive () interrelation between
confidence and extroversion (Rossier et al, 2012; Rusu et al. 2015; Teixeira et al., 2012), openness to
experience (Rusu et al., 2015; Teixeira et al., 2012; van Vianen et al., 2012),agreeableness (Teixeira et
al., 2012), and a negative interrelation between confidence and neuroticism (Rossier et al., 2012; Rusu
et al., 2015; Teixeira et al., 2012).Confidence is an individual's self-belief that they can cope with career
development tasks, career transitions and crises. The facts that extroverted individuals are assertive and
self-confident; individuals who are open to experience are versatile and creative thinking; and agreeable
individuals are collaborative (Burger, 2016, Costa & McCrea, 1992) may affect their confidence that they
can solve the problems they face while structuring their careers and make the right decisions. On the
other hand, it can be said that neuroticism - which is defined as frequent changes in emotions, getting
stressed easily, and vulnerability- negatively affects individuals' self-confidence in making career
decisions, solving problems and being able to achieve them.

In this study, it was also aimed to examine the interrelation between career adaptability levels of
young adult university students and their level of confidence in their career decisions. Findings showed
that there was a positive and significant interrelation between career adaptability of young adult
university students and their level of confidence in their career decision. To put it in a clearer way; as
the level of confidence increases in career decisions, so does the career adaptability of young adults.
This finding supports the theoretical views (Creed, Fallon & Hood, 2009; Hartung, Porfeli & Wondtrack,
2008; Rottinghaus, Buelow, Matyja & Scheneider, 2011) and previous research findings (Creed, Fallon &
Hood, 2009; Guan et al., 2013; Sarsikoglu, 2019) suggesting that there is a positive interrelation between
career decision-making and career adaptability in the relevant literature and a negative interrelation
between not making a career decision or being indecisive. As a matter of fact, Savickas (1997, 2002,
2005) and Savickas and Porfeli (2012) talk about confidence among the sources of career adaptability as
being confident in making the right career decision. In addition, they place decision-making among the
basic functions of control. Therefore, this finding of the research supports the relevant literature.

Limitations, implications for future theoretical and applied research

This research has some limitations. First, the participants of this research are young adult university
students willing to participate in the study. In future studies, it is recommended to use methods such as
cluster and proportional sampling in sample design. In future research, it is recommended to work with
universities in different cities and with different sample groups. The interrelation between personality
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traits and career adaptability can be examined in sample groups of working adults. Secondly, personality
traits, whose interrelation with career adaptability were examined in this study, were limited to the
personality traits suggested by the five-factor personality theory. In future studies, it is recommended to
examine the interrelations between different personality structures and career adaptability.

Despite its limitations, this research primarily provides theoretical contributions to the literature on
career adaptability. In addition, this research offers some implications for current career counseling
practices, along with theoretical and applied research in the future. The results of this research have
contributed to the theoretical views in the relevant literature, as stated while discussing the findings
above. The interrelations of career adaptability and dimensions with personality traits
(conscientiousness, agreeableness, openness to experience, extroversion, neuroticism) were examined.
The findings of the study support the views of Savickas (1995,1998 2000, 2005), who first put forward
the concept of career adaptability, and the researchers who followed him (Rossier et al. 2012; Rusu et
al., 2015; Savickas et al., 2012; Sverko & Babarovic, 2016; Teixeira et al., 2012; van Vianen et al., 2012;
Zacher, 2014). Similarly, as mentioned above, almost all of the findings of this study support previous
research findings that examine the interrelations between career adaptability and personality traits,
career decision-making, inability of career decision-making and indecisiveness. To put it more clearly,
this study examines the predictive power of personality traits and career decision-making together for
career adaptability. The results of the study provide important statistical data and theoretical
information for future relational and applied research, the roles of personality traits in career
adaptability, and research that will test models to determine the roles or effects of decision-making
status.

The results of this research also offer implications for current career counseling practices. Personality
traits, making or not making career decisions play a role in career adaptability of young adults. The
results of this research can be used in career counseling services to be offered to university students
when coping with career development tasks, career transitions or in difficulties they may encounter. The
results of this research can be used in planning applied studies aimed at improving career adaptability in
career development centers of universities.

Ethical Acceptability of the Research

Since the data of this study were collected before 2020, ethics committee approval is not required.
In this study, all rules stated to be followed within the scope of “Higher Education Institutions Scientific
Research and Publication Ethics Directive” were followed. None of the actions stated under the title
“Actions Against Scientific Research and Publication Ethics”, which is the second part of the directive,
were realized.
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Tiirkge Siirimui

Giris

Yirmi birinci ylUzyilin kiresellesen dilinyasi ¢alisma yasaminda ve sosyal yasamda degisimler
yaratmaktadir. Gegen yizyilda ayni is yerinde uzun yillar calismak tercih edilirken bu yiizyilda daha kisa
donemli kariyer dongileri 6ngorilmektedir. Bireyler proje temelli hizmet ve beceri sunduklar bu kisa
dongulerle kariyerlerini sekillendirmektedirler (Kalleberg, Reynolds ve Marsden, 2003). Calisma
diinyasindaki ve sosyal yasamdaki degisimler kariyerleri ve kariyer psikolojik danismanhgi alanini
etkilemistir. Kariyer psikolojik danismanligi alaninda postmodern yaklasimin baslaticisi Savickas (1997,
2002, 2005) Kariyer Yapilandirma Kurami'nda kariyerin kesfedilmedigini 6ne siirer. O’na gore bireyler
yaptiklari segimler yoluyla ve mesleki yasanti ve deneyimlerini anlamlandirarak kariyerlerini
yapilandirirlar. Dolayisiyla kariyer gelisimi bireye 6zeldir ve belli bir hiyerarsik diizeni takip etmesi
gerekmez. Savickas’a gore kariyer, mesleki yasantilarin anlam yiklenerek olusturulmus 6ykaleridir.
Bireyler kariyerlerini yapilandirarak benlik kavramlarini mesleki rollerinde uygularlar. Bireyin kariyerini
nasil yapilandirdigini ise kariyer uyumlulugu kavrami aciklar (Savickas, 1997, 2002, 2005). Kariyer
uyumlulugu; bireyin mesleki gelisim gorevleri, gegisler ile kisisel travmalarinin tstesinden gelmeye hazir
oldugunu ve bunlarla basa ¢ikmada kullanacagi kaynaklarini gésteren psikososyal bir yapidir. Bireylerin,
¢alisma kosullarina ve gerektirdiklerine uyum saglamak icin kullandiklari tutumlar, yeterlilikler ve
davraniglari kapsar. Bireyin gelisim gorevlerinde ustalasmak, mesleki gecisleri basarmak ve kisisel
travmalari ¢oziimlemek igin kullanacagi tutum, davranis ve yeterlilikleri agiklar (Savickas, 2005).

Savickas (2002, 2005) bireylerin kariyerlerini yapilandirirken basvurduklari kariyer uyumluluk
kaynaklarini ilgililik, kontrol, merak ve giiven olarak tanimlamistir. Bu kariyer uyumluluk kaynaklari
bireylerin degisimlerle basa ¢ikmak igin kullandigi 6z-diizenleme giicli veya kapasitesidir (Savickas, 1997;
Savickas ve Porfeli, 2012). Kariyer ilgisi, bireyin kariyerine iliskin diisinmesini ve planlamalarini igeren bir
gelecek yonelimini ifade eder. Bireyin, gecmisteki ¢abalari sayesinde buglinkii yasaminin gelistigini,
buglinkii deneyimleri ve calismalarinin da gelecegini sekillendirecegini fark etmesi 6nemlidir. Boylece
birey mesleki gecmisini distnir, gelecegi planlar ve secimler yapar. Bireyin kariyer ilgisi giiclendikge,
kariyerini kimin kontrol ettigi diisiincesi dogar. Kariyer kontrolii; bireyin kariyerini yapilandirabilecegine
iliskin inancidir. Kariyerini yapilandirabilecegine inanmasi bireyin sorumluluk almasini saglar. Kariyer
kontrolinin temel islevi karar verme, oOzgliven, Ozerklik ve 06z-denetimdir. Gelecegini
yapilandirabilecegine inanan birey, kendisini ve olasi segceneklerini merak etmeye baslar (Savickas, 2002,
2005). Kariyer meraki; bireyin kendisini tanimak ve mesleki firsatlarini kesfetmek igin girisimlerde
bulunmasidir. Kariyer merakinin temel islevi, arastirma ve bilgi arama davranislarinin ortaya ¢ikmasi ve
ileride bireyin dogru secimler yapmasini saglayacak bilgi kaynagini olusturmaktir. Bireyin kariyere iliskin
meraki ve arastirma deneyimleri, kariyer glvenini gelistirir (Savickas ve digerleri, 2009; Savickas ve
Porfeli, 2012). Kariyer giiveni; bireyin kariyerini yapilandirirken ortaya ¢ikan karmasik problemlerin
Ustesinden gelecegine, egitimine ve kariyerine iliskin dogru kararlari verebilecegine ve bunlari
gerceklestirebilecegine iliskin 6z-yetkinligini gosterir. Temel islevi, benlik saygisi ve 6z-yetkinliktir
(Savickas, 2002, 2005).

