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ABSTRACT

The increasing potential of higher education to find a good job in recent years
directs millions of young people to these institutions every day. This increases
the role of higher education in the career development of many individuals
who plan for their future. In this context, this study aims to examine the
structural relationships between career engagement, personal responsibility,
and academic motivation in university students. The study was conducted with
a total of 714 university students aged between 17 and 25 (M= 21; SD= 4.09),
61.1% female (n=436) and 38.9% male (n=278). The data of the study were
collected through the Career Engagement Scale (CAS), Personal Responsibility
Scale (PRS), and Academic Motivation Scale (AMS). In the study, a significant
positive relationship was found between personal responsibility and intrinsic
and extrinsic motivation, and a significant negative relationship was found
with amotivation. In addition, career engagement was found to be positively
correlated with intrinsic and extrinsic motivation as well as personal
responsibility and negatively correlated with amotivation. In addition,
personal responsibility was found to have an indirect relationship with career
engagement through intrinsic motivation and amotivation. It is thought that
these findings will enrich the existing knowledge about the career development
of university students and reveal which variables should be paid attention to
by experts in career development practices.
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Introduction

Although there are different job opportunities, higher education is recognized as the most important
initiative that facilitates finding a good job (Kennet et al., 2011; Kretovics & Lara, 2015). For this
reason, the role of higher education in career development is felt more and more every year. This
leads many individuals who plan for their future to university (Krumboltz, 2015). Currently,
especially in Turkey, many young adults tend to continue their education at universities. In fact, this
number is increasing every year, and in 2023, the total number of associate and undergraduate
students reached 6,401,149 (YOK, 2023). These students expect to find a suitable job during and after
their education. However, it should not be forgotten that career development is non-linear (Rastgar
et al., 2014). Therefore, university students need to be proactive in managing their careers. One of
these behaviors is career engagement.

Career engagement refers to explicit and specific career behaviors that enhance an individual's
career development (Hirschi et al., 2014). In addition, in the related literature, career engagement is
defined as the level of enthusiasm, engagement, and satisfaction that individuals experience in
relation to their work and career. This engagement helps students to clarify their goals and
aspirations. In this way, when students commit themselves to a particular career path, they can focus
their efforts on acquiring the skills, knowledge, and experiences necessary to succeed in that field
(McWhirter, 1992). Employers also value candidates who show such engagement and passion for
their chosen field. Students who display career engagement are more attractive to potential
employers.

Because they are perceived as focused and committed individuals who are likely to be successful in
their roles (Russell & Brannan, 2016). In addition, students with this characteristic are more willing
to build networks and seek mentoring opportunities in their chosen sector (Renuga & Ezhilan, 2014).
Establishing relationships with professionals in the field and participating in relevant events and
activities can provide students with significant benefits in career development. In addition,
engagement in a meaningful career path can contribute to students' personal development and
fulfillment. Individuals who pursue a career that is compatible with their values, interests, and
strengths are more likely to experience a sense of fulfillment in their professional lives (Tannenbaum
etal., 1991).

Considering these situations, it can be said that career engagement helps students to clarify their
goals and aspirations. It guides their decisions about their academic endeavors and extracurricular
activities by giving them a sense of direction and purpose. This view was emphasized by Hirschi et
al. (2014), who reported that being committed to one's career encourages students to engage in
proactive career planning and preparation. These preparations include participating in internships
aligned with career goals, creating research opportunities, and seeking extracurricular activities.

However, the fact that the level of career engagement is lower in some individuals while it is higher
in others reveals that this concept is related to various variables (Kim et al., 2014). When the literature
is examined, it is seen that career engagement is associated with many different variables such as
narcissism, career success, professional self-efficacy (Hirschi et al., 2014), cognitive and cultural
intelligence, life satisfaction (Le et al., 2018), personality (Mcllveen & Perera, 2016) and
metacognitive awareness (Tuononen et al,, 2024). In addition, considering the effect of personal

1398



Oguzhan Celik

responsibility on individuals' career choices and development (Eren, 2017), it can be said that
another concept that career engagement may be related to is personal responsibility.

