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One Cikanlar

e  Olumlu kimlik algisi, kendi kendini yonetmeyi anlamli sekilde
yordamaktadir.
e  Psikolojik hareketlilik, kendi kendini yénetmenin onemli bir
yordayicisidir.
e  Olumsuz kimlik algisi, kendi kendini ydnetme ile negatif iligkilidir.
o Fiziksel hareketlilik, kendi kendini yénetmeyi anlamh sekilde
yordamamaktadir.
e  Kariyer tutumlarinda kimlik algisi ve psikolojik esneklik kritik rol
oynamaktadir.
0Oz
Bu ¢alismada; yetiskin bireylerin sinirsiz ve ¢ok yénlii kariyer tutumlari,
kimlik algilari ve psikolojik esneklik diizeyleri arasindaki iliskileri incelemek
igin korelasyonel model kullaniimistir. Arastirmanin 6rneklemini: yaslari
18-61 arasinda degisen ve aktif olarak is hayatinda yer alan 393 yetiskin
birey olusturmaktadir. Calismada arastirmacilar tarafindan olusturulan
‘Kisisel Bilgi Formu’ ile daha énce gegerlik ve giivenirlik ¢alismalari
yapilmis olan ‘Sinirsiz ve Cok Yénlii Kariyer Olgedi’, ‘Kimlik Algisi Olgedi’ ve
‘Psikolojik Esneklik Olgedi’ kullanilmistir. Arastirmada; olumsuz kimlik
algisi ile kendi kendini yénetme ve dederlere gére hareket etme
degiskenleri arasinda negatif yénde diisiik diizeyde anlamli iliski oldugu
tespit edilmistir. Olumlu kimlik algisi ile kendi kendini y6netme ve
degerlere gére hareket etme degiskenleri arasinda orta diizeyde pozitif
yénde anlamli iliski oldugu belirlenmistir. Bunun yaninda; olumlu kimlik
algisi ile psikolojik hareketlilik ve fiziksel hareketlilik degiskenleri arasinda
pozitif yénde diisiik diizeyde anlamli iliski vardir. Kendi kendini yé6netme
degiskeni ile psikolojik hareketlilik, fiziksel hareketlilik degiskenleri
arasinda pozitif yénde ve psikolojik esneklik arasinda negatif yonde
anlamli iliski oldugu belirlenmistir. Psikolojik hareketlilik ile psikolojik
esneklik degiskenleri arasinda negatif yénde anlamli iliski bulunmustur.
Coklu regresyon analizi sonuglari incelendiginde; olumliu kimlik algisinin
ve psikolojik hareketliligin kendi kendini yénetme stilini anlamli bir sekilde
yordadigi saptanmistir. Bunun yaninda; fiziksel hareketliligin kendi
kendini ydnetme stilini anlamli bir sekilde yordamadigi sonucuna
ulasiimistir.
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1. Girig

GuUnlUmiuzde is dinyasl, hizla degisen dinamikleri ve belirsizlikleriyle bireylerin kariyer
yonetiminde daha proaktif ve esnek olmalarini zorunlu kilabilmektedir. Geleneksel kariyer
yaklasimlarinin sinirlarini asan ¢ok yonli ve sinirsiz kariyer modelleri, bireylerin farklh sektorler
ve roller arasinda o6zglirce hareket edebilmesine olanak saglarken, bu siirecte bireyin icsel
kaynaklari belirleyici bir rol oynayabilmektedir. Ozellikle, psikolojik esneklik; bireylerin degisen
kosullara uyum saglama ve deger odakl kararlar alma becerisini desteklerken kimlik algisi bireyin
kariyer yolculugunda kendini anlamlandirmasina ve hedeflerini netlestirmesine rehberlik
edebilmektedir. Ancak, bu unsurlarin bir arada bireylerin kariyerlerini nasil sekillendirdigi ve
kendi kendini yonetme becerisini nasil etkiledigi yeterince kesfedilmemistir. Bu arastirma;
bireylerin ¢ok yonli kariyer tutumlarinda kendi kendini yénetme becerilerinin kimlik algisi,
sinirsiz kariyer ve psikolojik esneklik gibi temel faktérlerden nasil etkilendigini inceleyerek
bireysel ve orglitsel diizeyde yenilikci stratejiler gelistirilmesine katki saglamayi amaclamaktadir.

1.1.Cok Yonlii Kariyer

“Cok yonla kariyer” kavrami, bireylerin farkl sektorler, is rolleri ve calisma modelleri
arasinda esnek gecisler yaparak kariyerlerini ydnetmelerini ifade eder (Soner vd., 2024). ilk kez
Hall (1998) tarafindan tanimlanan bu kavram; bireylerin becerileri, degerleri ve ilgileri
dogrultusunda kendi kariyerlerini sekillendirmelerine olanak tanir. Bu kariyer modelinin
temelinde “kendi kendini yonetme” ve “degerlerine gére hareket etme” kavramlari yer alir,
boylece bireyler kariyerlerini 6rglitten bagimsiz olarak yonetebilir (Briscoe ve Hall, 2006; Volmer
ve Spurk, 2011). Modern is diinyasinda belirsizlik ve degisim 6ne ciktigl icin bireylerin kendi
degerleri dogrultusunda is ve yasam tatmini saglamalari nem kazanir (Sullivan ve Baruch, 2009;
Greenhaus ve Powell, 2006). Cok yonlii kariyer, bireyin i¢sel motivasyon kaynaklarini (is tatmini
ve gelisim gibi) 6n planda tutarken dissal basari kriterlerine olan bagimhhg azaltir (Segers vd.,
2008; Grimland vd., 2012) ve bireyin biylme ihtiyaclarini karsilarken glivence saglar (Hall, 2004;
Waters vd., 2014). Cok yonla kariyer yaklasimina gére, 6grenme ve becerilerini gelistirme
sorumlulugu bireye aittir (Soner, 2024). Gorildigl lGzere bu baglamda ¢ok yonli kariyer
kavraminin, yasam boyu kariyer gelisimi icin dnemli bir unsur oldugu ifade edilebilir. Kariyer
gelisiminin yasam boyu sliren bir siire¢ oldugu distnildigiinde, bireylerin kendi degerleri ve
yeterlilikleri dogrultusunda esnek bicimde kariyer secenekleri olusturmasi ve bu seceneklere
yonelmesi, kesintisiz bir déngl olusturmaktadir. Nitekim Super (1957) gelistirdigi yasam boyu
yasam alani kuraminda, bireylerin kariyer gelisimlerinin tiim yasam boyunca sirdigini, etkili ve
islevsel gelisimsel temelli miidahalelerle de kariyer gelisiminin yasam boyu desteklenebilecegini
ortaya koymustur (Niles ve Harris-Bowlsbey, 2017).

“Kendi kendini yonetme” kavrami, ¢cok yonli kariyer modeli icinde bireyin bagimsiz
olarak hedefler belirleyip bu hedeflere ulasma sirecini ifade eder (Hall, 2004). Hall ve Moss
(1998), bu modelin, bireyleri kendi degerlerine gore kariyerlerini yonetmeye tesvik ettigini
vurgular. Briscoe ve Hall (2006) kendi kendini yonetmeyi, cok yonla kariyerin temel
boyutlarindan biri olarak tanimlar ve bireyin deger ve Onceliklerine gore kariyer yolunu
belirlemesini saglar. Kendi kendini yonetme becerisi ylksek olan bireyler, kariyerlerinde esneklik
kazanarak is tatmini ve basariyi artirabilirler (Segers vd., 2008). Waters ve Moore (2002) bu
becerinin bireyin kariyer hedeflerine sirdirilebilir motivasyonla ulasmasini sagladigini
belirtirken, Lent ve Brown (2013) oOz-yeterlik ve hedef belirleme gibi kisisel yetkinliklerin
Onemine isaret eder. Sonuc olarak; kendi kendini yonetme, bireylerin esnek, deger odakli ve
proaktif bir kariyer insa etmelerini saglayan dnemli bir kaynak olarak 6ne ¢ikar.

Cok yonlu kariyer yaklasimi izerine yapilan arastirmalar, bu modelin bireylerin is tatmini
ve kariyer basarisi Gizerindeki olumlu etkilerini géstermektedir. Ornegin, Volmer ve Spurk (2011),
cok yonlli kariyer tutumuna sahip bireylerin is ve yasam tatmininin daha ylksek oldugunu
saptamislardir. Ozellikle, bireyin kariyerini kendi degerleri dogrultusunda ydnetmesinin
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motivasyon ve 0z saygl lizerinde olumlu bir etkisi oldugu vurgulanmaktadir (Grimland vd., 2012).
Ayrica; is kaybi yasayan bireylerde yapilan arastirmalar, ¢cok yonli kariyer yaklasiminin bireylerin
bu tlr zorluklarla daha etkili bir sekilde basa ¢cikmalarini sagladigini gostermektedir (Eby ve Buch,
1995; Gubler vd., 2014). Bu kisiler; issiz kaldiklari donemde, kendilerini degerlendirme ve yeni
planlar yapma firsati bulmuslardir. Bununla birlikte; Kanfer ve digerleri (2001) issizligin bazi
bireylerde 6z saygi kaybina neden oldugunu belirtmis, bu durumun bireysel degerlerin ve is
ozerkliginin eksikliginde olumsuz etkiler yaratabilecegini ifade etmistir. Briscoe ve Hall (2006) ise
cok yonlla kariyer yaklasiminin bireylerin is dinyasinin belirsiz yapisina uyum saglamalarina
yardimci oldugunu, béylece kariyer basarilarinin artmasina katki sundugunu belirtmislerdir.
Soner ve digerleri (2024) egitim yoneticileri ile yaptiklari calismada sinirsiz ve ¢ok yonli kariyerin,
egitim yoneticilerinin 6znel kariyer basarisini 6nemli 6l¢ctide agikladigl sonucuna ulasmistir. Kale
ve Gunel (2022) turist rehberleriyle yaptiklari ¢calismada ¢ok yonlu kariyerin degerlerine gore
hareket etme boyutunun, kariyer baghhgi lzerinde negatif yonde anlamh bir etkiye, kendi
kendini yonetme alt boyutunun ise kariyer baghligi Gzerinde pozitif ve anlaml bir etkiye sahip
oldugunu tespit etmistir.