Savickas (2005) kariyer uyumlulugu kaynaklarinin yeterince gelismedigi durumlarda bireyin kariyer
gelisiminde cesitli gliclikler yasayabilecegini belirtmis ve bu kaynaklarin gelisimini desteklemek igin
cesitli midahaleler tanimlamistir. Hirschi (2012) kariyer danismanliginin hedeflerinden birisinin
danisanlarin  kariyer kaynaklarini gelistirmek oldugunu ve kariyer uyumlulugunun da kariyer
kaynaklarinin 6nemli bir bileseni oldugunu belirtmektedir. Dolayisiyla, kariyer uyumlulugu kaynaklarini
gelistirebilmek igin kariyer uyumluluguyla iliskili olan ve onu etkileyen degiskenleri belirleyen
arastirmalara gereksinim vardir. Bu gereksinimle ilgili Ttrkiye’de ve diger llkelerde gesitli arastirmalar
yapilmistir. Bu arastirmalarda kariyer uyumlulugu kaynaklari ile kariyer karar verme guglikleri (Karacan
Ozdemir, 2019), algilanan kariyer engelleri (Sarsikoglu ve Bacanli, 2019; Soresi, Nota ve Ferrari, 2012) ve
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kariyer arastirma davranisi (Urbanaviciute, Kairys, Pociute, Liniauskaite, 2014) gibi degiskenler arasinda
iliskiler oldugu bulunmustur. Kariyer uyumlulugu ve kisilikle ilgili cesitli degiskenler arasindaki iligkiler de
arastirllmistir. Kariyer uyumlulugunun benlik saygisi (Cai ve digerleri.,2015; Hui, Yuen ve Chen, 2018; van
Vianen, Klehe, Koen ve Dries, 2012), 6z-yetkinlik (Bacanl, 2018; Marcionetti ve Rossier, 2019), umut
(Bacanli, 2018; Buyiikgoze-Kavas, 2016; Wilkins, Santilli, Ferrari, Nota, Tracey ve Soresi, 2014), iyimserlik
(Karacan-Ozdemir ve Yerin-Giineri, 2017), proaktif kisilik (Hou, Wu ve Liu, 2014; Jiang, 2017; Oncel,
2014; Tolentino, Garcia, Restubog, Bordia ve Plewa, 2014a;), mikemmeliyetgilik (Eryilmaz ve Kara;
2017b ) gibi kisilik 6zellikleriyle iliskili oldugu bulunmustur. Benzer sekilde kariyer uyumlulugunun bes
faktor kisilik 6zellikleri (Aktas ve Sahin, 2019; Eryilmaz ve Kara; 2017a; Judge, Higgins, Thoresen, ve
Barrick, 1999; Rossier, Zecca, Stauffer, Maggiori ve Dauwalder, 2012; Rusu, Mairean, Hojbota, Gherasim,
Gavriloaiei, 2015; Sartik, 2020; Sverko ve Babarovic, 2016; Teixeira, Bardagi, Lassance, Magalhaes ve
Duarte, 2012; van Vianen ve digerleri, 2012) ile iliskisi incelenmistir. Nevrotik kisilik yapisi ve kariyer
uyumlulugu arasinda negatif yénli iliskiler bulunmustur (Nilforooshan ve Salimi, 2016; Oncel, 2014;
Rossier ve digerleri, 2012; Rusu ve digerleri; 2015). Bu bulgu kariyer uyumlulugunun bes faktor kisilik
ozellikleriyle iliskilerinin incelenmesinin énemli oldugunu dusindiirmektedir. Daha acik bir anlatimla
kisilik ozelliklerinin kariyer uyumlulugunun kaynaklariyla iliski duzeyleri veya iligski yapisi, bireylerin
kariyer uyumluluklarini gelistirmede kisilik o6zelliklerinin rolleri hakkinda bilgiler sunabilir. Nitekim
Savickas (2002) bireyin kisilik 6zelliklerinin ve benlik kavraminin kariyerini yapilandirmasini etkiledigini
ileri strmektedir. Kisilik, bireyin duygu, disince ve davranislarindaki tutarli kaliplar olarak
tanimlanmaktadir (John, Robins, ve Pervin, 2008). Kisiligin tanimlanmasi ve 6l¢tilmesi hakkinda pek ¢ok
farkh kuramsal goris bulunmaktadir. Bes faktor kisilik kurami, cogu kisilik 6zelliginin siniflandirilabilecegi
bir yapi ve sistematik bir gergeve sunmasindan dolay: kisilik arastirmalarinda sik kullanilan modellerden
biri olmustur. (McCrae, 2009). Bes faktor kisilik kurami sorumluluk, yumusak baslilik, deneyime aciklk,
disadoniklik ve duygusal dengesizlik faktorlerinden olusmaktadir. Sorumluluk, 6z-disiplin gdsterme,
gorev bilinciyle hareket etme ve basariyi hedefleme egilimi olarak tanimlanmaktadir. Sorumluluk diizeyi
ylksek insanlar spontan davraniglardansa planli davranmayi tercih ederler. Sorumluluk diizeyi distk
bireyler daha zor organize olan, dikkatsiz ve goérev bilinci diistik olan kisilerdir (Burger, 2006; Costa ve
McCrea, 1992; Stangor ve Walinga, 2018). Sorumlulugu ylksek insanlar givenilir, dakik, verimli olma
egilimindedir ve genellikle okulda daha iyi notlar alirlar (Back, Schmukle, ve Egloff, 2006; Wagerman ve
Funder,2007). Yumusak bashhik, yardimsever, givenilir, sefkatli, isbirligine yatkin olma egilimi olarak
tanimlanmaktadir. Yumusak baslilik 6zelligi ylksek bireyler isbirligini rekabete tercih eden, glvenilir,
arkadas canlisi ve sosyal uyumu ylksek olan kisilerdir. Bu o6zelligi disiik dizeyde olanlar kuskulu,
rekabetci ve kavgacidirlar (Burger, 2006). Deneyime aciklik, hayal giicli, entelektiiel merak, esneklik
(Costa ve McCrae 1992), bagimsiz disiinme, yaraticilik, yenilikleri kesfetme tutumlari (Burger, 2006)
olarak tanimlanmaktadir. Deneyime aciklik diizeyi ylksek olan bireyler sanat, macera, alisilmadik fikirler,
merak ve farkli deneyimlere deger verirler (Stangor ve Walinga, 2018). Ayrica daha sik is degistirmeleri,
farkh kariyerleri denemeleri olasidir (Schultz ve Schultz, 2016). Bu 6zelligi dusiik olan bireyler daha
geleneksel disiindr ve bildikleri yolu tercih ederler. Disadéniikliik, enerjik, iyimser, sicakkanli, sosyal ve
girisken olma ozellikleri ile tanimlanmaktadir. Disadoniiklik duzeyi ylksek bireyler insanlarla birlikte
olmayi seven, gruplarda konusmayi ve kendini gostermeyi seven bireyler olarak degerlendirilmektedir.
Disadoniikliik o6zelligi distk olan bireyler sessiz, utangag, mesafeli ve cekingendirler. Duygusal
dengesizlik, duygularin sik degisiklik gostermesi, kolay strese kapilma, ofke, kaygi gibi duygular
deneyimlemeye egilim olarak aciklanmistir. Duygusal dengesizlik diizeyi yiliksek bireyler siradan
durumlari tehdit edici olarak yorumlayabilir, net diisinme, karar verme ve stresle etkili bir sekilde basa
cikma konusunda sorun yasayabilirler (Burger, 2006, Stangor ve Walinga, 2018).

Kariyer uyumlulugu bes faktoér kisilik kuraminda belirlenmis olan kisilik 6zellikleriyle iliskili
bulunmustur (Judge ve digerleri, 1999; Rossie, ve digerleri, 2012; Rusu ve digerleri, 2015; Savickas ve
Porfeli, 2012; Sverko ve Babarovic, 2016; Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012).
Kisilik 6zellikleri bireyin kariyer gelisimini, kariyer gecislerine uyum saglayabilmesini, kariyer gelisim
gorevleri ve kariyer krizleriyle basa cikabilmesini etkiler. Ornegin, nemli bir kariyer gecisi olan emeklilik
ile ilgili arastirmalar disaddnik bireylerin emeklilik yasamlarinda daha aktif olduklari, duygusal
dengesizlik diizeyi dusik bireylerin emeklilik yasamindan memnuniyetlerinin yliksek oldugu bulunmustur
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(Lockenhoff, Terracciano, ve Costa, 2009; Robinson, Demetre ve Corney, 2010). Bir baska ¢alismada
duygusal dengesizlik ve deneyime agiklik kisilik 6zelliklerinin kariyer gegisinin 6nemli yordayicilari oldugu
bulunmustur (Heppner, Fuller ve Multon, 1998). Oz-disiplin, dakiklik gibi &zelliklerle iliskilendirilen
sorumlulugu belirleyen &zellikler siklikla is yasaminda kendini gdstermektedir (Burger, 2006). Ornegin
sorumluluk o6zelliginin disiik olmasi bireyin dikkat, 6zen, dakiklik gibi ozelliklerini etkileyeceginden
kariyer gelisim gorevlerinin basarilmasini olumsuz etkileyebilir. Yumusak basliligin isbirligine yatkin
olmasi kariyer gelisim gorevleri ya da kariyer gegisleriyle basa ¢ikmasinda yardimci olabilir. Deneyime
acik bireylerin yeni yasam olaylarina ve tecriibelere deger vermesi krizlerle baga ¢ikmasini kolaylastirarak
kariyer uyumlulugunu olumlu etkileyebilir. Disaddnik bireyler, sosyal becerileri sayesinde kariyer
krizleriyle basa g¢ikmalarini kolaylastiracak sosyal destekler bulabilirler. Duygusal dengesizlik dizeyi
ylksek bireyler karar vermede ve stresle basa c¢ikmada yasadiklari gliclikler neticesinde kariyer
krizleriyle basa ¢ikmada zorlanirken bu o6zelligi disiik olan bireyler stresi tolere ederek krizlerle ve
gecislerle basa cikabilirler. Kariyer uyumlulugunu etkileyen kisilik 6zelliklerine iliskin bilgiler, bir bireyin
gercekgi kariyer kararlari vermesi, kariyer gelisim gérevleriyle ve kariyer gegisleriyle basa cikabilmesinde
gerekli bilgi ve becerileri edinmelerinde yardimci olabilir.