Due to changes in the nature of careers over the last three decades, people are becoming increasingly
responsible for the successful management of their careers (Hall, 2002). In this sense, taking personal
responsibility means accepting one's actions and their consequences. When individuals hold
themselves responsible for their choices, they are more likely to invest time and effort in their career
development as they understand the direct impact of their decisions on their professional success
(Parker & Stiehl, 2005). Individuals who exhibit personal responsibility tend to take a proactive
approach to their careers (Kalafat, 2014). This means actively seeking ways to improve their skills,
expand their knowledge, and pursue opportunities for advancement rather than waiting for
opportunities to present themselves. Moreover, personal responsibility promotes adaptability and
resilience in the face of difficulties or setbacks (Seibert et al., 2016). In other words, it increases the
courage to take responsibility for finding solutions and learning from experiences rather than
blaming external factors. This can be expected to reduce complexity in career development.

Individuals who take personal responsibility for their career development are more likely to seek
learning opportunities through formal education, vocational training, or self-directed learning to
stay up-to-date in their field (Collins, 2009). In addition, individuals who adopt personal
responsibility generally experience more satisfaction and fulfillment in their careers. They are more
likely to find meaning and purpose in their work because they are in control of their career journey
and actively pursue their goals (Botti & McGill, 2006), which is expected to lead to higher levels of
career engagement and job satisfaction. It is known that when students are committed to their
chosen career path, they are more motivated to succeed academically. The reverse of this
relationship can also be considered. In other words, as the motivation level of students increases,
their level of engagement in their careers may also increase (Siyahtas et al., 2023). Considering that
effort and willingness to work hard can strengthen the engagement to achieving career goals, it can
be thought that motivation and career engagement will be related.

Luthans (2012) defined motivation as a process that starts with a physiological or psychological
deficiency or need and activates a behavior or impulse toward a goal or incentive. From this
perspective, it can be said that motivation is the underlying cause of human behavior (Guay et al.,
2010). Bakar (2014) explained the academic dimension of motivation and stated that it is the process
that triggers students to choose learning tasks, the time and effort they devote to these tasks, their
persistence in learning tasks, and coping with the obstacles they encounter in the learning process.

Deci and Ryan (1985) divided this concept, which is closely related to human behavior, into three
specific types: intrinsic motivation, extrinsic motivation, and amotivation. Intrinsic motivation refers
to a will consistent with pleasure, personal benefit, or personal values, as opposed to acting because
of rewards or social pressure or to avoid guilt (Ryan & Deci, 2017). Extrinsic motivation is formed
by factors such as both getting rewarded or getting rid of punishment and the need for approval,
shame avoidance and conditional self-esteem (Deci & Ryan, 2008). Extrinsic motivation arises when
an activity is perceived to be necessary to achieve a desired outcome. Amotivation, on the other
hand, is the lack of intention or urge to continue an activity because the person does not value the
activity, feels inadequate, or thinks that he/she cannot achieve the desired result (Ryan & Deci, 2000).
These types of motivation are believed to develop from amotivation to extrinsic motivation and then
to intrinsic motivation (Deci & Ryan, 2000). According to this belief, a person is first unmotivated,
then learns to be extrinsically motivated, and then discovers intrinsic motivation and starts to put
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forth a will consistent with pleasure, personal benefit, or personal values.

It is stated that people have an innate arousal and learning motivation (Deci & Ryan, 1985). This
innate motivation undergoes changes during the life process, especially during adolescence; these
underlying natural motives for learning constitute one of the strengths of individuals after
adolescence. According to Yeager et al. (2017), adolescents who are naturally motivated to learn tend
to find out what is important for gaining status (extrinsic motivation) in the learning environment
and are motivated to learn various skills for this purpose. They can focus their attention on learning
which behaviors will lead to status. Subsequently, these behaviors become routine and turn into
intrinsic motivation, that is to say, to show a will consistent with pleasure, personal benefit, or
personal values. From this point of view, it can be said that although an individual's academic
motivation for learning is initially extrinsic, it follows a path toward intrinsic motivation over time.