1.2.Sinirsiz Kariyer

Sinirsiz kariyer kavrami; bireysel yetkinlikler ve sirekli 6grenme (izerine kurulu, sinirlari
asan bir yaklasim olarak modern is diinyasinda kendini gostermistir (Séner vd., 2024). Alan
yazininda, bireyin tek bir 6rgiitle veya pozisyonla sinirlanmadigi is olanaklari dizisi olarak
tanimlanir (Arthur ve Rousseau, 1994; DeFillippi ve Arthur, 1994). "Sinir" kavrami burada; bireyin
sabit bir meslek, pozisyon veya Orgltle sinirli kalmadan kariyer yolunu 0Ozglirce
sekillendirebilmesini ifade eder. Gliniimiizde ¢alisanlar, yasam boyu tek bir orgilitle ya da tek bir
pozisyonla kisitlanmak vyerine farkli kariyer firsatlarini degerlendirmektedirler. Arthur ve
Rousseau (2001) sinirsiz kariyer kavramini alti ana unsurla detaylandirmistir:

1. Calisanlarin farkh isverenlerin sinirlarini asarak hareket edebilmesi (6rnegin, Silikon
Vadisi'ndeki is glici hareketliligi),

2. Mevcut 6rgit disinda da pazarlanabilir ve gegerli olabilme (6rnegin, akademisyenlik),
3. Dissal baglantilarin ve bilgi kaynaklarinin strekliligi,

4. Geleneksel hiyerarsi ve kariyer gelisimi kaliplarini kirma,

5. Kisisel veya ailesel nedenlerle kariyer imkanlarini reddetme,

6. yapisal kisitlamalara ragmen sinirsiz bir gelecek algisi gelistirme.

Sullivan ve Arthur (2006), sinirsiz kariyeri fiziksel hareketlilik ve psikolojik hareketlilik
olmak tzere iki boyutta tanimlamistir. Fiziksel hareketlilik, bireyin kariyerinde somut degisiklikler
yaparak farkli islere veya sektorlere gecis yapmasidir. Psikolojik hareketlilik ise bireyin bu
gecisleri yapabilme kapasitesine dair algisini ifade eder. Birey, is cevresinde zenginlik ve cesitlilik
arzularken bu gecisleri gerceklestirme becerisine glivenmektedir (Sullivan ve Arthur, 2006).
Calisanlar, fiziken is yerlerinden ayrilmadan da psikolojik hareketlilik sergileyebilir. Sinirsiz
kariyer geleneksel kariyerden daha kisa siireli, belirsiz ve degisken yapisiyla 6ne c¢ikar ve proje
bazli, yari zamanli veya serbest calisma gibi esnek modelleri icermektedir. GiniimUizde bireyler,
geleneksel kariyer yapisinin disina c¢ikarak bu esnek modelleri tercih edebilmektedir. Bazi
bireyler icin sinirsiz kariyer bir tercih olurken, bazilariicin is kaybi veya pozisyon degisiklikleri gibi
zorlayici faktorler nedeniyle bir zorunluluk haline gelebilmektedir (Sullivan, 1999). Calisanlar,
kimi zaman mecbur kaldiklari icin is yasamina ara vermekte ya da proje bazli islere
yonelmektedir. Arastirmalar; kadinlarin daha fazla is degistirdiklerini (Valcour ve Tolbert, 2003),
kariyerlerine ara verdiklerini (Cabrera, 2007), calisma saatlerini azalttiklarini (Bianchi, Robinson
ve Milkie, 2006; Mainiero ve Sullivan, 2005), yari zamanli ¢alisanlarin ¢ogunlukla kadinlardan
olustugunu ve bu nedenle kesintili/parcalanmis kariyerlere sahip olduklarini géstermektedir
(Biemann, Zacher ve Feldman, 2012). Bu durum, kadinlarin sinirsiz kariyerin fiziksel hareketlilik
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boyutunda erkeklere kiyasla daha aktif olduklarini ortaya koymaktadir. Yurt ici alan yazininda da
paralel bir sekilde Ozcelik (2017) kadinlarin kariyer gelisim engellerini inceledigi calismada
kadinlarin is yasaminda gorece temsil oranlarinin distk oldugunu, yonetsel pozisyonlarda ve
teknik islerde daha az yer aldiklarini, bunun yaninda cam tavan engeli ile karsilastiklarini ortaya
koymustur. inandi ve digerleri (2009) kadin &gretmenlerin kariyer gelisimlerinin éniindeki
engelleriinceledikleri calismada, kadin 6gretmenlerin, aile sebeplerden (cocuk bakimi, ev yasami
vb.) dolayi kariyer gelisiminde daha fazla sorunla karsi karsiya kaldiklarini tespit etmistir.

1.3.Kimlik Algisi

Kimlik gelisimi; bireyin sosyal cevresiyle etkilesimi sonucu sekillenen, degisken ve
dinamik bir sirectir. Psikoanalitik yaklasimla Erikson; kimlik duygusunun insan dogasinin temel
bir gereksinimi oldugunu ve ergenlik doneminde bireylerin kimlik kazanma veya rol karmasasi
catismasi yasadigini belirtmistir (Erikson, 1956). Bu siiregte bireyler; kim olduklari ve yasamlarina
nasil yon verecekleri konusunda karar verirken, tutarl bir kimlik gelistiremeyenler ya toplumdan
soyutlanma ya da sosyal kimlikleriyle asiri 6zdeslesme riski tasir (Marcia, 1966). Marcia,
Erikson’un teorisini genisleterek, bireyin kendini kesfetmesinin ve saglkl bir kimlik
olusturmasinin gelisimsel acgidan kaginilmaz oldugunu savunmustur (Marcia, 1966). Kimlik,
bireyin kendisi ve cevresiyle kurdugu anlamli bir bag olarak tanimlanabilir ve bu bag; gecmis,
simdi ve gelecek arasinda sureklilik saglar (Rutherford, 1998; Dubar, 1991). Kimlik gelisimi,
bireyin yasam boyu 6grenme ve deneyim yoluyla kazandigi kavrayislarla sekillenir ve degisime
aciktir (Bilgin, 2007; Santrock, 2015). Fromm, kimligi varolussal bir ihtiya¢ olarak tanimlarken;
Mead, bireyin kendisine disaridan bakarak sosyal iliskiler yoluyla bu ihtiyaci karsiladigini ifade
etmistir (Fromm, 1995; Strauss, 1962). Benzer sekilde Rollo May, kimlik insasinin bireyin kendine
yabancilasmamasi icin anlamh bir caba gerektirdigini belirtir (May, 1983). Bauman, kimligi
belirsizlikten kacis olarak degerlendirirken, bireyin kendini ve sinirlarini tanimlama ihtiyacina
dikkat ceker (Bauman, 1998). Turner (2019) ve Jenkins (2014) ise kimligin, bireyin sosyal
aidiyetlerini yansittigini, ancak toplumsal yapilarin degismesiyle strekli yenilendigini savunur.
Schwartz (2006) ve Giddens (1991) kimligin, bireysel yasam o6ykusinin ve sosyal baglamlarin
etkisiyle gelisen dinamik bir stire¢c oldugunu vurgular. Bu nedenle kimlik; sabit bir yapi olmayip,
bireyin sosyal kategoriler, kiiltlirel degerler ve yasam o6ykisiyle sekillenen ve sirekli dontsen
bir olgudur (Giddens, 1991; Jenkins, 2014; Karaduman, 2010; Schwartz, 2006). Kimlik gelisimi;
bireyin sosyal cevresiyle etkilesim icinde dinamik bir silire¢ olarak sekillenir ve yasam boyu
deneyimlerle siirekli degisir. Bu siireg; bireyin gecmis, simdi ve gelecek arasinda anlamli bir bag
kurarak sosyal aidiyetlerini ve kisisel kimligini yeniden tanimlamasini igerir.

1.4.Psikolojik Esneklik

Psikolojik esneklik; bireyin degisen i¢c ve dis kosullara uyum saglayarak degerleri
dogrultusunda davranislarini degistirme veya slirdlirme yetenegi olarak tanimlanir (Hayes vd.,
2011; Luoma, Hayes ve Walser, 2010). Kabul ve Kararhlik Terapisi (Acceptance and Commitment
Therapy-ACT) baglaminda gelistirilen bu kavram; bireyin yasantilarini dikkat ve agiklikla kabul
etmesini, gecmis ve gelecege takili kalmaksizin simdiki an ile temas etmesini ve degerlerine
uygun eylemlerde bulunmasini icerir (Hayes vd., 2006; Harris, 2016). Psikolojik esnekligin alti
temel boyutu; kabul, bilissel ayrisma, an ile esnek temas, gézlemleyen benlik, degerler ve deger
odakli eylemler olarak belirlenmistir (Luoma, Hayes ve Walser, 2010; Kul ve Tiirk, 2020). Bu alt
boyutlar; bireyin zihinsel kaynaklarini yeniden yapilandirmasina, zorluklara karsi islevsel basa
¢ikma stratejileri gelistirmesine ve yasam kalitesini artirmasina olanak saglar (Kashdan ve
Jonathan, 2010; Toprak vd., 2020).Psikolojik esneklik, bireyin zorlayici yasam deneyimlerini
degistirmeye calismak yerine onlari kabul ederek degerlerine yénelmesini saglarken, bu stirecin
ruh saghg izerinde olumlu etkiler yarattig| ifade edilmektedir (Harris, 2016; Gaukroger, 2018;
Séner ve Pirim, 2022). Psikolojik esnekligi yiiksek bireyler, stres karsisinda daha az deneyimsel
kacinma sergilemekte, daha az kronik agri ve depresyon yasamaktadirlar; ayrica fiziksel ve
psikolojik saglik diizeyleri de daha yiiksek olmaktadir (Berghoff vd., 2018; Hayes vd., 2006; Rocke
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ve Brose, 2013). Psikolojik katilik olarak tanimlanan distk psikolojik esneklik diizeyleri ise;
depresyon, kaygi bozuklugu ve psikoz gibi klinik durumlarla iliskilidir (Yavuz vd., 2015). Ayrica;
psikolojik esnekligin iyi olus ve anlamli yasamla pozitif iliskisi oldugu, bu bireylerin yasamdan
daha fazla doyum aldigi ve daha yiksek bir yasam kalitesine sahip oldugu bulunmustur (Bluett
vd., 2014; Francisa vd., 2016; Karakus, 2020). Psikolojik esneklik, bireyin degisen kosullara uyum
saglayarak yasantilari kabul etmesi ve degerleri dogrultusunda kararli adimlar atmasini ifade
eder. Bu yetenek, kisinin zorluklarla basa ¢ikma becerisini artirarak hem ruh sagligini destekler
hem de yasamdan daha fazla anlam ve doyum almasini saglar.