Bu arastirmada geng yetiskinlerin kisilik 6zellikleri (sorumluluk, yumusak basllik, deneyime agiklik,
disadoniklik, duygusal dengesizlik) ile kariyer karari verme durumlarinin birlikte kariyer uyumlulugunun
timund, ilgililik, kontrol, merak ve glven boyutlarini yordayip yordamadiginin incelenmesi
amaglanmistir. Bu c¢alismada, Tirk Universite 6grencilerinin kisilik 6zelliklerinin ve karar verme
durumlarinin kariyer uyumluluklariyla olusturduklari iliski diizeylerine ve iliski oOrlintilerine iliskin
sonuglarin bu degiskenlere yonelik miidahale hizmetlerine dayanaklar olusturacagi disinilmektedir.
Ornegin; bu sonuclarin kariyer uyumlulugunu ve kariyer kaynaklarini gelistirmeye yénelik kariyer
danismanhgl mudahalelerinde kariyer psikolojik danismanlarina ve gelecek uygulamali arastirmalara yol
gosterecegi dusinilmektedir. Ayrica bu arastirmanin sonuglarinin kariyer uyumlulugunun iligkili
olabilecegi diger kisilik 6zelliklerinin belirlenmesine yardimci olacagl beklenmektedir. Bu arastirmanin
Universitelerin kariyer gelisim merkezlerinde geng yetiskin 6grencilerin kariyer uyumluluklarini
gelistirmek icin yapilacak ¢alismalara katki saglayacak sonuglar sunacagi da dusliniilmektedir.

Yontem
Calisma Grubu

Galisma grubu, 341’i (%56.6) kadin ve 261’i (%43.3) erkek 603 Universite 6grencisinden olusmaktadir.
Bu 6grenciler 2017-2018 egitim dgretim yili Bahar déneminde Erciyes Universitesi, Gazi Universitesi ve
istanbul Universitesi'nin Edebiyat Fakiiltesi, Egitim Fakiltesi, Fen Fakiltesi, Hukuk Fakiltesi, Saglk
Bilimleri ve Miuihendislik Fakultelerinde 6grenim goérmekteydiler ve arastirmaya gonalli olarak
katilmiglardir. Bu 6grencilerden 153’0 (%25.4) birinci sinifta, 206’s1 (%34.2) ikinci sinifta,110'u (%18.2)
Uglinci sinifta ve 134’0 (%22.2) dordinci sinifta 6grenim  gérmekteydiler. Calisma grubunun
olusturulmasinda rastlantisal 6rnekleme yéntemi kullaniimigtir.

Veri Toplama Araglari
Sifatlara Dayali Kisilik Testi (SDKT)

SDKT’i Bacanli, ilhan ve Aslan (2009) tarafindan kuramsal temeli bes faktor kisilik kuramina
dayanilarak gelistirilmistir. SDKT’i 40 sifat ¢iftinden olusan ve 7’li likert tipi 6zgilin Tirkge bir olgektir.
SDKT’nin faktor yapisini belirlemek icin verilere agimlayici faktor analizi (AFA) uygulanmistir. AFA
sonuglari birbirinden bagimsiz bes faktor ortaya koymustur. Bu faktorlere disadéniklik, yumusak
baslilik, sorumluluk, duygusal dengesizlik ve deneyime aciklik adlari verilmistir. Bu bes faktér SDKT'ne ait
varyansin %52.6’sini agiklamaktadir. SDKT'nin bes alt 6lgegine iliskin Cronbach Alfa i¢ tutarhlik ve test
tekrar test katsayilari sirasiyla disadontklik (o = .89, r = .85) yumusak bashhk (o = .87, r = .86)
sorumluluk (a = .88, r = .71) duygusal dengesizlik (a = .73, r = .85) ve deneyime agiklik igin (a = .80, r =
.68) olarak bulunmustur. Arastirmacilar SDKT’nin yapi gecerligine ve guivenirligine iliskin bu bulgularin bu
olcegin gecerli ve glvenilir oldugunu gosterdigini belirtmektedirler (Bacanh vd. 2009). Bu sunulan
arastirmada SDKT’nin glivenirligi icin hesaplanan Cronbach Alfa i¢ tutarlilk katsayilari disadontikliik icin
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(o0 = .86), yumusak baslilik igin (a = .77), sorumluluk igin (a = .77), duygusal dengesizlik igin (o = .68) ve
deneyime agiklik igin (a = .75) olarak bulunmustur.

Kariyer Uyum Yetenekleri Olgegi (KUYO)

KUYO’niin orjinali, Savickas ve Porfeli (2012) tarafindan kariyer uyum yeteneklerini élcmek amaciyla
gelistirilmistir. Baylkgoze-Kavas (2014) 6lcegi Tirkiye'deki lise ve liniversite 6grencilerine uyarlamistir.
KUYO’niin orjinali 24 madde ve 4 alt dlgekten (ilgililik, kontrol, merak, giiven) olusmaktadir. Tiirkge’ye
uyarlanan KUYO’niin 4 faktérlii yapisinin Tiirk lise ve Gniversite égrencileri drneklemlerinden toplanan
verilere uygunlugunu saptamak igin verilere dogrulayici faktor analizi (DFA) uygulanmistir. DFA sonuglari
Tiirkce KUYO’niin orjinali gibi 24 maddeli ve 4 faktérli bir yapiya sahip oldugunu ortaya koymustur.
KUYO’niin giivenirligini belirlemek icin hesaplanan Cronbach Alpha i¢ tutarhlik katsayisi dlgegin toplam
puani i¢in icin .91 ve alt olgekleri icin .81 (ilgililik), .78 (kontrol), .78 (merak) ve .82 (gliven) olarak
bulunmustur. Bu sunulan arastirmada KUYO’niin Cronbach Alpfa ig tutarlihk katsayisi 6lgegin tiimi icin o
= .89, ilgililik icin a = .85, kontrol icin a = .77, merak icin a = .81 ve gliven icin a = .80 olarak bulunmustur.

Kisisel Bilgi Formu (KBF)

Arastirmaci tarafindan bu arastirmada kullanilmak Gzere gelistirilen KBF, katilimcilarin cinsiyet,
O0grenim gordikleri fakulte, sinif dizeyi ile kariyer karar verme durumlar (karar verdim ve karar
vermedim) ve kariyer kararina glivenme dizeyleri gibi bilgileri icermektedir. Kariyer kararini verme
durumu, “mezuniyet sonrasi meslegimle ilgili nerede c¢alisacagima kararimi verdim” ve “kararimi
vermedim” seklinde iki secenekle sorulmustur. Kariyer kararina glivenme dizeyini 6lgmek icin “Kariyer
kararinizi verdiyseniz bu karardan ne kadar eminsiniz?” sorusu sorulmustur. Cevaplarini 1’den (Hi¢g emin
degilim) 9’a (Tamamiyla Eminim) uzanan derecelendirme oOlceginde belirtmeleri istenmistir.

Veri Toplama Sireci

Sifatlara Dayal Kisilik Testi, Kariyer Uyum Yetenekleri Olcegi ve Kisisel Bilgi Formu’ndan olusan veri
toplama seti, veri toplama gini sinifinda bulunan 6grencilere uygulanmistir. Veriler arastirmaya
katilmaya gonulli 6grencilere uygulanmstir. Veriler arastirmacilar ve dersin 6gretim lyeleri tarafindan
toplanmistir. Dersin 6gretim Gyelerine veri setinin nasil uygulanacagi hakkinda arastirmacilar tarafindan
bilgi verilmistir. Olcekleri uygulamadan dnce uygulayicilar 6grencilere gizililik ve gonillii katilim hakkinda
gerekli bilgilendirmeleri yapmislar ve veri setindeki olceklerin nasil cevaplandirilacagi hakkinda bilgi
vermiglerdir. Uygulamalar 40-45 dakika stirmastar.

Veri Analizi

Once, toplanan verilerin dagiliminin normallik varsayimini test etmek icin her bir degiskenin carpiklik
ve basiklik degerleri belirlenmistir.Sonra Pearson Korelasyon Analizi teknigi ile degiskenler arasindaki
iliski katsayilari belirlenerek dogrusallik varsayimi test edilmistir. Bu analizler sonuglarina dayanarak
verilere Coklu Dogrusal Regresyon Analizi uygulanmistir.

Bulgular

Arastirmanin amaglarina iliskin bulgular asagida sunulmustur. Disadoniiklik, yumusak bashlik,
sorumluluk, duygusal dengesizlik, deneyime aciklik ve kariyer uyumlulugu toplam puanlari, arasindaki
korelasyon katsayisi degerleri, N, X ve Ss degerleri Tablo 1’de sunulmustur.