In this respect, it can be considered that motivation and its types may be related to both personal
responsibility and career engagement. Students with high motivation show more engagement in
their chosen careers (Siyahtas et al., 2023). Increased motivation provides a sense of purpose and
direction, fuelling determination to achieve career goals despite obstacles and increasing
engagement in these goals (Hirschi et al., 2013). Motivation serves career engagement by increasing
the tendency to perform better academically. In fact, it has been determined that students with high
academic motivation have higher levels of career engagement (An, 2015). This shows that students
who are interested in their studies, actively participate in the lessons, and strive to do better are more
committed to their careers and take action for this purpose.

When the relationship between personal responsibility and motivation is analyzed, it is seen that
there is a positive relationship between these variables. Many studies have shown that individuals
with higher levels of personal responsibility have more intrinsic motivation and are more committed
to their work or studies (Arnania-Kepuladze, 2010; Weaver, 2013). In addition, in a study on
perceptions of personal and social responsibility in physical education classes, it was found that
participants with higher levels of personal responsibility were more likely to enjoy physical
education and be intrinsically motivated to participate (Li et al., 2008). In addition, another study
conducted on high school students showed that personal responsibility is an important predictor of
academic motivation level (Bodur & Aktan, 2021). Manzano-Sanchez et al. (2021) agreed with this
view and stated that personal responsibility and academic motivation are related concepts. These
findings suggest that individuals with a strong sense of personal responsibility tend to be more
intrinsically motivated, although not always directly or causally.

In this context, it can be said that encouraging personal responsibility can contribute to increased
motivation and performance. In addition to career development theories, career counselors also
emphasize that preparation for the transition to work is a critical career stage. This process mostly
coincides with the university education period. Super (1990) states that career studies conducted on
university students play an important role in solving many problems that may be experienced in
this critical period. Career development theories and research generally do not distinguish between
specific behaviors while advocating the importance of proactivity in career development (De Vos et
al., 2009; Strauss et al., 2012). Therefore, researchers and career counseling practitioners working in
the field evaluate the degree of active career management at a general level without specifically
addressing the different variables that affect students' career development. This study is expected
to enrich the existing knowledge on career development by explaining concepts such as personal
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responsibility and academic motivation related to career engagement, which have an important
place in students' career development. In addition, it draws attention to different variables related
to career engagement that can be used in future research. In addition, it reveals which variables
should be paid attention to by experts in career development practices. In particular, revealing the
variables related to career engagement provides new information about the variables that are
effective in the transition to work, work, and post-work processes.

In general, this study aims to contribute to the elucidation of the mechanisms underlying the career
development process in university students by revealing the complex interaction between career
engagement and individual factors such as personal responsibility and academic motivation. In line
with this general aim, the present study aims to examine the structural relationships between career
engagement, personal responsibility, and academic motivation through the hypothetical model
shown in Figure 1. According to this model, it is suggested that personal responsibility will increase
the level of career engagement in university students by increasing the level of academic motivation.

Figure 1
The Tested Structural Model

PR= Personal Responsibility, IM= Intrinsic Motivation, EM= Extrinsic Motivation, AM= Amotivation, CE=
Career Engagement.

Method

Participants

This study was conducted with the permission of Erzincan Binali Yildirim University Educational
Sciences Ethics Committee with the number E-88012460-050.04-363044 and date 06.06.2024. A total
of 835 university students were recruited for the study through convenience sampling. A ‘control
question” with the warning ‘If you are reading this question, code 3" was used to collect the
measurements, and 121 participants who did not give the correct answer were excluded from the
study. As a result, the final sample consisted of 714 participants aged between 17 and 25 (M=21; SD=
4.09). The gender distribution of the sample was 61.1% female (n=436) and 38.9% male (n=278). All
participants were informed about the aims and procedures of the study. In addition, a written
informed consent form was obtained from the participants.