1.5.Mevcut GCalisma

GUnlUmiuz is dinyasinda belirsizlik ve degisim, bireylerin kariyerlerini etkin bir sekilde
yonetmesini zorunlu héle getirmistir. Cok yonli ve sinirsiz kariyer modelleri, bireylere farkh
sektorler ve roller arasinda esnek gecisler yapma ve kariyerlerini kendi degerleri dogrultusunda
bagimsiz sekilde yonetme imkani tanimaktadir. Ancak; bu siirecte kimlik algisi, sinirsiz kariyer
tutumlari ve psikolojik esneklik gibi icsel faktorlerin eksikligi, bireylerin kendi kendini yonetme
becerilerinde zorluklar yasamasina neden olabilmektedir. Psikolojik esneklik; bireylerin zorluklar
karsisinda anla temas ederek deger odakli kararlar almasini saglarken, kimlik algisi; bireyin
kendisini taniyarak kariyer hedeflerini belirlemesine rehberlik eder. Buna karsin, bu unsurlarin
bir arada nasil etkilestigine dair sinirli sayida arastirma bulunmaktadir. Bu ¢alisma; bireylerin
kariyerlerinde kendi kendini ydnetme becerilerini etkileyen kimlik algisi, sinirsiz kariyer tutumlari
ve psikolojik esneklik gibi faktorleri incelemeyi amacglamistir. Elde edilecek bulgular; hem
bireysel kariyer danismanligina hem de degisen is diinyasinda etkili stratejiler gelistirmek isteyen
organizasyonlara onemli katkilar sunacaktir. Bu noktadan hareketle; arastirmanin sorulari su
sekilde belirlenmistir:

1. Yetiskin bireylerin ¢ok yonli kariyer, sinirsiz kariyer, kimlik algilari ve psikolojik
esneklikleri arasinda anlamli bir iliski var midir?

2. Yetiskin bireylerin ¢ok yonli kariyer tutumlarinda kendi kendini yénetme kimlik algisi,
sinirsiz kariyer ve psikolojik esneklik tarafindan anlamli bir sekilde yordanmakta midir?

2. Yontem
2.1. Aragtirma Deseni

Arastirma; nicel arastirma yontemleri kullanilarak yapilmistir. Arastirmada; yetiskin
bireylerin sinirsiz ve ¢ok yonla kariyer tutumlari, kimlik algilari ve psikolojik esneklik dizeyleri
arasindaki iliskileri incelemek icin korelasyonel model kullanilmistir. iki veya daha fazla degisken
arasindaki iliskileri belirlemek ve neden sonuca iliskin bilgi edinebilmek amaciyla yapilan
arastirmalara korelasyonel arastirma denmektedir (Bliytkoztlrk vd., 2016).

2.2. Orneklem/Arastirma Grubu

Bu calismada; 6rneklemi, yaslari 18-61 arasinda degisen ve aktif olarak is hayatinda yer
alan 393 yetiskin birey (237 kadin, 156 erkek, My.s = 36.09 yas, SD=14.49) olusturmaktadir.
Katilimcilarin diger demografik ozellikleri Tablo 1'de sunulmustur. Katilimcilarin gonallalak
ilkesini saglamak amaciyla, calismaya katilmayi kabul eden katilimcilarla slire¢ ylrutilmis ve
buradan hareketle, drnekleme tirleri arasindan uygun érnekleme yéntemi kullaniimistir. Uygun
ornekleme yonteminde; katilimcilar ulasiimasi kolay, arastirma icin uygun ve arastirmaya
katilmayi kabul eden gonlli bireylerden secilir (Buyikoztirk vd., 2016).
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Tablo 1.
Katilimcilarin Demografik Ozellikleri
f %
Cinsiyet
Kadin 237 60,3
Erkek 156 39,7
Cocuk Sayisi
Cocuk Olmayan 193 49,1
1 Cocuk 30 7,6
2 Cocuk 78 19,8
3 Gocuk 57 14,5
4 Cocuk 16 4,1
5 Cocuk 13 3,3
6 Cocuk 5 1,3
7 Cocuk 1 0,3
Egitim Durumu
Okuryazar 7 1,8
ilkokul 38 9,7
Ortaokul 22 5,6
Lise 48 12,2
On Lisans 51 13
Lisans 197 50,1
Lisansiistii 30 7,6

2.3. Veri Toplama Araglari

2.3.1. Sinirsiz ve Gok Yonlii Kariyer Olgegi: Briscoe ve digerlerinin (2006) gelistirdigi dlcegin
Tirkceye uyarlamasi Kale ve Ozer (2012) tarafindan yapilmistir. Olgek, cok yonlii ve sinirsiz
kariyer tutumlarini ayri ayri olgmektedir. Cok yonli kariyer tutumlar oOlceginde; 11 ifade
bulunmaktadir ve besli Likert tipidir (1: hicbir zaman, 5: her zaman). Cok Yénlii Kariyer Olceginin
givenilirlik kat sayisi .84 olarak bulunmustur. Sinirsiz Kariyer Tutumlari Olcegi ise 12 ifadeden
olusmaktadir ve besli likert tipi bir 6lcektir. Sinirsiz kariyer 6lceginin glivenilirlik katsayisi .82
olarak bulunmustur. “Cok yonli kariyer” icin Kaiser-Meyer-Olkin (KMO) degeri %80, “sinirsiz
kariyer” icin ise %79 olarak tespit edilmistir. Bunun yaninda, 6lgme aracinin gelistirilme
asamasinda uyum iyiligi indeksi degerlerinin incelenmedigi gorilmustir. Bu arastirmada; Cok
Yonlu Kariyer Tutumlart Olgeginin giivenirlik katsayisi .85, Sinirsiz Kariyer Tutumlari Olgeginin
glivenirlik katsayisi ise, .82 olarak bulunmustur.

2.3.2. Kimlik Algisi Olgegi: Olgek, Ersanl ve Sanl (2015) tarafindan bireylerin kimlik algilarini
degerlendirebilmek amaciyla gelistirilmistir. Olumlu kimlik algisi ve olumsuz kimlik algisi olmak
tUzere iki faktor ve toplam 19 maddeden olusmaktadir. Olgek; 1 (“Hi¢ Katilmiyorum”) ile 5
(“Tamamen Katiliyorum”) arasinda degerlendirilen Likert tipi bir 6lcektir. Olgegin madde toplam
korelasyon degerleri, 0,543 ile 0,685 arasinda degismektedir. Olgegin uyum iyiligi indeksleri;
x2/sd = 1.559, p < .05, CFl = .91, GFI = .91, RMSEA = .047, AGFI= .89, SRMR= .056 olarak
belirlenmistir. Kimlik algisinin olumsuzlugu ve kimlik algisinin olumlulugu faktorlerine iliskin
glvenilirlik analizi sonuclari sirasiyla; .87 ve .86 olarak bulunmustur. Bu ¢alismada ise; olumsuz
kimlik algisi icin .81, olumlu kimlik algisi icin ise .81 olarak hesaplanmistir.

2.3.4. Psikolojik Esneklik Olgegi: Francis ve digerleri (2016) tarafindan gelistirilen 6lgek; Karakus
ve Akbay (2020) tarafindan Tiirkceye uyarlanmistir. Olgek; toplam 28 maddeden ve bes alt
boyuttan olusmaktadir. Alt Boyutlar; deger ve deger dogrultusuna davranis, an’da olma, kabul,
baglamsal benlik ve ayrisma seklinde siralanabilir. Yedili Likert tipinde olan dlcekte, 11 madde
ters kodlanmaktadir. Yiksek puanlar, ylksek diizeyde psikolojik esnekligi gostermektedir.
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Olgegin giivenirlik katsayisi, .79 olarak hesaplanmistir. Bunun yaninda; &lcme aracinin
gelistirilme asamasinda, uyum iyiligi indeksi degerlerinin incelenmedigi gorilmustir. Bu
arastirmada ise 6lcegin glivenirlik katsayisi, .87 olarak bulunmustur.