Tablo 1'de goriuldiigu gibi, degiskenlere iliskin veriler normal dagilim géstermektedir. Carpikhk ve
basiklik degerlerinin -1.5 ile 1.5 arasinda olmasi dagilimin normal oldugunu gostermektedir (Tabachnick
ve Fidell, 2013). Degiskenler arasindaki iliskiyi belirlemek icin Pearson korelasyon katsayisi
hesaplanmistir. Buna goére kariyer uyumlulugu ile sorumluluk (r = .41, p <.01), yumusak baslilik (r = .13, p
<.01), deneyime agiklk (r=.41, p <.01), disadoéniiklik (r = .42, p <.01) ve karar durumu ile (r =.20, p <
.01) arasinda pozitif yonli, duygusal dengesizlik (r = -.21, p < .01) ile arasinda negatif yonli anlaml iliski
bulunmustur. ilgi alt 6lgegi ile sorumluluk (r = .31, p < .01), deneyime aciklik (r = .21, p < .01),
disadonuklik (r = .22, p < .01) ve karar durumu ile (r = .27, p < .01) arasinda pozitif yonli, duygusal
dengesizlik (r = -.09, p < .01) ile arasinda negatif yonli anlamh iliski bulunmustur. Kontrol alt 6lcegi ile
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sorumluluk (r = .33, p < .01), yumusak bashhk (r = .14, p < .01), deneyime agikhk (r = .36, p < .01),
disadoniklik (r = .43, p < .01) ve karar durumu ile (r = .16, p < .01) arasinda pozitif yonli, duygusal
dengesizlik (r = -.30, p < .01) ile arasinda negatif yonlt anlamli iliski bulunmustur. Merak alt dlgegi ile
sorumluluk (r = .27, p < .01), yumusak baslilik (r = .11, p < .01), deneyime aciklik (r = .40, p < .01),
disaddnuklik (r = .34, p < .01) arasinda pozitif yonli, duygusal dengesizlik (r = -.11, p < .01) ile arasinda
negatif yonlt anlaml iliski bulunmustur. Gliven alt 6lgegi ile sorumluluk (r = .42, p < .01), yumusak
baslilik (r = .18, p < .01), deneyime aciklik (r = .35, p < .01), disadonuklik (r = .38, p < .01) ve karar
durumu ile (r = .11, p < .01) arasinda pozitif yonli, duygusal dengesizlik (r = -.20, p < .01) ile arasinda
negatif yonli anlamli iliski bulunmustur.

Tablo 1.
Degiskenler arasindaki korelasyon katsayilari, N, X ve Ss dederleri
Degiskenler 1 2 3 4 5 6 7 8 9 10 11
1. Sorumluluk 1 4277 36 390 -17° w1 317 337 277 427 12"
2. Yumusak bashhk 1 _31** .35** -.35** .13** .002 14" 11" _18** .03
3. Deneyime agiklik 1 64 14 a1 217 367 40" 350 06
4. Disadonuklik 1 137 a2 27 a3 347 387 o8
.D | izlik 1 e e300 o117 -200 -07
5. Duygusal dengesizli 21 09 30 11 20 0
6. Kariyer uyumlulugu 1 .80** 77" .84** .82** .20**
7. ligi 1 47" 56 49 27
8. Kontrol 1 49 547 a6
9. Merak 1 64 07
10. Gilven 1 1"
11. Karar verme durumu 1
N 603 603 603 603 603 603 603 603 603 603 603
X 3721 2319 427 45 2514 928 23 2332 23.03 2345 .53
Ss 6.17 7.39 6.32 8.53 6.57 12.93 424 395 4.11 3.74 .50
Carpiklik -38 -42 -33 -.16 A1 -29  -47 -45 -36 -30 -14
Basiklik -25 -.04 -23 -51 -19 04 -07 -15 -12 -8 ;‘8
p<.01

SDKT’nin Boyutlarina iliskin Puanlarin ve Kariyer Karari Verme Durumlarinin Birlikte KUYO Toplam
Puanlarini Yordamasina iligkin Bulgular

SDKT’nin sorumluluk, yumusak baghhk, deneyime aciklik, disadénukliik ve duygusal dengesizlik,
boyutlarindan alinan puanlarin ve kariyer karari verme durumlarinin birlikte KUYO toplam puanini
yordamasina iliskin coklu dogrusal regresyon analizi sonuglari Tablo 2’de sunulmustur.

Tablo 2.
SDKT’nin boyutlarina ait puanlarin ve kariyer karari verme durumlarinin KUYO’den alinan toplam puani
yordama diizeyi

Kariyer Uyumlulugu Olcegi Toplam Puan

Yordayici Degiskenler

Standart
B Hata B t P
Sabit 38.688 5.024 7.701 .000
Sorumluluk .636 .084 .30 7.540 .000
Yumusak baslilik .298 .072 17 4.150 .000
Deneyime agikhk .363 .093 .18 3.916 .000
Disadonuklik .306 .070 .20 4.405 .000
Duygusal dengesizlik -.296 .072 -.15 -4.085 .000
Kariyer karar verme durumu * 3.151 .902 12 3.492 .001

Not. R=.559; R’ =.312; F=43,839;
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*p <.001
a .
Karar vermis

Tablo 2'de gorildiugu gibi disadoniiklik, yumusak basllik, sorumluluk, duygusal dengesizlik ve
deneyime agiklik degiskenlerine iliskin puanlar ve kariyer karari verme durumu KUYO toplam puaninin
yordayicilari olarak regresyona alinmistir. Regresyona giren tiim yordayici degiskenler birlikte kariyer
uyumlulugu toplam puanini anlamli olarak yordamistir (R=.559; R? =.312; F=43,839; p<.001). Bu bulgu,
SDKT’nin tiim boyutlarina ait puanlarin ve kariyer karari verme durumunun birlikte kariyer uyumlulugu
toplam puanina iliskin varyansin %31’ini agikladigini géstermektedir. Sorumluluk (B= .30, t=7.540, p<
.001) kariyer uyumlulugunun en gii¢li yordayicisi olup bunu sirasiyla disadoniklik (= .20, t=4.405, p<
.001), deneyime agiklik (B= .18, t=3.916, p< .001), yumusak bashhk (B= .17, t=4.150, p< .001), duygusal
dengesizlik (B=-.15, t=-4.085) ve kariyer karari verme durumu (B= .12, t=3.492, p< .05) takip etmektedir.

SDKT’nin Boyutlarina iliskin Puanlarin ve Kariyer Karari Verme Durumlarinin Birlikte KUYO’niin ilgi
Alt Ol¢egi Puanlarini Yordamasina iliskin Bulgular

SDKT’nin sorumluluk, yumusak bashhk, deneyime aciklik, disadoniklik ve duygusal dengesizlik,
boyutlarindan alinan puanlarin ve kariyer karari verme durumlarinin birlikte KUYO’niin ilgililik alt 8lgegi
puanlarini yordamasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 3’de sunulmustur.

Tablo 3.
SDKT’nin boyutlarina ait puanlarin ve kariyer karari verme durumlarinin KUYO’niin ilgililik alt 6lcedi
puanlarini yordama diizeyi

ilgililik Alt Olgegi Puanlari

Yordayici Degiskenler

Standart
B Hata B t P
Sabit 9.286 1.792 5.180 .000
Sorumluluk .202 .030 .29 6.720 .000
Yumusak baslilik .104 .026 .18 4.060 .000
Deneyime aciklik .045 .033 .07 1.362 174
Disadonuklik .038 .025 .08 1.529 127
Duygusal dengesizlik -.036 .026 -.06 -1.379 .169
Kariyer karar verme durumu ° 1.927 322 .23 5.985 .000
Not; R=.434; R =.189; F=22.434; p<.001
p <.001

a .
Karar vermis

Tablo 3’'te gorildugu gibi disadoniklik, yumusak bashlik, sorumluluk, duygusal dengesizlik ve
deneyime aciklik degiskenlerine iliskin puanlar ve kariyer karari verme durumu birlikte KUYO’niin ilgililik
alt dlcegi puanlarinin yordayici degiskenleri olarak regresyona alinmistir ve birlikte KUYO niin ilgililik alt
olcegi puanlarini anlaml olarak yordamistir (R=.434; R’ =.189; F=22.434; p<.001). Bu bulguya gore
SDKT’nin tim boyutlarina ait puanlar ve kariyer karari verme durumu birlikte ilgililik alt o6lcegi
puanlarinin % 19’unu agiklamaktadir. Sorumluluk (B= .29, t=6.720, p< .001) ilgililik alt 6lgeginin en glcla
yordayicisi olup bunu sirasiyla kariyer karari verme durumu (B= .23, t=5.985, p< .001) ve yumusak bashlik
(B= .18, t=4.060, p< .001) takip etmektedir. Disadoniklik (B= .08, t=1.529, p>.05), deneyime aciklik (B=
.07, t=1.362, p>.05) ve duygusal dengesizlik (B=-.06, t=-1.379, p>.05) degiskenleri kendi basina ilgililik alt
olgegini anlamli olarak yordamamustir.