Instruments
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Career Engagement Scale (CAS)

The Career Engagement Scale developed by Hirschi et al. (2014) consists of a single dimension
including 9 items (‘Taking the initiative to achieve my career goals’, ‘Interested in my career
development’). The scale items are in a 5-point Likert type ranging from 1 (Almost Never) to 5 (Very
Often). The high score obtained by the individual from the scale means that he/she performs career
management behaviors proactively. In the Career Engagement Scale (CAS) adapted into Turkish by
Korkmaz et al. (2020), the participants are asked to indicate the behaviors that show the extent to
which they are engaged in career development tasks that they have observed in the last six months.
It was determined that the Cronbach Alpha internal consistency coefficient of the CAS, which was
seen in the Turkish form, consisted of a single dimension and 9 items as in the original scale, was
.88, and the correlation obtained as a result of the test-retest method was moderate and significant
(r = .67, p<.001). In addition, item-total correlations ranged between .49 and .80. In this study,
Cronbach's alpha value of the scale was found to be .88.

Personal Responsibility Scale (PRS)

Personal Responsibility Scale (PRS) was developed by Mergler (2007). The internal consistency
coefficient of the first factor of the PRS, which consists of 30 four-point Likert-type items and two
factors, was calculated as .87, while the internal consistency coefficient of the second factor was
calculated as .79. The scale adapted into Turkish by Yasaroglu et al. (2018) emerged as a three-factor
structure with a total of 11 items. Cronbach alpha value for the first factor, social sensitivity” (‘When
I go somewhere, I prepare the materials I need to take in advance’), was .63, and Chronbach alpha
value for the second factor “awareness’ (‘I am the one who is mainly responsible for my future”’), was
.63, and Cronbach alpha value for the third factor, ‘self-control” (‘"I cannot control my behaviors’),
was .62. In the present study, Cronbach alpha values were .70, .73, .73 and .72 in the above order.

Academic Motivation Scale (AMS)

Academic Motivation Scale (AMS) was developed by Vallerand et al. It consists of 28 items
answering the question “What are your reasons for continuing higher education?’. The AMS includes
items on amotivation (e.g., ‘Once upon a time, I had good reasons to go to university, but now I
wonder if I should go.”), extrinsic regulation (e.g., ‘because with only a high school diploma, I will
not be able to get a high-paying job later on.”), introjected regulation (e.g., ‘to show myself that I am
an intelligent person.”), identified regulation (e.g., ‘because it will help me make a better choice about
my career orientation.”), intrinsic motivation to know (e.g., “because I experience pleasure and
fulfillment when learning new things.”), intrinsic motivation to experience stimulation (e.g., ‘for the
pleasure I experience when I read interesting authors.”), and intrinsic motivation to achieve (e.g., ‘for
the pleasure I experience when I surpass myself in my studies.”). Responses to the items are scaled
from one (indicating no agreement) to seven (indicating full agreement). Each subscale contains four
items. Therefore, subscale scores ranging from 4 to 28 are obtained. A high score on a subscale
indicates a strong endorsement of the relevant academic motivation. Cronbach's alpha values of the
subscales vary between .62 and .86. In the adaptation studies conducted by Karagiiven-Unal (2012),
Cronbach alpha values ranged between .67 and .87. In this study, Cronbach's alpha values ranged
between .60 and .86.

Data Analysis
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Data analysis was carried out in a two-stage process. Firstly, descriptive statistics were calculated.
Then, the structural model was tested to investigate the relationships between the variables of
interest. Statistical analyses were performed using MPlus version 8.4 (Muthén & Muthén, 1998-2017)
and JASP version 0.16.1 (JASP, 2022). Normality was assessed using skewness and kurtosis, and
descriptive statistics and correlation coefficients were calculated for the sample. A structural
equation model (SEM) was then constructed to explore the relationships between the variables of
interest. In SEM, the observed indicators of the latent variables included the subscales of the AMS
assessing intrinsic motivation and extrinsic motivation. Following Anderson and Gerbing's (1988)
two-stage SEM procedure, the measurement model was first tested using confirmatory factor
analysis, and then the structural model was analyzed. Model fit was assessed using CFI (= .90), TLI
(=.90), SRMR (=< .08), and RMSEA (< .08) as recommended by Brown (2015), Kline (2011), and Wen
et al. (2004). In addition, indirect effects were examined using the bootstrapping method with 2000
bootstraps and 95% bias-corrected confidence intervals.