2.4. Verilerin Analizi

Veriler; eksik deger, aykiri deger, normallik, coklu dogrusal baglanti agisindan incelenmis
ve paratmetrik testler olarak kullanilabilecegi saptanmistir. Veriler; hatali kodlama acisindan
incelenmis ve formlari bos birakan katilimcilarin élgekleri degerlendirme disi birakilmistir. Aykiri
deger analizinde, Mahalonobis uzaklik degerine bakilmistir. Son asamada; c¢oklu dogrusal
baglanti icin VIF ve tolerans degerleri incelenmistir. Bu degerler Tablo 2’de sunulmustur. Alan
yazinda, VIF degerinin 10’a esit ya da 10’dan bliyik olmasi (Birkez & Dodge, 1993; akt. Vupa &
Gurunli Alma, 2008) ve tolerans degerinin .10’un altinda bulunmasi durumunda, anlamli bir
coklu dogrusal baglanti (multicollinearity) sorununun varhgindan s6z edilmektedir. Degiskenler
arasinda, ¢oklu dogrusal baglanti bulunmamistir. Yapilan incelemeler sonucunda, analiz igin
gerekli sayiltilart karsilayan 393 veri ile analizler yapilmistir. Degiskenler arasindaki iliskinin
incelenmesinde; korelasyonel analiz yapilmis ve bu analiz igin SPSS 29.0 programi kullaniimistir.
Bulunan iliskinin giiven araliklari %95 alt ve (st sinirlarindaki degerleri bulmak icin JAMOVI ve
yine iliskinin tasvir edilmesi icin JASP ile ag analizi yapiimistir.

Tablo 2.

Betimleyici Degerler

i Cook's Mahalanobis
Degiskenler Basiklik  Carpikhk Durbin
Watson pin. Max. Min. Max.
1- Pozitif kimlik -0,542 0,305
2- Negatif kimlik 0,305 -0,395
3- Kendi kendini yénetme -0,606 -0,183
1.900 .000 .054 .046 27.613
3- Psikolojik hareketlilik -0,251 -0,347
4- Fiziksel hareketlilik -0,497 0,464

5-Psikolojik esneklik toplam -0,257 1,233

3. Bulgular

Kimlik algisinin alt boyutlari, cok yonli ve sinirsiz kariyer tutumlari ve psikolojik esneklik
degiskenleri arasindaki iliskiler Pearson-Momentler Carpimi Korelasyonu ile incelenmis ve
sonuglar Tablo 3’te verilmistir.

Tablo 3.

Degiskenler Arasindaki Pearson-Momentler Carpimi Korelasyon Dederleri

Giiven Araliklari
Degiskenler 1 2 3 4 5 6 7 95% I 95% Cl
Ust Alt

1. Kendi kendini yonetme -

2. Olumsuz kimlik - 19%* - -.093 -.284

3. Olumlu kimlik 36**  39%* - 444 -.307
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4. Degerlere gore hareket

.55% Jd4**  36%* - .618 .480
etme
5. Psikolojik hareketlilik 31** .05  .28%* 28%* - 401 222
6. Fiziksel hareketlilik J18** .02 .1e6** 23%* 25%* . .275 .084
7. Psikolojik esneklik .. o) 06 g1%x 05 02 - -025 -022

toplam

*p<.05, **p<.001

Tablo 3’te gorildigu gibi; kendi kendini yonetme ile diger degiskenler arasindaki iliskiler
incelendiginde, olumsuz kimlik ile negatif yonla, anlamli bir iliski bulunmustur (r = -.19, p < .01,
95% Cl [-.284, -.093]), bu da bireyin kendini yonetme becerileri arttik¢a olumsuz kimlik algisinin
azaldigini gdéstermektedir. Buna karsilik, olumlu kimlik ile pozitif yonli, anlamli bir iliski tespit
edilmistir (r=.36, p<.01,95% CI [.259, .412]), yani kendini ydnetme becerisi giiglli olan bireylerin
olumlu bir benlik algisi gelistirme olasiligl daha yiksektir. Kendi kendini yonetme ile degerlere
gore hareket etme arasinda gicli bir pozitif iliski bulunmustur (r = .55, p < .01, 95% Cl [.480,
.618]), bu da kendini yonetebilen bireylerin degerlerine daha bagh sekilde hareket ettigini
gostermektedir. Kendi kendine yonetme ile psikolojik hareketlilik arasinda anlamli bir pozitif
iliski saptanmigstir (r =.31, p <.01, 95% Cl [.222, .401]), bu durum kendini yonetebilen bireylerin
psikolojik olarak daha esnek ve uyumlu olabilecegini distindirmektedir. Benzer sekilde, kendi
kendini yonetme ile fiziksel hareketlilik arasinda pozitif yonli bir iliski bulunmustur (r = .18, p <
.05, 95% CI [.084, .275]), bu da 6z diizenleme becerisi yliksek bireylerin fiziksel olarak daha aktif
olabilecegini gostermektedir. Son olarak, kendi kendini yonetme ile psikolojik esneklik toplam
puani arasinda negatif yonli, ancak anlamli olmayan bir iliski bulunmustur (r =-.12, p > .05, 95%
Cl [-.025, -.022]), yani psikolojik esnekligin kendini yonetme ile belirgin bir baglantisi olmadigi
gorllmektedir. Bu bulgular; genel olarak, bireyin 6z diizenleme becerilerinin kimlik algisi,
degerlere baglilik, hareketlilik ve esneklik gibi ¢cesitli psikososyal faktorlerle 6nemli dlglide iliskili
oldugunu ortaya koymaktadir.

Bu calismada, degiskenler arasindaki iliskileri daha net bir sekilde gorsellestirmek ve
yorumlamak amaciyla ag analizi kullanilmistir. Ag analizi, degiskenler arasindaki baglari ortaya
koyarak hangi faktorlerin birbirini destekledigini veya engelledigini belirlemeye yardimci olan
etkili bir yontemdir. Analizde, pozitif korelasyonlar mavi cizgilerle, negatif korelasyonlar ise
kirmizi gizgilerle gosterilmis, boylece degiskenler arasindaki etkilesimler netlestirilmistir. Ayrica,
merkezi konumda bulunan degiskenler belirlenerek, bunlarin diger degiskenler lzerindeki
etkileri analiz edilmistir. Bu yaklasim, teorik modellerin gecerliligini degerlendirmek ve
degiskenler arasindaki dinamikleri daha iyi anlamak icin 6nemli bir ara¢ saglamaktadir. Elde
edilen bulgular; kariyer danismanhgi, egitim ve politika gelistirme gibi alanlarda daha etkili
stratejiler olusturmak icin rehber niteliginde olabilir. Analiz stirecinde JASP programi kullaniimis
olup, sonuglar Sekil 1’de sunulmustur.
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Sekil 1.
Ad Analizi

MaximumyQ

Not: NI: Negatif Kimlik; Pl: Pozitif Kimlik; SM: Kendi Kendini Yonetme; AAV: Degerlere Gore
Hareket Etme; PSM: Psikolojik Hareketlilik; PHM: Fiziksel Hareketlilik; PFT: Psikolojik Esneklik
Toplam

Sekil 1, degiskenler arasindaki iliskileri gorsellestiren bir ag analizi modelini
gostermektedir. Ag analizi, degiskenler arasindaki baglari belirginlestirmek ve bu degiskenlerin
birbirleriyle olan etkilesimlerini anlamak amaciyla kullaniimistir. Sekilde; mavi cizgiler pozitif
korelasyonlari, kirmizi ¢izgiler ise negatif korelasyonlari temsil etmektedir. Cizgilerin kalinligi ise;
korelasyon katsayilarinin blyuklGgini gostermektedir. Analiz sonuglari, Kendi Kendini Yonetme
(SM) degiskeninin agin merkezi digumlerinden biri oldugunu gostermektedir. SM ile Degerlere
Gore Hareket Etme (AAV) arasinda glicli bir pozitif korelasyon oldugu goérilmektedir. Bu iliski,
0z diizenleme becerileri yliksek bireylerin, degerlerine bagh kararlar alma egiliminde oldugunu
desteklemektedir. Olumlu Kimlik (Pl) ile SM arasinda da anlamh ve pozitif bir iliski
gozlemlenmistir, bu da kendini yonetme becerileri yiksek bireylerin daha giicli bir kimlik
algisina sahip olabilecegini gostermektedir. Bununla birlikte, SM ile Olumsuz Kimlik (NI) arasinda
anlaml ve negatif bir korelasyon bulunmustur. Yani diisiik 6z diizenleme becerilerinin, bireyin
kendisini olumsuz bir kimlik algisiyla tanimlama olasiligini artirabilecegi soylenebilir. Ayrica,
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Psikolojik Hareketlilik (PSM) ve Fiziksel Hareketlilik (PHM) degiskenlerinin agda o6nemli
baglantilara sahip oldugu, bu degiskenlerin hem SM hem de AAV ile pozitif iliskili oldugu
gorilmektedir. Son olarak, Psikolojik Esneklik (PFT) degiskeni agin cevresel bir digimi olarak
daha zayif baglantilar gostermektedir. NI ve PFT arasindaki negatif korelasyon dikkat ¢ekici olup,
olumsuz kimlik algisinin psikolojik esneklik (zerinde baskilayici bir etkisi olabilecegine
gostermektedir.

Olumsuz kimlik algisi, psikolojik hareketlilik, fiziksel hareketlilik ve psikolojik esneklik
degiskenlerinin ¢ok yonli kariyer tutumunda kendi kendini yonetme stilini yordamasina iliskin
Coklu Regresyon Analizi sonuglari Tablo 4’te verilmistir.

Tablo 4.