SDKT’nin Boyutlarina iliskin Puanlarin ve Kariyer Karari Verme Durumlarinin Birlikte KUYO’niin
Kontrol Alt Olgegi Puanlarini Yordamasina iliskin Bulgular

SDKT’nin sorumluluk, yumusak bashlik, deneyime agciklik, disadoniklik ve duygusal dengesizlik,
boyutlarindan alinan puanlarin ve kariyer karari verme durumlarinin birlikte KUYO’niin kontrol alt 6lcegi
puanlarini yordamasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 4’de sunulmustur.
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Tablo 4.
SDKT’nin boyutlarina ait puanlarin ve kariyer karari verme durumlarinin KUYO’niin kontrol alt 6lcedi
puanlarini yordama diizeyi

Kontrol Alt Olgegi Puanlari

Yordayici Degiskenler

Standart
B Hata B t P
Sabit 11.007 1.565 7.035 .000
Sorumluluk 127 .026 .20 4.840 .000
Yumusgak baslilik .085 .022 .16 3.817 .000
Deneyime agiklik .068 .029 A1 2.368 .018
Disadontklik 134 .022 .29 6.192 .000
Duygusal dengesizlik -.148 .023 -.25 -6.579 .000
Kariyer karar verme durumu ° .783 .281 .10 2.786 .006
{\lot. R=.541; R° =.293; F=39.962; p<.001
p <.001

a .
Karar vermis

Tablo 4’te gorildagi gibi disadoniklik, yumusak bashlik, sorumluluk, duygusal dengesizlik ve
deneyime agiklik degiskenlerine iliskin puanlar ve kariyer karari verme durumu birlikte KUYO’niin kontrol
alt 6lgegi puanlarinin yordayici degiskenleri olarak regresyona alinmistir ve birlikte KUYO’niin kontrol alt
olcegi puanlarini anlamli olarak yordamistir (R=.541; R® =.293; F=39.962; p<.001). Bu bulguya gore
SDKT’nin tim boyutlarina ait puanlar ve kariyer karari verme durumu birlikte kontrol alt Olcegi
puanlarinin % 29’unu aciklamaktadir. Disadonaklik (B= .29, t=6.192, p< .001) kontrol alt 6lgeginin en
gicli yordayicisi olup bunu sirasiyla duygusal dengesizlik (f=-.25, t=-6.579, p< .001), sorumluluk (B= .20,
t=4.840, p< .001) yumusak bashhk (B= .16, t=3.817, p< .001) deneyime aciklik (B=.11, t=2.368, p<.05) ve
kariyer karari verme durumu (B=.10, t=2.786, p<.05) takip etmektedir.

SDKT’nin Boyutlarina iliskin Puanlarin ve Kariyer Karari Verme Durumlarinin Birlikte KUYO’niin
Merak Alt Olgegi Puanlarini Yordamasina iliskin Bulgular

SDKT’nin sorumluluk, yumusak baghhk, deneyime aciklik, disadénukliik ve duygusal dengesizlik,
boyutlarindan alinan puanlarin ve kariyer karari verme durumlarinin birlikte KUYO'niin merak alt 6lgegi
puanlarini yordamasina iliskin ¢coklu dogrusal regresyon analizi sonuglari Tablo 5’te sunulmustur.

Tablo 5.
SDKT’nin boyutlarina ait puanlarin ve kariyer karari verme durumlarinin KUYO’niin merak alt élcedi
puanlarini yordama diizeyi

Merak Alt Olgegi Puanlari

Yordayici Degiskenler

Standart
B Hata B t P
Sabit 8.706 1.740 5.002 .000
Sorumluluk .101 .029 .15 3.454 .001
Yumugak baslilik .056 .025 .10 2.252 .025
Deneyime agikhk .183 .032 .28 5.713 .000
Disadonuklik .052 .024 A1 2.176 .030
Duygusal dengesizlik -.041 .025 -.07 -1.631 .104
Kariyer karar verme durumu * .193 .313 .02 .616 .538
Not; R=.432; R =.186; F=22.149; p<.001
p <.001

a .
Karar vermis
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Tablo 5'te goruldugu gibi disadonukliik, yumusak bashlik, sorumluluk, duygusal dengesizlik ve
deneyime aciklik degiskenlerine iliskin puanlar ve kariyer karari verme durumu birlikte KUYO’niin merak
alt 6lcegi puanlarinin yordayici degiskenleri olarak regresyona alinmistir ve birlikte KUYO’niin merak alt
olgegi puanlarini anlamh olarak yordamistir (R=.432; R? =.186; F=22.149; p<.001). Bu bulguya gore
SDKT’nin tim boyutlarina ait puanlar ve kariyer karari verme durumu birlikte merak alt Olgegi
puanlarinin % 19’unu agiklamaktadir. Deneyime agiklk (B= .28, t=5.713, p< .001) merak alt olgeginin en
guclu yordayicisi olup bunu sirasiyla sorumluluk (B= .15, t=3.454, p< .05), disad6niikluk (B= .11, t=2.176,
p<.05) ve yumusak bashlik (B= .10, t=2.252, p< .05) takip etmektedir. Duygusal dengesizlik (B= -.07, t=-
1.631, p>.05), ve kariyer karari verme durumu (B= .02, t=.616, p>.05) degiskenleri kendi basina merak alt
Olgcegini anlamli olarak yordamamistir.

SDKT’nin Boyutlarina iliskin Puanlarin ve Kariyer Karari Verme Durumlarinin Birlikte KUYO’niin
Giiven Alt Olgegi Puanlarini Yordamasina iliskin Bulgular

SDKT’nin sorumluluk, yumusak bashhk, deneyime acikhk, disadoniiklik ve duygusal dengesizlik,
boyutlarindan alinan puanlarin ve kariyer karari verme durumlarinin birlikte KUYO’niin giiven alt 6lgegi
puanlarini yordamasina iliskin ¢oklu dogrusal regresyon analizi sonuglari Tablo 6’da sunulmustur.

Tablo 6.
SDKT’nin boyutlarina ait puanlarin ve kariyer karari verme durumlarinin KUYO’niin giiven alt 6lcedi
puanlarini yordama diizeyi

Giiven Alt Olgegi Puanlari

Yordayici Degiskenler

Standart
B Hata B t P
Sabit 9.689 1.523 6.364 .000
Sorumluluk .206 .026 .34 8.047 .000
Yumusgak baslilik .053 .022 .10 2.417 .016
Deneyime agiklik .066 .028 A1 2,353 .019
Disadonuklik .082 .021 .19 3.885 .000
Duygusal dengesizlik -.071 .022 -12 -3.229 .001
Kariyer karar verme durumu ® .248 .273 .03 .908 .364
£Vot. R=.511; R* =.261; F=34.222; p<.001
p <.001

a .
Karar vermis

Tablo 6’da gorildigu gibi disadoniklik, yumusak bashlik, sorumluluk, duygusal dengesizlik ve
deneyime aciklik degiskenlerine iliskin puanlar ve kariyer karari verme durumu birlikte KUYO’niin giiven
alt dlcegi puanlarinin yordayici degiskenleri olarak regresyona alinmistir ve birlikte KUYO’niin giiven alt
olcegi puanlarini anlamli olarak yordamistir (R=.511; R® =.261; F=34.222; p<.001). Bu bulguya gore
SDKT’nin tlim boyutlarina ait puanlar ve kariyer karari verme durumu birlikte gliven alt Olcegi
puanlarinin % 26’sin1 agiklamaktadir. Sorumluluk (B= .34, t=8.047, p< .001) glven alt 6lceginin en gliclu
yordayicisi olup bunu sirasiyla disadontklik (B= .19, t=3.885, p< .001), duygusal dengesizlik (B= -.12, t=-
3.229, p< .05), deneyime aciklik (B= .11, t=2.353, p<.05), yumusak bashlik (B= .10, t=2.417, p< .05) takip
etmektedir. Kariyer karari verme durumu (B= .03, t=908, p>.05) kendi basina giliven alt 6lgegini anlaml
olarak yordamamistir.

Kariyer Uyumlulugunun Kariyer Kararina Giivenme Diizeyi ile iliskisinin incelenmesine iliskin
Bulgular

Geng vyetiskinlerin kariyer uyumluluk toplam puanlari ile kariyer kararina giivenme diizeyleri
arasindaki iliskileri belirlemek igin; kariyer uyumluluk toplam puanlari ile verilen karara glivenme
dereceleri (1’den 9’a uzanan dereceleme Olgegi) arasindaki iliski Pearson Korelasyon katsayisi ile
hesaplanmistir. Bu analiz sonucunda geng yetiskinlerin verdikleri kariyer kararina giivenme duzeyleri ile
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kariyer uyumluluk toplam puanlari arasindaki pozitif yonli anlamli diizeyde iliski bulunmustur (r = .317;
p <.001).