Findings
Descriptive Statistics

Statistical measurements including means, standard deviations, and Cronbach's alpha values of
psychometric tools and correlations between scale scores are given in detail in Table 1.

Table 1
Means, Standard Deviations, Internal Reliability, and Pearson Product-Moment Correlation Coefficient
1 2 3 4 5 6 7 8 9 10 11 12
1. CE -
2.PR ,336™* -
3. AW ,363** |, 766™* -
4.5C ,151% ,651**  ,328* -
5.S5R 184 ,643** 274" 023 -
6. IMK , 398 [, 327** ,365*F ,148** ,167** -
7. IMS ,A465%* [ 327** 354%* 144** | 180** ,787** -
8. IMES A457C 274% 290 115%* | 162** ,786™* ,800** -
9. SEM L3787 228% 322%  147** 119" ,666™* 717 ,679** -
10. IREM ,325%  197** 225%*  157** 032 518 ,701** ,636* ,581**
11. ER ,227° 178* 2017 ,168**  ,004 374" ,480** 378" ,569** ,623**
12. AM -, 327%% - 298** 273" 036 -302** -467** -423** -351** -349* -115** -032 -
Mean 27,86 34,55 12,65 13,30 861 20,39 1924 17,15 1878 16,56 17,38 9,73
Sd 650 420 195 220 440 584 573 600 600 594 494 6,13
Skewness , 152 135 288 -315 -336 -575 -340 -145 -378 -100 -101 1,029
Kurtosis ,2110  ,212 379 -403 -253 -351 -581 -599 -533 -572 -353 264
a ,88 ,72 ,70 ,73 ,73 ,87 ,81 ,81 78 ,76 ,59 ,83

Notes. **=p<.01; CE= Career Engagement, PR= Personal Responsibility; AW= Awareness, SC= Self-Control,
SR= Social Responsiveness, IMK= Intrinsic Motivation to Know, IMS= Intrinsic Motivation to Success, IMES=
Intrinsic Motivation to Experience Stimulation, SEM= Specified Extrinsic Motivation, IREM = Inwardly
Reflected Extrinsic Motivation, ER= External Regulation, AM= Amotivated.

Measurement model

The initial measurement model did not show an acceptable fit to the data (x2(199) = 1057.358, p <
0.001; RMSEA [95% confidence interval] = 0.078 [0.073 - 0.082], p < 0.05; CFI = 0.89; TLI = 0.88 and
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SRMR = 0.052). Covariance was then established between the error terms. The final measurement
model showed an acceptable fit to the data (x2(196) = 739.308, p < 0.001; RMSEA [95% confidence
interval] =0.062 [0.058 - 0.067], p <0.05; CFI1=0.93; TLI = 0.92 and SRMR =0.048). The factor loadings
of each observed indicator variable were statistically significant and ranged from 0.322 to 0.948.
Furthermore, all latent variables exhibited significant correlations with each other (p<.05), and the
standardized correlation coefficients ranged from 0.286 to 0.789.

Structural model

In this study, a structural equation modeling analysis was conducted to investigate the theoretical
relationships between personal responsibility, career engagement, and academic motivation. Model
fit indices showed that the proposed structural model provided a good fit to the data: x2(197) =
766.094; p <.05; RMSEA [90% confidence interval] = 0.064 [0.059 - 0.068] p < .05; CFI = 0.929, TLI =
917, and SRMR =.055. The standardized regression coefficients were excluded from the model since
the relationship between extrinsic motivation and career engagement was not statistically
significant: (3 =-0.016, SE= 0.053, p> .05). Standardized regression coefficients showed that personal
responsibility significantly contributed to intrinsic motivation (3 =0.448, SE=0.062, p<.001), extrinsic
motivation (3 = 0.332, SE= 0.049, p<.01) and amotivation (3 =-0.358, SE= 0.072, p<.01) (Figure 2).