Kendi Kendini Yénetmenin Yordayicilarina lliskin Coklu Regresyon Analizi Sonuglari

Tolerans Varyans

B SEg 6 t P Dederleri Biiyiitme
Model 9 Faktérii
Olumlu 17 .03 .25 4.90 .00** 77 1.30
kimlik
Olumsuz -.04 .02 .07 -1.5 12 .84 1.18
kimlik
Psikolojik A5 .03 21 4.4 .00** .87 1.14
hareketlilik
Fiziksel .08 .04 .08 1.7 .08 .92 1.08
hareketlilik

**p<,01,*p<.05, R=.43, F=29.39, R?= .19, Diizeltilmis R?=.18

Tablo 4'te gorildiga gibi; calisanlarda kendi kendini yonetmenin yordayicilarini
belirlemeye yonelik yapilan coklu regresyon analizi sonugclari incelendiginde; olumlu kimlik
algisinin (8=.25, p<.01) ve psikolojik hareketliligin (6=.21, p<.01) kendi kendini yénetme stilini
anlamli bir sekilde agikladigi tespit edilmistir. Bunun yaninda; fiziksel hareketliligin (6=.05, p>.05)
ve olumsuz kimlik algisinin (6=.07, p>.05) kendi kendini yonetme stilini anlamli bir sekilde
yordamadigl sonucuna ulasiimistir. Sonuc¢ olarak, olumlu kimlik algisinin ve psikolojik
hareketliligin ¢alisanlarin kendi kendini yénetmesini %18 oraninda anlamli bir sekilde agikladigi
tespit edilmistir.

4. Tartisma, Sonug ve Oneriler

Bu arastirmada yetiskin bireylerin cok yonlu kariyer tutumlari, kimlik algilari ve psikolojik
esneklik dlizeyleri arasindaki iliskileri incelemek icin korelasyonel model kullaniimistir. Arastirma
sonucunda c¢ok yonli kariyer alt boyutlarindan olan kendi kendini yonetme ile olumlu kimlik
arasinda pozitif yonli, olumsuz kimlik arasinda ise negatif yonli anlamli bir iliski oldugu
saptanmistir. Ayrica, olumlu kimlik algisinin kendi kendini ydonetmenin anlaml bir yordayicisi
oldugu ancak olumsuz kimlik algisinin anlamli bir yordayici olmadigi saptanmistir. Alan yazininda
yer alan calismalar incelendiginde, Tarhan’in (2019) yapmis oldugu calismada; olumlu kimlik
ozellikleri olan disadonuklik, uzlasilabilirlik, 6z disiplin, ve deneyime aciklik ile cok yonli kariyer
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alt boyutlarindan kendi kendini yonetme arasinda pozitif yonli; olumsuz kimlik 6zelligi olan
nevrotiklik ile ise negatif yonli anlamli bir iliski bulunmasi arastirma sonugclarini destekler
niteliktedir. Yine; Hirschi, Niles ve Akos’un (2011) ve Martincin ve Stead’in (2015) yapmis
olduklari farkl ¢alismalarda nevrotiklik ile ¢cok yonli kariyer tutumu ve alt boyutlar arasinda
negatif yonli anlamh bir iliski bulunmasi arastirma sonuglarini destekler niteliktedir. Ibarra'nin
(2003) kimliklerin yaparak yasayarak 6grenme yoluyla gelistigini savunan gorisd, bu iliskilerin
bireylerin kendi yonetim becerilerini gelistirmede 6nemli bir etken oldugunu gostermektedir.
Hayes ve Smith (2005) ile Hoare ve digerleri (2012); 6z-y6netim becerilerinin, bireyin kimlik algisi
ile uyum icinde daha pratik yeniliklere ve baghlik yaklasimina ilham kaynagi sundugunu
belirtmektedir. Luken ve De Folter (2019) ise kimlik algisinin, 6zellikle olumlu kimlik algisinin,
bireylerin 6z-yonetim becerilerini anlamli sekilde etkiledigini destekleyen bir cerceve
sunmaktadir. Olumsuz kimlik algisinin; kendi kendini yonetme (zerinde anlamli bir yordayici
olmamasi, bu stirecin daha ¢ok olumlu kimlik insasina dayali oldugunu ve bireylerin olumlu bir
kimlik algisi gelistirmelerinin 6z-ydonetim becerilerinde kritik bir rol oynadigini géstermektedir.

Yapilan bu arastirmada; ayrica ¢ok yonli kariyer alt boyutlarindan kendi kendini
yonetme ile psikolojik ve fiziksel hareketlilik arasinda pozitif yonli anlamli bir iliski oldugu
saptanmistir. Psikolojik hareketliligin kendi kendini yonetmenin anlamli bir yordayicisi oldugu
ancak fiziksel hareketliligin anlamli bir yordayici olmadigi saptanmistir. Alan yazininda yer alan
calismalar incelendiginde; kendi kendini yonetme ile psikolojik ve fizyolojik hareketlilik arasinda
pozitif yonli anlamli bir iliski bulunmasi arastirma bulgularini destekler niteliktedir (Kale ve
Giinel, 2022; Ozer ve Kale, 2020; Tarhan Over ve Ersoy Kart, 2021; Volmer ve Spurk, 2011;
Wiernik ve Kostal, 2019). Ayni arastirma bulgulari; kendi kendini yonetme ile psikolojik
hareketlilik arasinda pozitif ve anlamli bir iliski oldugunu, ancak fiziksel hareketliligin bu
baglamda anlamh bir yordayici olmadigini ortaya koymustur. Hall (2002), degisken kariyer
yoneliminin bireylerin psikolojik esnekligini artirarak kendi kendini yénetme becerilerini
gelistirdigini belirtmistir. Ayrica; Briscoe ve Hall (2006), bireylerin psikolojik hareketlilik
egilimlerinin, kariyer kararlarini bagimsiz bir sekilde yonetme becerileriyle dogrudan iliskili
oldugunu, ancak fiziksel hareketlilik gibi dissal faktorlerin bu stirecte daha sinirli bir rol oynadigini
vurgulamistir. Bu durum, bireylerin psikolojik hareketliligi i¢csel bir dinamik olarak kullanarak
kariyerlerinde daha aktif bir kontrol sagladigini, ancak fiziksel hareketliligin bu siirecte daha ¢ok
cevresel faktorlere bagh kaldigini agiklamaktadir.

Arastirmanin sonuglari; bireylerin kimlik algilari, cok yonli kariyer tutumlari ve psikolojik
esneklik diizeyleri arasindaki iliskilerin karmasik ve ¢cok boyutlu bir yapiya sahip oldugunu ortaya
koymaktadir. Olumlu kimlik algisinin; bireylerin kendi kendini yonetme becerileri lzerinde
anlamh bir yordayici oldugu, bunun aksine olumsuz kimlik algisinin bu baglamda anlamh bir
etkisinin bulunmadigl saptanmistir. Bu durum, bireylerin olumlu kimlik algilari insa etmesinin,
kariyer yonetim becerilerini gelistirmede kritik bir rol oynadigini gostermektedir. Ayrica;
psikolojik hareketlilik ile kendi kendini yonetme arasinda pozitif bir iliski bulunurken, fiziksel
hareketliligin bu slrecte anlaml bir yordayici olmadigi belirlenmistir. Bu bulgu, yetiskin
bireylerin kariyer yolculuklarinda psikolojik esneklik ve icsel motivasyon gibi faktorlerin dissal
faktorlerden daha etkili oldugunu gostermektedir. Sonug¢ olarak; bireylerin olumlu kimlik
algilarini ve psikolojik hareketliliklerini gelistirebilecek stratejilere odaklaniimasi, kariyer
yonetim becerilerini artirmada etkili bir yaklasim sunmaktadir. Bu baglamda, bireylerin
kendilerini ydnetme becerilerinin desteklenmesi hem kisisel hem de profesyonel yasamlarinda
daha sirdurulebilir basarilar elde etmelerini saglayabilir.

Arastirma bulgulari dogrultusunda; bireylerin kimlik algilari, psikolojik hareketlilik ve
kendi kendini yonetme becerileri arasindaki iliskileri desteklemek icin gesitli dneriler sunulabilir.
Oncelikle, olumlu kimlik algisini gelistirmek amaciyla bireylerin 6z farkindaliklarini artiracak
egitim programlari diizenlenebilir. Bu programlar, bireylerin gliclii yonlerini tanimalarina ve
olumsuz kimlik 6zelliklerini yonetmelerine yardimci olacak 6z degerlendirme araglari ve
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rehberlik iceriklerini icermelidir. Psikolojik hareketlilik becerilerini desteklemek igin bireylerin
degisen kosullara uyum saglamalarini kolaylastiracak atolye calismalari ve grup terapileri
sunulabilir. Bu ¢alismalar, bireylerin esnekliklerini artirarak belirsizlik durumlarinda daha etkili
kararlar almalarina katki saglayabilir. Ayrica, bireylerin kariyer yonetimi becerilerini
gliclendirmek icin mentorluk programlari hayata gecirilebilir. Bu programlar, deneyimli
bireylerin, 0Ozellikle gen¢ calisanlara kariyerlerini nasil yonetecekleri konusunda rehberlik
etmesini saglayabilir. Egitim ve is ortamlarinda, bireylerin 6z yonetim becerilerini gelistirmelerini
destekleyen uygulamalar tesvik edilmelidir. Ornegin; bireylerin zaman yénetimi, hedef belirleme
ve 0z disiplin gibi becerilerini gelistirmelerine yardimci olacak egitim modiilleri tasarlanabilir. Son
olarak, bireylerin psikolojik hareketlilik ve olumlu kimlik algisini destekleyen sosyal destek
sistemlerinin gelistirilmesi 6nerilmektedir. Aile, arkadaslar ve meslektaslarin bu siirecte bireyleri
cesaretlendirmesi ve olumlu geri bildirim saglamasi, kariyer ydonetiminde daha basarili sonuclara
yol acabilir. Bu tiir stratejiler, bireylerin hem kisisel hem de mesleki yasamlarinda daha tatmin
edici ve surdrilebilir bir basari elde etmelerine katkida bulunabilir.

Etik Komite Onayi: Bu arastirma icin istanbul Sabahattin Zaim Universitesi Arastirma ve Yayin
Etik Kurulundan 03.02.2025 tarihinde 2025-01 sayili oturumundan 36 nolu karar ile izin
alinmstir.