Tartisma ve Sonug

Bu arastirmada geng yetiskinlerin kisilik 6zellikleri (sorumluluk, yumusak baslilik, deneyime agiklik,
disadonikliik, duygusal dengesizlik) ile kariyer karari verme durumlarinin birlikte kariyer uyumlulugunun
tumund, ilgililik, kontrol, merak ve glven boyutlarini yordayip yordamadiginin incelenmesi
amagclanmistir. Arastirmanin bulgulari, sorumluluk kisilik 6zelligi ve kariyer karari vermis olmanin birlikte
kariyer uyumlulugu toplam puanina iliskin varyansinin % 31’ini agikladigini gdstermistir. Bu bulguya
dayanilarak kisilik 6zelliklerinin ve kariyer kararini vermis olmanin geng yetiskinlerin kariyer gelisim
gorevleriyle, kariyer gegisleriyle ve karsilasabilecekleri gugliiklerle basa ¢ikmada kullanacaklari kariyer
uyumlulugu kaynaklari tzerinde rol oynadigi séylenebilir. Bir diger ifadeyle, geng yetiskinlerin kisilik
ozellikleri ve kariyer kararini verme durumlari onlarin kariyer uyumluluklarini etkilemektedir. Bu
baglamda, geng yetiskinlerin kariyer uyumluluklarinin gelistiriimesini amacglayan yardim hizmetleri
sunulurken kisilik 6zelliklerinin oynadigi rolin dikkate alinmasi gerekliligi gorilmektedir. Bu arastirmada
kisilik 6zellikleri ve kariyer kararini verme durumu birlikte kariyer uyumlulugunun toplam puanina iligkin
toplam varyansin  %31’ini yordamistir. Bu sonug¢ Savickas'in (1997) karar vermenin kariyer
uyumlulugunun bir bileseni oldugu yoniindeki gorisiinii desteklemektedir. Ayrica 6gretmen adaylarinda
kisilik 6zelliklerinin kariyer uyumluluguna iliskin toplam varyansin % 16’sini1 (Eryilmaz ve Kara, 2017a),
Universite 6grencilerinin kisilik 6zelliklerinin kariyer uyumluluguna iliskin toplam varyansin %40’ini (Aktas
ve Sahin, 2019) ve %41’ini (van Vianen ve digerleri, 2012) acikladigini bulan arastirmalarin sonuglarini
desteklemektedir. Ayni zamanda bu sonug ilgili literatirdeki kariyer uyumlulugu ile kisilik ozellikleri
arasindaki iliskiyi inceleyen (Hou, Wu ve Liu, 2014; Rossier ve digerleri, 2012; Rudolph, Lavigne, Zacher,
2017; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012; Tolentino ve digerleri, 2014a; Tolentino,
Sedoglavich, Lu, Garcia, Restubog, 2014b) arastirmalarin sonuglarini destelemektedir. Johnson’in
(2018)kariyer uyumlulugu calismalarini inceledigi arastirmasinda, sorumluluk, disadéntkliik, yumusak
bashlik, deneyime agiklik ve duygusal dengesizlik kisilik 6zelliklerinin literatirde kariyer uyumlulugunun
kaynaklari olarak ele alinmistir.

Sorumluluk kisilik 6zelligi kariyer uyumlulugu toplam puaninin en gigli yordayicisidir. Sorumluluk
kisilik 6zelligi duzenli, kararli ve planli olmak, gérev bilinci ylksek, 6z-disiplinli ve itinali davranmak,
basari igin cabalamak olarak tanimlanmaktadir (Burger, 2006; Costa ve McCrea, 1992). Sorumlulugun bu
ozellikleri, bireyin plan yapma, kariyerini yapilandirma inanci, kendini ve kariyerini kesfetmeye iliskin
davranislari ve kariyerini yapilandirma siirecinde kendine glivenmesini olumlu etkileyerek kariyer
uyumlulugunu giclendiriyor olabilir. Teixeira ve digerleri (2012) sorumluluk kisilik 6zelligi ile kariyer
uyumlulugu arasindaki olumlu iliskiyi sorumluluk kisilik 6zelligindeki “basarma arzusu”nun bireyleri
uyumluluga yatkin hale getirebilecegi seklinde yorumlamislardir. Bu sonug kariyer uyumlulugunun
sorumluluk ile iligkili oldugunu bulan arastirmalarin (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015,
Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012) sonuglarini desteklemektedir. Geng
yetiskinlerin disadoniikliik, deneyime agiklk, yumusak baslilik, duygusal dengesizlik kisilik 6zellikleri ve
kariyer kararini vermis olma onlarin kariyer uyumluluklarini yordamaktadir. Bu sonug, kariyer
uyumlulugunun disadoénukliik (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri,
2012; van Vianen, ve digerleri, 2012) deneyime aciklik (Teixeira ve digerleri, 2012; van Vianen, ve
digerleri, 2012), yumusak bashlik (Teixeira ve digerleri, 2012) ile pozitif yonla iliskili ve duygusal
dengesizlik (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012) ile negatif
yonlu iliskili bulan arastirmalarin sonuglarini desteklemektedir. Enerjik, iyimser, sicakkanh ve girisken
olarak tanimlanan disadoniik bireylerin (Burger, 2006) stresle basa ¢ikmak igin ihtiya¢ duyulan sosyal
kaynaklari bulma becerisine sahip olmalari (van Vianen ve digerleri, 2012) kariyer krizleri ve
gecislerindeki belirsizlikle basa c¢ikma kapasitelerini artirarak kariyer uyumlulugunu etkiledigi
soylenebilir. Deneyime aciklik, hayal giicl, entelektiiel merak, esneklik (Costa ve McCrae 1992), bagimsiz
diistinme, yaraticilik, yenilikleri kesfetme tutumlari (Burger, 2006) olarak tanimlanmaktadir. Bu yonuiyle
deneyime aciklik 6zelliginin problem ¢6zme ve kriz durumlariyla basa ¢ikmada daha yetkin olmayi
beraberinde getirerek (Teixeira ve digerleri, 2012) bireylerin kariyer uyumluluklarini etkiledigi
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soylenebilir. Yardimsever, givenilir, sefkatli ve isbirlik¢i olarak tanimlanan yumusak bashlk (Burger,
2006, Yang ve digerleri, 2020) &zellikle isbirligi yonuyle kariyer gorevleri ve gegisleriyle basa ¢ikma
kapasitesini etkiliyor olabilir. Lounsbury, Tatum, Chambers, Owens ve Gibson (1999) yumusak bashligin
ishbirligi, nezaket ve glivenle iliskilendirilebilecegini, yumusak basllik kisilik 6zelligi yiksek olan bireylerin
kariyer planlama ve karar verme slrecinde yardim ve tavsiye almada ve kariyerlerini planlamada daha
istekli olabileceklerini belirtmektedirler. Bu arastirmada duygusal dengesizlik Ozelliginin kariyer
uyumlulugunu olumsuz etkiledigi bulunmustur. Duygularin sik degisiklik gostermesi ve kolay strese
kapilma olarak agiklanan (Burger, 2006) duygusal dengesizligin, bireyin stresle basa ¢ikma becerisi ve
duygusal kararlilik gerektiren kariyer uyumlulugunu olumsuz etkiledigi séylenebilir.

Aragtirmanin sonuglar kisilik 6zellikleri ve kariyer karari verme durumlarinin birlikte kariyer
uyumlulugunun ilgililik alt 6lgegine iliskin toplam varyansin %19’unu yordadigini gdstermistir. Bu sonuca
dayanarak, kisilik 6zelliklerinin ve kariyer karari verme durumlarinin geng yetiskinlerin kariyerlerine
iliskin planlarini iceren gelecek yonelimlerinde rol oynadigi séylenebilir. Dolayisiyla bu sonuca gére geng
yetiskinlerin kariyerlerini yapilandirma ve gelecege iliskin plan yapmalarina iliskin kariyer danismanligi
sunulurken onlarin kisilik 6zelliklerinin rol oynadigini dikkate almak gerektigi sdylenebilir. Bu sonug, ilgili
literattirdeki kisilik ozellikleri ile ilgililik arasinda iliski bulan arastirma sonuglarini (Rossier ve digerleri,
2012; Rusu, ve digerleri, 2015; Teixeira, ve digerleri 2012; van Vianen, ve digerleri 2012)
desteklemektedir. Bu arastirmanin sonuglarina gore, sirasiyla sorumluluk, kariyer karari verme durumu
ve yumusak bashlik ilgililigi yordamaktadir. ilgililigin en giicli yordayicisinin sorumluluk oldugu
gorilmektedir. Bu sonug ilgililigin sorumluluk ile iliskili oldugunu bulan arastirmalarin (Rossier ve
digerleri, 2012; Rusu ve digerleri, 2015, Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012)
sonuglarini desteklemektedir. Kararli ve planh olmak, gorev bilinci ylksek, 6z-disiplinli ve itinah
davranmak, basari icin ¢abalamakla tanimlanan sorumluluk (Burger, 2006) 6zelliginin geng yetiskinlerin
geleceklerini planlamalarinda etkili oldugunu gostermektedir. Sorumluluk kisilik 6zelligi olan bireyler
basarma arzusu, gorev bilinci, 6z-disiplin gibi 6zellikleri yoluyla kariyerlerine iliskin disiinmek ve
geleceklerini planlamak konusunda daha istekli olabilirler. Buna ilaveten geng yetiskinlerin kariyer
kararini vermis olmalari ve yumusak baslilik kisilik 6zelligi onlarin kariyerlerine iliskin gelecek planlari
yapmalarini ve iyimserliklerini etkilemektedir. Bu sonug, ilgililik ile yumusak baslilik ile pozitif yonlu iliskili
bulan arastirmalarin (Teixeira ve digerleri, 2012) sonuglarini desteklemektedir. ilgililik bireyin gegmisi,
buglini ve gelecegi arasindaki iliskiyi fark etmesi ve gelecegi planlamasidir. Yumugak bashhk kisilik
ozelligine sahip kisilerin isbirligini rekabete tercih etme, glivenilir ve sosyal uyumu yiiksek olma 6zellikleri
(Burger, 2006) bireylerin geleceklerini planlamalarini ve gelecege iyimser yaklasmalarini olumlu
etkilemektedir. Diger yandan bu sonuca gore bireylerin kariyer kararlarini vermis olmalari onlarin
geleceklerini diisiinmelerini, geleceklerini planlamalarini olumlu etkiledigi sdylenebilir.