Figure 2

Standardized Maximum Likelihood Estimates of the Structural Model
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CE=Career Engagement, PR=Personal Responsibility; AW= Awareness, SC= Self-Control, SR= Social
Responsiveness, IMK= Intrinsic Motivation to Know, IMS= Intrinsic Motivation to Success, IMES=
Intrinsic Motivation to Experience Stimulation, SEM= Specified Extrinsic Motivation, IREM = Inwardly
Reflected Extrinsic Motivation, ER= External Regulation, AM= Amotivated

Indirect relationships

The structural model showed that the potential indirect relationships between personal
responsibility, intrinsic motivation, and career engagement as well as personal responsibility,
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amotivation and career engagement, were statistically significant, as shown in Table 2. The total
indirect effect of personal responsibility on career engagement was statistically significant (3 =0.258,
SE=0.042, CI=0.176-0.327, p < 0.001). Specifically, personal responsibility has an indirect effect on
career engagement through intrinsic motivation (3 = 0.198, SE=0.035, CI= 0.130-0.266, p < 0.001) and
amotivation ( = 0.060, SE= 0.024, CI= 0.014-0.160, p < 0.05).

Table 2
Indirect Relationships in the Structural Model
Indirect relationships Indirect 95% BC-CI t p
B (SE) [LL, UL]
Total Indirect Impact from PR to CE .258 (.042) [.176, .327] 6.143 .000
PR->IM ->CE .198 (.035) [.130, .266] 5.713 .000
PR>AM->CE .060 (.024) [.014, .160] 2.533 011

Notes. Mediating variables are shown in bold. CE= Career Engagement, PR= Personal Responsibility, IM=
Intrinsic Motivation, AM= Amotivation. B= Standardized regression coefficient; SE= Standard error, BC-Cl=
Bias-corrected confidence intervals. LL and UL indicate the lower and upper limits of a confidence interval,
respectively.

Discussion

In this study, a significant positive relationship was found between personal responsibility and
intrinsic and extrinsic motivation and a significant negative relationship was found with
amotivation. In addition to intrinsic and extrinsic motivation, career engagement has a positive
relationship with personal responsibility and a negative relationship with amotivation. In addition,
in this study, personal responsibility was found to have an indirect relationship with career
engagement through intrinsic motivation and amotivation. This finding indicates that with the
increase in personal responsibility, intrinsic motivation increases, amotivation decreases, and this
increases career engagement.

According to these findings, individuals with high personal responsibility have higher levels of
intrinsic and extrinsic motivation and lower levels of amotivation. The positive relationship between
personal responsibility and motivation has been demonstrated in many studies. In the study
conducted by Manzano-Sanchez et al. (2021) on future academic expectations, it was determined
that individuals with higher levels of personal responsibility had higher intrinsic motivation. In this
study, this situation was explained through responsibility and future academic expectations. It has
been explained that individuals who have expectations for the future care about their responsibilities
in order to meet these expectations and feel an intrinsic desire to do so. Another support for this
finding may be the relationship between personal responsibility and learning. Individuals who are
aware of their personal interests and fulfill their responsibilities related to them have higher
motivation to learn (Messerer et al., 2023). Fulfilling the necessary responsibilities for learning may
not only bring success in that field but also motivate the individual by supporting the desire to learn.
Another view is that individuals with high personal responsibility motivate themselves intrinsically
by engaging in more creative activities (Blaskova, 2014). The findings of the study conducted by
Caceres et al. (2021) with teachers are also in line with the findings of this study. In this study, it was
stated that teachers saw motivation as a continuous process of personal responsibility. In other
words, it can be said that teachers who are aware of their personal responsibility can motivate
themselves better. These findings support the findings of this study by emphasizing the positive
relationship between personal responsibility and motivation.
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Another explanation for the relationship between personal responsibility and motivation may be
that individuals with personal responsibility are more adaptable and resilient in the face of
challenges in their career journey (Welsh, 2014). As this adaptability and resilience make individuals
better equipped to cope with challenges and continue to progress in their careers, they are expected
to be highly motivated (Seibert et al., 2016). Moreover, personal responsibility is known to
encompass ethical behavior and integrity, which are crucial for building a reputable career
(Schlenker et al., 2009). A strong ethical foundation fosters trust and respect in professional
relationships (Rodgers, 2010). Trust and respect increase motivation and provide stability as well as
more significant career opportunities (LaGree et al, 2023). These findings suggest that the
relationship between personal responsibility and motivation is synergistic. Moreover, personal
responsibility seems to increase motivation by encouraging behaviors and attitudes that lead to
professional success and satisfaction.