Hakem Degerlendirmesi: Dis bagimsiz.

Yazar Katkilari: Yazarlar; bu makalenin arastirilmasi, yazarligi ve yayimlanmasi igin esit diizeyde
katki saglamislardir.

Cikar Catismasi: Yazar(lar); bu makalenin arastiriimasi, yazarligi ve yayimlanmasina iliskin
herhangi bir potansiyel ¢ikar catismasi beyan etmemistir.

Finansal Destek: Yazar(lar); bu makalenin arastirilmasi, yazarhgi ve yayimlanmasi igin herhangi
bir finansal destek almamustir.

Yapay Zeka Kullanimi Bildirimi: Yazarlar, bu makalenin dil gramer kontrolii i¢cin Grammarly ve
Quilbot yapay zeka araglarindan faydalanmistir.
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Highlights

e  Positive self-concept significantly predicts self-regulation.

e Psychological mobility is an important predictor
management.

e Negative self-perception is negatively related to self-management.

e  Physical mobility does not significantly predict self-management.

e Self-perception and psychological flexibility play a critical role in
career attitudes.

of self-

Abstract

In this study, a correlational model was used to examine the relationships
between adult individuals' boundaryless and protean career attitudes,
identity perceptions, and psychological flexibility levels. The sample of the
study consisted of 393 adult individuals aged 18-61 who were actively
participating in the workforce. The study utilized the “Personal Information
Form” created by the researchers, along with the “Boundaryless and
Protean Career Scale,” “Identity Perception Scale,” and “Psychological
Flexibility Scale,” which had previously undergone validity and reliability
studies. The study found a low-level, negative, statistically significant
relationship between negative identity perception and the variables of self-
management and acting according to values. A moderate, positive,
statistically significant relationship was found between positive identity
perception and the variables of self-management and acting according to
values. In addition, there is a low level of positive correlation between
positive identity perception and psychological mobility and physical mobility
variables. It was determined that there is a positive correlation between the
self-management variable and psychological mobility and physical mobility
variables, and a negative correlation between psychological flexibility. A
negative and significant relationship was found between psychological
mobility and psychological flexibility variables. When the results of the
multiple regression analysis were examined, it was determined that positive
identity perception and psychological mobility significantly predicted self-
management style. In addition, it was concluded that physical mobility did
not significantly predict self-management style.
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1. Introduction

With its rapidly changing dynamics and uncertainties, today's business world may
require individuals to be more proactive and flexible in managing their careers. Protean and
Boundaryless career models that transcend the boundaries of traditional career approaches
enable individuals to move freely between different sectors and roles. In contrast, the
individual's internal resources can play a decisive role in this process. In particular, psychological
flexibility supports individuals' ability to adapt to changing conditions and make value-based
decisions. At the same time, identity perception can guide individuals in understanding
themselves and clarifying their goals during their career journey. However, how these elements
shape individuals' careers and affect their self-management skills has not been sufficiently
explored. This research aims to contribute to developing innovative strategies at both the
individual and organizational levels by examining how self-management skills in individuals'
protean career attitudes are influenced by fundamental factors such as identity perception,
boundaryless career, and psychological flexibility.

1.1. Protean Career

A “protean career” refers to individuals managing their careers by making flexible
transitions between different sectors, job roles, and working models (Soner et al., 2024). First
defined by Hall (1998), this concept allows individuals to shape their careers in line with their
skills, values, and interests. At the core of this career model are the concepts of “self-
management” and “acting in accordance with one's values,” enabling individuals to manage
their careers independently of the organization (Briscoe and Hall, 2006; Volmer and Spurk,
2011). In today's uncertain and rapidly changing business world, individuals must achieve job
and life satisfaction in line with their values (Sullivan and Baruch, 2009; Greenhaus and Powell,
2006). A protean career prioritizes the individual's internal sources of motivation (such as job
satisfaction and development) while reducing dependence on external success criteria (Segers
et al., 2008; Grimland et al., 2012) and provides security while meeting the individual's growth
needs (Hall, 2004; Waters et al., 2014). According to the protean career approach, the
responsibility for learning and developing skills lies with the individual (Soner, 2024). As can be
seen, in this context, the concept of a protean career is an important element for lifelong career
development. Considering that career development continues throughout life, individuals'
ability to flexibly create options for themselves and pursue careers appropriate to their values
and competencies is a continuous cycle. Indeed, Super (1957) demonstrated in his lifelong life-
span theory that individuals' career development continues throughout their entire lives and
that career development can be supported throughout life with effective and functional
developmental interventions (Niles and Harris-Bowlsbey, 2017).

“Self-management” refers to individuals independently setting goals and achieving
them within a protean career model (Hall, 2004). Hall and Moss (1998) emphasize that this
model encourages individuals to manage their careers according to their values. Briscoe and Hall
(2006) define self-management as one of the fundamental dimensions of a protean career,
enabling individuals to determine their career path according to their values and priorities.
Individuals with high self-management skills can increase job satisfaction and success by gaining
career flexibility (Segers et al., 2008). Waters and Moore (2002) note that this skill enables
individuals to achieve their career goals with sustainable motivation. Lent and Brown (2013)
highlight the importance of personal competencies such as self-efficacy and goal setting. In
conclusion, self-management emerges as an important resource that enables individuals to
build flexible, value-oriented, and proactive careers.

Research on the protean career approach shows that this model positively affects
individuals' job satisfaction and career success. For example, Volmer and Spurk (2011) found
that individuals with a protean career attitude have higher job and life satisfaction. It is
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emphasized that managing one's career in line with one's values positively affects motivation
and self-esteem (Grimland et al., 2012). Additionally, studies conducted on individuals who have
experienced job loss indicate that a protean career approach enables individuals to cope more
effectively with such challenges (Eby and Buch, 1995; Gubler et al., 2014). These individuals
found opportunities to assess themselves and make new plans during their period of
unemployment. However, Kanfer et al. (2001) noted that unemployment can lead to a loss of
self-esteem in some individuals, which can have negative effects in the absence of individual
values and job autonomy. Briscoe and Hall (2006) stated that a protean career approach helps
individuals adapt to the uncertain nature of the workplace, thereby contributing to increased
career success. SOner et al. (2024) concluded in their study with education managers that
boundaryless and protean careers significantly explain the subjective career success of
education managers. Kale and Giinel (2022) found in their study with tourist guides that acting
according to the values of a protean career has a negative and significant effect on career
commitment, while the sub-dimension of self-management has a positive and significant effect
on career commitment.

1.2.Boundaryless Career

The boundaryless career has emerged in the modern business world as an approach
based on individual competencies and continuous learning that transcends boundaries (Soner
et al., 2024). The literature defines it as a series of job opportunities in which the individual is
not limited to a single organization or position (Arthur and Rousseau, 1994; DeFillippi and
Arthur, 1994). The concept of “boundary” here refers to the ability of individuals to freely shape
their career paths without being limited to a fixed profession, position, or organization. Today,
employees evaluate different career opportunities rather than being restricted to a single
organization or position. Arthur and Rousseau (2001) detail the concept of the boundless career
with six main elements: 1. The ability of employees to move beyond the boundaries of different
employers (e.g., labor mobility in Silicon Valley), 2. Being marketable and valid outside the
current organization (e.g., academia), 3. Continuity of external connections and information
sources, 4. Breaking traditional hierarchy and career development patterns, 5. Rejecting career
opportunities for personal or family reasons, 6. Developing a perception of a boundaryless
future despite structural constraints. Sullivan and Arthur (2006) define a boundaryless career in
two dimensions: physical mobility and psychological mobility. Physical mobility refers to an
individual making concrete changes in their career by transitioning to different jobs or sectors.
Psychological mobility, conversely, refers to an individual's perception of their capacity to make
such transitions. Individuals desire richness and diversity in their work environment and trust in
their ability to make these transitions (Sullivan and Arthur, 2006). Employees can demonstrate
psychological mobility without physically leaving their workplace. The boundaryless career
stands out from the traditional career with its shorter duration, uncertainty, and variability, and
includes flexible models such as project-based, part-time, or freelance work. Individuals can
choose these flexible models by stepping outside the traditional career structure. While a
limitless career may be a choice for some individuals, it may become a necessity for others due
to challenging factors such as job loss or position changes (Sullivan, 1999). Employees
sometimes take a break from their careers or turn to project-based work because they are
forced to do so. Research shows that women change jobs more often (Valcour and Tolbert,
2003), take breaks from their careers (Cabrera, 2007), and reduce their working hours (Bianchi,
Robinson, and Milkie, 2006; Mainiero and Sullivan, 2005), that part-time workers are
predominantly women and therefore have interrupted/fragmented careers (Biemann, Zacher,
and Feldman, 2012). This situation reveals that women are more active than men in the physical
mobility dimension of boundaryless careers. Similarly, in the domestic literature, Ozgelik (2017)
examined the barriers to women's career development and found that women are relatively
underrepresented in the workforce, hold fewer managerial positions and technical jobs, and
face the glass ceiling barrier. In their study examining the barriers to career development for
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female teachers, Inandi and others (2009) found that female teachers face more challenges in
their career development due to family reasons (childcare, home life, etc.).