Kisilik ozellikleri ve kariyer karari verme durumlarinin birlikte kariyer uyumlulugunun kontrol alt
Olcegine iliskin toplam varyansin %29’unu yordamistir. Bu sonuca dayanarak, kisilik 6zelliklerinin ve
kariyer karari verme durumlarinin geng yetiskinlerin kariyerlerini yapilandirabileceklerine inanarak
yapilandirma sorumlulugunu almalarinda rol oynadigi sdylenebilir. Arastirmanin bu sonucu, ilgili
literattirdeki kisilik 6zellikleri ile kariyer kontrolii arasinda iliski bulan arastirma sonuglarini (Rossier ve
digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012)
desteklemektedir. Bu arastirmanin sonuglarina gore, sirasiyla disadoniklik, duygusal dengesizlik,
sorumluluk, yumusak baslilik ve deneyime aciklik ve kariyer kararini verme durumu kariyer kontroliini
yordamaktadir. Kariyer kontroliiniin en giclii yordayicisinin disadontklik oldugu goriilmektedir. Bu
sonuglar, heyecanli ve kendine giivenli olarak tanimlanan disadoniklaligin (Costa ve McCrea, 1992)
geng yetiskinlerin kariyerlerini yapilandirma giiciine sahip olduklarina inanmalarinda etkili oldugunu
gostermektedir. Bu sonug kariyer kontroliniin disadoniklik ile iliskili oldugunu bulan arastirmalarin
(Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri,
2012) sonuglarini desteklemektedir. Disaddniklerin atilgan (McCrae ve John, 1992) ve kendine giivenli
(Costa ve McCrea, 1992) yapilarinin kariyerlerini kontrol edebileceklerine inanmalarinda etkili olabilecegi
soylenebilir. Nitekim, disadoniik bireylerin kariyer karar verme gigliklerinin daha disik oldugu
bulunmustur (Di Fabio ve Saklofske, 2014).

240



Bacanli & Sarsikoglu — Cukurova Universitesi Egitim Fakiiltesi Dergisi, 50(1), 2021, 217-246

Ayrica arastirmanin sonuglari geng yetiskinlerin duygusal dengesizlik, sorumluluk, yumusak bashlk ve
deneyime aciklk kisilik 6zelliklerinin de onlarin kariyerlerini kontrol edebileceklerine olan inanglarini
etkiledigini géstermektedir. Bu sonug, kariyer kontrolii ile duygusal dengesizlik arasinda negatif yonli
(Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri,
2012) ve sorumluluk (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012),
yumusak baslilik (Teixeira ve digerleri, 2012) ve deneyime aciklik (Teixeira ve digerleri, 2012; van Vianen
ve digerleri, 2012) arasinda pozitif yonlu iliski bulan arastirmalarin sonuglarini desteklemektedir. Kariyer
kontrolu bireyin kariyerine yapilandirabilecegine, gelecegini kontrol edebilecegine inanmasidir. Kariyer
kontroli karar verme, 6zglven, 6z-disiplin, gaba ve 6z-denetimi gerektirir (Savickas ve digerleri, 2009;
Savickas ve Porfeli, 2012). Duygularin sik degisiklik gostermesi ve kolay strese kapilma olarak agiklanan
duygusal dengesizligin (Burger, 2006) bireyin kararli, 6z-disiplin ve sebatkar olmasini gerektiren kariyer
kontrolliini olumsuz etkiledigi soylenebilir. Nitekim, duygusal dengesizlik dizeyi arttikca kariyer karari
verme glglikleri artis gostermektedir (Chartrand, Rose, Elliott, Marmarosh ve Caldwell, 1993).
Sorumluluk ozelligi giicli olan bireylerin gérev bilinci, basari ¢abasi, 6z disiplinli ve itinali davraniglari
karar verme, Ozguven, Oz-disiplin, ¢caba ve 6z-denetimi gerektiren kariyer kontroliini (Savickas ve
digerleri, 2009; Savickas ve Porfeli, 2012) olumlu etkilemektedir. Yumusak bashhk o6zelligine sahip
bireylerin bireylerin uyumlu ve isbirligini tercih eden kisiler olmalari; deneyime agik bireylerin yaratici,
merakli ve bagimsiz disinen kisiler olmalarinin (Burger, 2006; Costa ve McCrea, 1992) bu bireylerin
kariyerlerini yapilandirabileceklerine olan inanglarini olumlu etkiledigi distiniilmektedir.

Bu arastirmanin sonuglari kisilik ozellikleri ve kariyer karari verme durumlarinin birlikte kariyer
uyumlulugunun merak alt dlgegine iliskin toplam varyansin %19’unu yordadigini géstermistir. Bu sonuca
dayanarak, kisilik 6zelliklerinin, geng yetiskinlerin kendileri ve is diinyasi hakkinda bilgi edinme, kendisi
ve ig diinyasi arasindaki uyumu merak etme ve kesfetme davranislarini etkiledigi séylenebilir. Diger bir
ifadeyle kisilik 6zellikleri ve kariyer karari verme durumlari bireyin ilgileri, yetenekleri, degerleri, kariyer
olasiliklarinin gereklilikleri ve imkanlari hakkinda bilgi edinme siirecinde rol oynamaktadir. Buna gore,
geng yetiskinlerin kendilerini ve kariyer olasiliklarini kesfetmelerini desteklemek amaciyla yapilan kariyer
danismanlig hizmetleri siirecinde kisilik 6zelliklerinin rol oynayabileceginin dikkate alinmasi gerektigi
soylenebilir. Arastirmanin bu sonucu kariyer meraki ile kisilik 6zellikleri arasinda iliski bulan arastirma
sonuglarini (Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012)
desteklemektedir. Bu arastirmanin sonuglarina gore, sirasiyla deneyime agiklk, sorumluluk,
disaddnuklik ve yumusak bashhk kisilik 6zellikleri kariyer merakini yordamaktadir. Kariyer merakinin en
gicli yordayicisinin deneyime agikhk oldugu gorilmektedir. Bu sonug, kariyer meraki ile deneyime
aciklik arasinda iliski bulan arastirma sonuglarini (Teixeira ve digerleri, 2012; van Vianen ve digerleri
2012) desteklemektedir. Deneyime acik bireylerin yaratici, merakl ve bagimsiz dislinen kisiler olmalari
(Burger, 2006 ve Costa ve McCrea, 1992) onlarin kendileri, is diinyasi ve aralarindaki uyumla ilgili
arastirmaya daha yatkin olmalarini sagliyor olabilir. Bunlara ilaveten geng yetiskinlerin sorumluluk,
disadoniklik ve yumusak bashhk kisilik 6zellikleri de onlarin kendilerini tanimak ve mesleki firsatlarini
kesfetmek icin girisimlerde bulunmasini etkilemektedir. Bu sonug, kariyer meraki ile sorumluluk (Rusu ve
digerleri 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012), disadontklik (Rusu ve
digerleri, 2015; Teixeira, ve digerleri, 2012;) ve yumusak baslilik (Teixeira ve digerleri, 2012) arasinda
pozitif yonli iliski bulan arastirmalarin sonuglarini desteklemektedir. Kariyer meraki bireyin kendini
tanimak, is dlinyasini ve mesleki firsatlari arastirmak ve kendisi ile is diinyasi arasindaki uyumu
kesfetmek icin girisimlerde bulunmasidir. Sorumluluk 6zelligi gliclii olan bireylerin gérev bilinci ve basari
cabasi; disadonik bireylerin girisken, sosyal iliskileri giiclii ve aktif kisiler olmasi (Burger, 2016, Costa ve
McCrea, 1992) onlarin kariyerlerini yapilandirirken kendilerini ve is diinyasini kesfetme girisiminde
bulunmalarini etkiliyor olabilir. Diger yandan yumusak basli bireylerin isbirligini rekabete tercih eden ve
yasamlarinda uyumlu iliskiler kurmaya egilimli kisiler olmalari (Burger, 2006) uyum ve denge iginde
calismak istegi ile kendileri ve is diinyasi arasindaki uyumu kesfetme girisimlerinde bulunmalarinda etkili
olabilir.