1.3.Perception of Identity

Identity development is a variable and dynamic process shaped by an individual's
interaction with their social environment. Using a psychoanalytic approach, Erikson stated that
a sense of identity is a fundamental requirement of human nature and that adolescents
experience identity formation or role confusion conflicts during adolescence (Erikson, 1956).
Individuals decide who they are and how to direct their lives during this process. However, those
who fail to develop a consistent identity risk becoming isolated from society or overly identifying
with their social identity (Marcia, 1966). Marcia expanded on Erikson's theory, arguing that self-
discovery and forming a healthy identity are developmentally inevitable (Marcia, 1966). Identity
is a meaningful connection between the individual and their environment, providing continuity
between the past, present, and future (Rutherford, 1998; Dubar, 1991). Identity development is
shaped by the insights gained through lifelong learning and experience and is open to change
(Bilgin, 2007; Santrock, 2015). While Fromm defines identity as an existential need, Mead states
that the individual meets this need by looking at themselves from the outside through social
relationships (Fromm, 1995; Strauss, 1962). Similarly, Rollo May states that constructing identity
requires a meaningful effort to prevent the individual from becoming alienated from themselves
(May, 1983). Bauman evaluates identity as an escape from uncertainty and draws attention to
the individual's need to define themselves and their boundaries (Bauman, 1998). Turner (2019)
and Jenkins (2014) argue that identity reflects an individual's social affiliations but is constantly
renewed as social structures change. Schwartz (2006) and Giddens (1991) emphasize that
identity is a dynamic process shaped by an individual's life story and social context. Therefore,
identity is not a fixed structure but a phenomenon shaped by the individual's social categories,
cultural values, and life story and constantly changing (Giddens, 1991; Jenkins, 2014;
Karaduman, 2010; Schwartz, 2006). Identity development is shaped as a dynamic process
through interaction with the individual's social environment and continuously changes
throughout life. This process involves the individual redefining their social affiliations and
personal identity by establishing meaningful connections between the past, present, and future.

1.4. Psychological Flexibility

Psychological flexibility is an individual's ability to adapt to internal and external
conditions and change or maintain their behavior in line with their values (Hayes et al., 2011;
Luoma, Hayes, & Walser, 2010). Developed in the context of Acceptance and Commitment
Therapy (ACT), this concept involves the individual accepting their experiences with attention
and openness, connecting with the present moment without being stuck in the past or future,
and engaging in actions consistent with their values (Hayes et al., 2006; Harris, 2016). The six
core dimensions of psychological flexibility are acceptance, cognitive defusion, flexible
engagement with the present moment, observing self, values, and value-oriented actions
(Luoma, Hayes, & Walser, 2010; Kul & Tiirk, 2020). These sub-dimensions enable individuals to
restructure their mental resources, develop functional coping strategies for challenges, and
improve their quality of life (Kashdan and Jonathan, 2010; Toprak et al., 2020). Psychological
flexibility enables individuals to accept challenging life experiences rather than trying to change
them, directing them toward their values, and it is stated that this process has positive effects
on mental health (Harris, 2016; Gaukroger, 2018; Soner and Pirim, 2022). Individuals with high
psychological flexibility exhibit less experiential avoidance in the face of stress, experience less
chronic pain and depression, and have better physical and psychological health (Berghoff et al.,
2018; Hayes et al., 2006; Rocke and Brose, 2013). Low levels of psychological flexibility, defined
as psychological rigidity, are associated with clinical conditions such as depression, anxiety
disorders, and psychosis (Yavuz et al., 2015). Furthermore, psychological flexibility has been
found to have a positive relationship with well-being and meaningful life, with these individuals
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deriving greater satisfaction from life and having a higher quality of life (Bluett et al., 2014;
Francisa et al., 2016; Karakus, 2020). Psychological flexibility refers to an individual's ability to
adapt to changing conditions, accept experiences, and take decisive steps in line with their
values. This ability enhances an individual's ability to cope with difficulties, thereby supporting
mental health and enabling them to derive greater meaning and satisfaction from life.

1.5. Present Study

In today's business world, uncertainty and change have made it imperative for
individuals to manage their careers effectively. Versatile and boundaryless career models allow
individuals to create flexible transitions between different sectors and roles and to manage their
careers independently in line with their values. However, the lack of internal factors such as
identity perception, boundaryless career attitudes, and psychological flexibility can cause
individuals to experience difficulties in their self-management skills. Psychological flexibility
enables individuals to make value-oriented decisions by connecting with their inner selves in the
face of difficulties. At the same time, identity perception guides individuals in determining their
career goals by recognizing themselves. However, there is limited research on how these
elements interact. This study examines factors such as identity perception, boundaryless career
attitudes, and psychological flexibility that affect individuals' career self-management skills. The
findings will contribute to individual career counseling and organizations seeking to develop
effective strategies in the changing business world. Based on this, the research questions have
been determined as follows:

1. Is there a meaningful relationship between adult individuals' protean careers,
boundaryless careers, identity perceptions, and psychological flexibility?

2. Are adult individuals' protean career attitudes meaningfully predicted by self-
management identity perception, boundaryless career, and psychological flexibility?

2. Method
2.1. Research Design

The research was conducted using quantitative research methods. The research used a
correlational model to examine the relationships between adult individuals' boundaryless and
protean career attitudes, identity perceptions, and psychological flexibility levels. Research
conducted to determine the relationships between two or more variables and to obtain
information about the cause of the result is called correlational research (Blyukoztiirk et al.,
2016).

2.2. Sample/Research Group

This study includes a sample of 393 adults (237 women, 156 men, M age = 36.09 years,
SD = 14.49) aged between 18 and 61 who are actively engaged in working life. The other
demographic characteristics of the participants are presented in Table 1. To ensure the principle
of voluntariness, the process was conducted with participants who agreed to participate in the
study, and based on this, an appropriate sampling method was selected from among the types
of sampling. In the appropriate sampling method, participants are selected from individuals who
are easy to reach, suitable for the research, and willing to participate in the study (Blylikoztirk
et al., 2016).
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Table 1.
Demographic Characteristics of Participants
f %
Gender
Woman 237 60,3
Man 156 39,7
Number of Children
No Children 193 49,1
1 Child 30 7,6
2 Children 78 19,8
3 Children 57 14,5
4 Children 16 4,1
5 Children 13 3,3
6 Children 5 1,3
7 Children 1 0,3
Educational Status
Literate 7 1,8
Elementary School 38 9,7
Middle School 22 5,6
High School 48 12,2
Associate Degree 51 13
Graduate 197 50,1
Post Graduate 30 7,6

2.3. Data Collection Tools

2.3.1. Boundaryless and Protean Career Scale. The Turkish adaptation of the scale developed
by Briscoe et al. (2006) was carried out by Kale and Ozer (2012). The scale measures
multidimensional and boundaryless career attitudes separately. The protean career attitudes
scale consists of 11 statements and is a five-point Likert scale (1: never, 5: always). The reliability
coefficient of the protean career scale was found to be .84. The boundaryless career attitudes
scale consists of 12 statements and is a five-point Likert-type scale. The reliability coefficient of
the boundaryless career scale was found to be .82. The Kaiser-Meyer-Olkin (KMO) value was
found to be 80% for “protean career” and 79% for “boundaryless career.” In addition, it was
observed that the goodness-of-fit index values were not examined during the development
phase of the measurement tool. In this study, the coefficient of the protean career attitudes
scale was found to be .85, while the reliability coefficient of the boundaryless career attitudes
scale was .82.

2.3.2. Perception of Identity Scale. The scale was developed by Olgek, Ersanli, and Sanh (2015)
to assess individuals' perceptions of identity. It consists of two factors, positive identity
perception and negative identity perception, and 19 items. The scale is a Likert-type measure
rated from 1 (“Strongly Disagree”) to 5 (“Strongly Agree”). The item-total correlation values of
the scale range from 0.543 to 0.685. The goodness-of-fit indices of the scale are as follows: x2/df
= 1.559, p < .05, CFl = .91, GFI = .91, RMSEA = .047, AGFI = .89, SRMR = .056. The reliability
analysis results for the factors of negative and positive identity perceptions were found to be
.87 and .86, respectively. This study calculated the reliability coefficients as .81 for negative
identity perception and .81 for positive identity perception.

2.3.4. Psychological Flexibility Scale. The scale developed by Francis et al. (2016) was adapted
into Turkish by Karakus and Akbay (2020). The scale consists of a total of 28 items and five
subdimensions. The sub-dimensions can be listed as follows: values and value-oriented
behavior, being in the moment, acceptance, contextual self, and differentiation. In the seven-
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point Likert-type scale, 11 items are reverse-coded. High scores indicate a high level of
psychological flexibility. The reliability coefficient of the scale was calculated as .79. However, it
was observed that the goodness-of-fit index values were not examined during the development
phase of the measurement tool. In this study, the reliability coefficient of the scale was found
to be .87.

2.4. Data Analyses

The data were examined in terms of missing values, outliers, normality, and
multicollinearity, and were found to be suitable for parametric tests. The data were reviewed
for coding errors, and the scales of participants who left the forms blank were excluded from
the evaluation. In the outlier analysis, the Mahalonobis distance value was examined. The VIF
and tolerance values were examined for multicollinearity in the final stage. These values are
presented in Table 2. In the literature, it is stated that if the VIF value is equal to or greater than
10 (Birkez and Dodge, 1993; cited in Vupa and Girinli Alma, 2008) and the tolerance value is
less than .10, there is a significant multicollinearity problem. No multicollinearity was found
between the variables. As a result of the examinations, analyses were conducted using 393 data
points that met the necessary assumptions for analysis. A correlation analysis was performed
using the SPSS 29.0 program to examine the relationship between the variables. JAMOVi was
used to find the values of the confidence intervals at the lower and upper limits of 95%, and
JASP was used to describe the relationship through network analysis.

Table 2.

Descriptive Values

Variables Skewness Kurtosis Durbin- Coolcs Mahalanobis
Watson  pjin, Max. Min. Max.
1-Positive Identity -0,542 0,305
2- Negative Identity 0,305 -0,395
3-Self-Management -0,606 -0,183
4- Psychological Mobility -0,251  -0,347 1900 .000 .054 .046 27.613
5- Physical Activity -0,497 0,464

6- Psychological Flexibility

Total -0,257 1,233

3. Results

The correlations between the subdimensions of identity perception, protean and
boundaryless career attitudes, and psychological flexibility variables were examined using
Pearson's moment correlation coefficient, and the results are presented in Table 3.

Table 3.

Pearson's Moment Correlation Coefficients Between Variables

Confidence

Intervals
Variables 1 2 3 4 5 6 7
95% Cl 95% ClI

Upper Lower
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1. Self-management -

2. Negative Identity - 19** - -.093 -.284
3. Positive Identity 36**  39%* - 444 -.307
4. Acting according to - oo e zerx 618 .480
values

5. Psychological mobility 31%* .05  .28%* 28%* - 401 222
6. Physical activity .18** .02 .16** [ 23** 25%* . .275 .084
7. Psychological flexibility 5. o0 g6 11+ -05 02 - -025 -022

total

*p<.05, **p<.001

As shown in Table 3, when examining the relationships between self-management and
other variables, a negative, significant relationship was found between self-management and
negative identity (r = -.19, p < .01, 95% Cl [-.284, -.093]). This indicates that their negative self-
identity decreases as an individual's self-management skills increase. In contrast, a positive,
significant relationship was found between positive self-identity and self-management (r = .36,
p < .01, 95% CI [.259, .412]), meaning that individuals with strong self-management skills are
more likely to develop a positive self-identity. A strong positive relationship was found between
self-management and acting according to values (r = .55, p < .01, 95% ClI [.480, .618]), indicating
that individuals who can manage themselves act in a manner more aligned with their values. A
significant positive relationship was found between self-management and psychological
flexibility (r = .31, p < .01, 95% CI [.222, .401]), suggesting that individuals who can manage
themselves may be more psychologically flexible and adaptable. Similarly, a positive relationship
was found between self-regulation and physical mobility (r = .18, p < .05, 95% Cl [.084, .275]),
suggesting that individuals with high self-regulation skills may be more physically active. Finally,
a negative but non-significant relationship was found between self-management and total
psychological flexibility score (r=-.12, p >.05, 95% Cl [-.025, -.022]), indicating that psychological
flexibility does not have a clear connection with self-management. These findings generally
reveal that an individual's self-regulation skills are significantly related to various psychosocial
factors such as identity perception, commitment to values, mobility, and flexibility.

This study used network analysis to visualize and interpret the relationships between
variables more clearly. Network analysis effectively helps identify which factors support or
hinder each other by revealing the connections between variables. In the analysis, positive
correlations are shown with blue lines, while negative correlations with red lines clarify the
interactions between variables. Additionally, variables in central positions were identified, and
their effects on other variables were analyzed. This approach provides an important tool for
evaluating the validity of theoretical models and better understanding the dynamics between
variables. The findings may guide the development of more effective strategies in career
counseling, education, and policy development. The JASP program was used in the analysis
process, and the results are presented in Figure 1.
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Figure 1.

Network Analysis

Maximum\Q

Note: NI: Negative identity; Pl: Positive identity; SM: Self-management; AAV: Acting according
to values; PSM: Psychological mobility; PHM: Physical mobility; PFT: Psychological flexibility Total

Figure 1 shows a network analysis model that visualizes the relationships between
variables. Network analysis was used to clarify the connections between variables and
understand their interactions. In the figure, blue lines represent positive correlations, while red
lines represent negative correlations. The thickness of the lines indicates the magnitude of the
correlation coefficients. The analysis results show that the Self-Management (SM) variable is
one of the central nodes of the network. SM and Acting According to Values (AAV) correlate
strongly. This relationship supports the idea that individuals with high self-regulation skills tend
to make decisions based on their values. A significant and positive relationship was also
observed between Positive Identity (Pl) and SM, suggesting that individuals with high self-
management skills may have a stronger sense of identity. However, a significant and negative
correlation was found between SM and Negative Identity (NI). Thus, low self-regulation skills
may increase the likelihood of individuals defining themselves with a negative identity
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perception. Additionally, the variables Psychological Mobility (PSM) and Physical Mobility (PHM)
have significant connections in the network, and these variables are positively related to both
SM and AAV. Finally, the Psychological Flexibility (PFT) variable shows weaker connections as an
environmental node. The negative correlation between NI and PFT is noteworthy, suggesting
that negative self-perception may inhibit psychological flexibility.

The results of the multiple regression analysis regarding the prediction of self-
management style in multidimensional career attitudes based on positive identity perception,
psychological mobility, and physical mobility variables are presented in Table 4.

Table 4.

Multiple Regression Analysis Results Related to Self-Management Indicators

Model B SEg 6 t P Tolerance VIF
Positive 17 .03 .25 4.90 .00** 77 1.30
Identity

Negative -.04 .02 .07 -1.5 12 .84 1.18
Identity

Psychological .15 .03 21 4.4 .00** .87 1.14
mobility

Physical .08 .04 .08 1.7 .08 .92 1.08
activity

**p<.01,*p<.05, R=.43, F=29.39, R?= .19, Adjusted R?=.18

As shown in Table 4, when the results of the multiple regression analysis conducted to
determine the predictors of self-management in employees were examined, it was found that
positive identity perception (f=.25, p<.01) and psychological mobility (=.21, p<.01) significantly
explained the self-management style. On the other hand, it was concluded that physical mobility
(B=.05, p>.05) and negative self-perception (B=.07, p>.05) did not significantly predict self-
management style. As a result, it was determined that positive self-perception and psychological
mobility significantly explained 18% of employees' self-management.

4, Discussion, Conclusions, and Recommendations

This study used a correlational model to examine the relationships between adult
individuals' boundaryless and protean career attitudes, identity perceptions, and psychological
flexibility levels. The study's results revealed a positive relationship between self-management,
one of the protean career sub-dimensions, and positive identity, and a negative relationship
between self-management and negative identity. Furthermore, it was found that positive
identity perception was a significant predictor of self-management, while negative identity
perception was not a significant predictor. When reviewing studies in the literature, Tarhan's
(2019) study found that positive identity traits such as extraversion, agreeableness, self-
discipline, and openness to experience, and the multidimensional career subdimensions, while
neuroticism, a negative identity trait, was found to have a negative relationship with self-
management, supporting the research findings. Similarly, the studies conducted by Hirschi,
Niles, and Akos (2011) and Martincin and Stead (2015) found a negative relationship between
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neuroticism and protean career attitudes and subdimensions, which supports the research
findings. Ibarra's (2003) view that identities develop through learning by doing demonstrates
that these relationships are important in developing individuals' management skills. Hayes and
Smith (2005) and Hoare et al. (2012) state that self-management skills inspire more practical
innovations and commitment approaches in line with the individual's identity perception. On
the other hand, Luken and De Folter (2019) present a framework supporting that identity
perception, especially positive identity perception, significantly affects individuals' self-
management skills. The fact that negative identity perception is not a meaningful predictor of
self-management suggests that this process is based more on positive identity construction and
that developing a positive identity perception plays a critical role in self-management skills.

This study found a positive and significant relationship between self-management, one
of the multidimensional career sub-dimensions, and psychological and physical mobility. It was
found that psychological mobility is a significant predictor of self-management, but physical
mobility is not a significant predictor. When the studies in the literature are examined, the
finding of a positive and significant relationship between self-management and psychological
and physiological mobility supports the research findings (Kale and Giinel, 2022; Ozer and Kale,
2020; Tarhan Over and Ersoy Kart, 2021; Volmer and Spurk, 2011; Wiernik and Kostal, 2019).
The same research findings reveal a positive and significant relationship between self-
management and psychological mobility, but physical mobility is not a significant predictor in
this context. Hall (2002) states that variable career orientation increases individuals'
psychological flexibility and develops their self-management skills. Additionally, Briscoe and Hall
(2006) emphasized that individuals' psychological mobility tendencies are directly related to
their ability to manage career decisions independently. Still, external factors such as physical
mobility play a more limited role in this process. This situation explains that individuals use
psychological mobility as an internal dynamic to gain more active control over their careers. Still,
physical mobility remains more dependent on environmental factors in this process.

The study results reveal that the relationships between individuals' identity perceptions,
multidimensional career attitudes, and psychological flexibility levels have a complex and
multidimensional structure. It was found that positive identity perceptions significantly predict
individuals' self-management skills, whereas negative identity perceptions have no significant
effect in this context. This finding shows that building positive identity perceptions is critical in
developing career management skills. Furthermore, while a positive relationship was found
between psychological mobility and self-management, physical mobility was determined to
have no significant predictive effect. This finding shows that factors such as psychological
flexibility and internal motivation are more effective than external factors in the career journeys
of adult individuals. In conclusion, focusing on strategies to enhance individuals' positive identity
perceptions and psychological mobility offers an effective approach to improving career
management skills. In this context, supporting individuals' self-management skills can enable
them to achieve more sustainable success in their personal and professional lives.

Based on the research findings, various recommendations can be made to support the
relationships between individuals' identity perceptions, psychological mobility, and self-
management skills. First, educational programs can be organized to increase individuals' self-
awareness and develop a positive identity perception. These programs should include self-
assessment tools and guidance content to help individuals identify their strengths and manage
their negative identity traits. To support psychological mobility skills, workshops and group
therapies can be offered to help individuals adapt to changing conditions. These activities can
contribute to individuals' flexibility, enabling them to make more effective decisions in uncertain
situations. In addition, mentoring programs can be implemented to strengthen individuals'
career management skills. These programs can enable experienced individuals to guide young
employees, particularly in managing their careers. Practices supporting self-management skills
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development should be encouraged in educational and work environments. For example,
training modules can be designed to help individuals develop skills such as time management,
goal setting, and self-discipline. Finally, it is recommended that social support systems be
developed to support individuals' psychological mobility and positive identity perception.
Encouraging individuals and providing positive feedback from family, friends, and colleagues
during this process can lead to more successful outcomes in career management. Such
strategies can contribute to individuals achieving more satisfying and sustainable success in their
personal and professional lives.
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