Bu arastirmanin sonuglarina gore kisilik 6zellikleri ve kariyer karari verme durumlarinin birlikte
kariyer uyumlulugunun giiven alt dlgegine iliskin toplam varyansin %26’sini yordamaktadir. Bu sonuca
dayanarak, kisilik 6zelliklerinin ve kariyer karari verme durumlarinin geng yetiskinlerin kariyer glivenlerini
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etkiledigi soylenebilir. Daha agik bir ifadeyle kisilik 6zellikleri, bireyin kariyer problemlerinin UGstesinden
gelebilecegine ve kariyeriyle ilgili dogru kararlar verebilecegine iliskin 6z- yetkinliklerini etkilemektedir.
Buna gore, geng yetiskinlerin kariyer karari verme yetkinliklerini artirmayr amaclayan kariyer
miidahalelerinde kisilik 6zelliklerinin roliiniin goz ardi edilmemesi gerektigi sdylenebilir. Arastirmanin bu
sonucu kariyer giveni ile kisilik 6zellikleri arasinda iliski bulan arastirma sonuglarini (Rossier ve digerleri,
2012; Rusu ve digerleri 2015; Teixeira ve digerleri, 2012; van Vianen ve digerleri, 2012)
desteklemektedir. Buna gore, sirasiyla sorumluluk, disadéniiklik, duygusal dengesizlik, deneyime agikhk
ve yumusak bashlik kisilik ozellikleri kariyer guvenini yordamaktadir. Kariyer gliveninin en guglu
yordayicisinin sorumluluk oldugu goérilmektedir. Bu sonug, kariyer gliveni ile sorumluluk arasinda iliski
bulan arastirma sonuglarini (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri,
2012; van Vianen ve digerleri, 2012) desteklemektedir. Sorumluluk 6zelligi gli¢li olan bireylerin gérev
bilinci ve basari ¢abasi, 6zdisiplinli, kararl ve planli davranislari (Burger, 2006 ve Costa ve McCrea, 1992)
kariyer problemlerini ¢ozeceklerine ve dogru kariyer kararlari vereceklerine iliskin kendilerine olan
glvenlerini etkiliyor olabilir. Bunlara ilaveten geng yetiskinlerin disadéniaklik, duygusal dengesizlik,
deneyime agiklhk ve yumusak bashlik kisilik ©zellikleri de onlarin kariyerle ilgili olasi engelleri
asabilecekleri ve dogru kariyer kararlari verebilecekleri konusunda kendilerine inanmalarini
etkilemektedir. Bu sonug, kariyer glveni ile disadoniikliik (Rossier ve digerleri, 2012; Rusu ve digerleri,
2015; Teixeira ve digerleri, 2012), deneyime agiklik (Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012;
van Vianen ve digerleri, 2012) ve yumusak baslilik arasinda pozitif yonla (Teixeira ve digerleri, 2012) ve
duygusal dengesizlik (Rossier ve digerleri, 2012; Rusu ve digerleri, 2015; Teixeira ve digerleri, 2012)
arasinda negatif yonli iliski bulan arastirmalarin sonuglarini desteklemektedir. Kariyer giveni, bireyin
kariyer gelisim gorevleriyle, kariyer gegisleriyle ve krizleriyle basa ¢ikabilecegine iliskin kendine
inanmasidir. Disadonuk bireylerin girisken ve kendine giivenen kisiler olmasi; deneyime acik bireylerin
¢ok yonli ve yaratici disinmeleri; yumusak basli kisilerin isbirlikgi olmalari (Burger, 2016, Costa ve
McCrea, 1992) onlarin kariyerlerini yapilandirirken karsilastiklari problemleri ¢6zebileceklerine ve dogru
kararlar verebileceklerine iliskin glivenlerini etkiliyor olabilir. Diger yandan duygusal dengesizligin
duygularin sik degisiklik gostermesi, kolay strese kapilma ve kirilganlik olarak tanimlanan 6zellikleri,
bireylerin kariyer karari verme ve problemleri ¢6zebilmelerini ve bunlari basarabileceklerine iliskin
kendilerine olan gliveni olumsuz etkiledigi sdylenebilir.

Bu arastirmada ayrica geng yetiskin tiniversite 6grencilerinin kariyer uyumluluk diizeyleri ile verdikleri
kariyer kararlarina giiven duzeyleri arasindaki iliskinin de incelenmesi amaglanmistir. Bulgular geng
yetigkin Universite 6grencilerinin kariyer uyumluluklari ile verdikleri kariyer kararina gliven duzeyleri
arasinda pozitif yonli anlamhi iliski oldugunu gostermistir. Daha agik bir anlatimla; kariyer kararina giiven
diizeyi ylkseldikce genc yetiskinlerin kariyer uyumluluk dizeyleri de ylkselmektedir. Bu bulgu, ilgili
litareturdeki kariyer karari verme ile kariyer uyumlulugu arasinda pozitif ve kariyer kararini vermemek
veya kararsiz olmak arasinda negatif iliski olacagini 6ne siiren teorik gorusleri (Creed, Fallon ve Hood,
2009; Hartung, Porfeli ve Wondtrack, 2008; Rottinghaus, Buelow, Matyja ve Scheneider, 2011) ve 6nceki
arastirma bulgularini (Creed, Fallon ve Hood, 2009; Guan ve digerleri, 2013; Sarsikoglu, 2019)
desteklemektedir. Nitekim Savickas (1997, 2002, 2005) ve Savickas ve Porfeli (2012) kariyer
uyumlulugunun kaynaklarindan kariyer glivenini, dogru kariyer karari verebilecegine gliven duymak
olarak ifade etmektedirler. Ayrica karar vermeye kariyer kontrolliniin temel islevleri arasinda yer
vermektedirler. Dolayisiyla arastirmanin bu bulgusu ilgili literatiirii desteklemektedir.

Sinirhiliklar, gelecek teorik ve uygulamali arastirmalar igcin dogurgular

Bu sunulan arastirmanin bazi sinirhiliklari vardir. ilki, bu arastirmanin katilimcilari arastirmaya
katilmaya gonilli geng yetiskin Universite ogrencilerinden olusmaktadir.  Gelecek arastirmalarda
orneklem belirlenmesinde kiime, oranli 6rnekleme gibi metotlarin kullaniimasi 6nerilmektedir. Gelecek
arastirmalarda, farkli sehirlerdeki Universitelerde ve farkh 6rneklem gruplariyla galisiimasi oOnerilir.
Calisan yetiskinlerden olusan 6rneklem gruplarinda kisilik 6zellikleri ile kariyer uyumlulugu arasindaki
iliski incelenebilir. ikincisi, bu arastirmada kariyer uyumlulugu ile iliskisi incelenen kisilik dzellikleri bes
faktor kisilik kuraminin 6nerdigi kisilik 6zellikleri ile sinirli tutulmustur. Gelecek arastirmalarda farkl
kisilik yapilari ile kariyer uyumlulugu arasindaki iligkilerin incelenmesi énerilmektedir.
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Bu arastirma sinirhliklarina ragmen oncelikle kariyer uyumluluguyla ilgili literatiire teorik katkilar
sunmaktadir. Ayrica bu arastirma mevcut kariyer psikolojik danismanligi uygulamalarina, gelecekte
yapilacak teorik ve uygulamali arastirmalara, yonelik bazi dogurgular sunmaktadir. Bu arastirmanin
sonuglar yukarida bulgular tartisilirken de belirtildigi gibi oncelikle ilgili literatlirdeki teorik goéruslere
katkilar getirmistir. Kariyer uyumlulugunun ve boyutlarinin kisilik 6zellikleri (sorumluluk, yumusak
bashlik, deneyime aciklik, disadonikliik ve duygusal dengesizlik) ile iliskileri incelenmistir. Arastirmanin
bulgulan 6ncelikle kariyer uyumlulugu kavramini ortaya koyan Savickas’'in (1995,1998 2000,2005) ve
O’nu takip eden arastirmacilarin goruslerini (Rossier ve digerleri 2012; Rusu ve digerleri 2015; Savickas
ve Porfeli, 2012; Sverko ve Babarovic, 2016; Teixeira ve digerleri 2012; van Vianen ve digerleri., 2012;
Zacher, 2014) desteklemektedir. Benzer sekilde yine yukarda belirtildigi gibi bu arastirmanin bulgularinin
hemen hepsi kariyer uyumlulugunun kisilik 6zellikleri ve kariyer kararini verme, kariyer kararini vermeme
ve kararsiz olma arasindaki iliskileri inceleyen onceki arastirma bulgularini desteklemektedir. Daha agik
bir anlatimla bu arastirmada kisilik 6zelliklerinin ve kariyer karari verme durumlarinin birlikte kariyer
uyumlulugunu yordama gigleri incelenmistir. Arastirmanin sonugclari gelecekte yapilacak iliskisel ve
uygulamal arastirmalara, kariyer uyumlulugunda kisilik &zelliklerinin rollerini ve karar verme
durumlarinin rollerini ya da etkisini belirlemek icin model test edecek arastirmalara 6nemli istatistiksel
veriler ve teorik bilgiler sunmaktadir.

Bu arastirmanin sonuglari mevcut kariyer psikolojik danismanhgl uygulamalarina da dogurgular
sunmaktadir. Kisilik 6zellikleri ve kariyer karari verme ya da vermeme durumu, geng yetiskinlerin kariyer
uyumluluklarinda rol oynamaktadir. Universite 6grencilerine kariyer gelisim gérevleri, kariyer gegisleri ya
da karsilasabilecekleri giigliklerle basa ¢ikmada sunulacak kariyer psikolojik danismanligi hizmetlerinde
bu arastirmanin sonuglarindan yararlanilabilir. Universitelerin kariyer gelisim merkezlerinde kariyer
uyumlulugunu gelistirmeye yonelik uygulamali g¢alismalarin  planlanmasinda bu arastirmanin
sonuglarindan yararlanilabilir.

Arastirmanin Etik izinleri

Bu arastirmanin verileri 2020 yili 6ncesinde toplandigindan etik kurul izni gerekmemektedir. Yapilan
bu calismada “Yiksekogretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesi” kapsaminda
uyulmasi belirtilen tiim kurallara uyulmustur. Yonergenin ikinci bélim olan “Bilimsel Arastirma ve Yayin
Etigine Aykiri Eylemler” baslhigi altinda belirtilen eylemlerden higbiri gergeklestiriimemistir.
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