The finding that personal responsibility has an indirect relationship with career engagement
through intrinsic motivation and amotivation is in line with this idea. Individuals with high personal
responsibility are more likely to be responsible for their work, which directly affects intrinsic
motivation (Lee et al., 2012). High motivation and credibility beliefs increase career engagement
because consistent achievements and recognition lead to deeper investment and engagement in
one's career (Zia-ur-Rehman & Akhtar, 2015). Moreover, when individuals exhibit high levels of
personal responsibility, they are more likely to be intrinsically motivated in their career pursuits.
This intrinsic motivation may stem from a sense of duty, the desire to achieve personal goals, and
the realization of the importance of education for future success (Thomas, 2009).

Responsible individuals are likely to set realistic goals, self-regulate, and persevere in the face of
challenges (Pasha-Zaidi et al., 2019). These behaviors increase intrinsic motivation, which includes
learning motives, interests, and aspirations (Daniela, 2015). Increased intrinsic motivation also plays
an important role in shaping an individual's engagement in their future career. Motivated students
are more likely to put effort into their studies, seek learning opportunities, and develop skills related
to their career goals (Quigley & Tymon, 2006). This academic engagement and achievement
underpins the knowledge, skills, and competencies necessary for career development. A high belief
in career development and achieving career goals also leads to similar levels of commitment and
engagement (Kay et al., 2017).

The striking detail in this finding of the study is that extrinsic motivation does not play a mediating
role in the relationship between personal responsibility and career counseling. One explanation for
the lack of a role for extrinsic motivation in this relationship may be that it is driven by extrinsic
factors such as rewards, recognition, or pressure rather than intrinsic factors such as personal
satisfaction or passion (Deci & Ryan, 2008). This is because extrinsic motivation focuses on achieving
specific goals or meeting external expectations rather than being aligned with personal values or
goals. In contrast, intrinsic motivation is driven by internal factors such as personal fulfillment,
passion, or sense of purpose (Deci & Ryan, 2013). Thus, while extrinsic motivation may influence
career engagement through extrinsic rewards or recognition, it may not directly mediate the
relationship between personal responsibility and career engagement. Instead, intrinsic motivation
is expected to be more closely related to personal responsibility and career engagement because
individuals are more likely to show engagement in their careers when they are motivated by internal
factors that are aligned with their personal values and goals (Hirschi et al., 2013).
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These findings suggest that the relationship between personal responsibility and career engagement
is mediated by intrinsic motivation and amotivation. This means that personal responsibility affects
academic motivation, which in turn affects career engagement. In other words, personal
responsibility leads to higher intrinsic motivation and lower amotivation, which translates into
higher career engagement. In sum, the indirect relationship between personal responsibility and
career engagement can be explained through intrinsic motivation and amotivation as follows:
Personal responsibility increases intrinsic motivation by promoting a sense of duty, goal setting, and
perseverance (Deci & Ryan, 2013). This increased intrinsic motivation then promotes behaviors and
attitudes conducive to professional success, resulting in higher career engagement (Miao et al., 2020).
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Yiiksekogretimin son yillarda artan iyi bir is bulma potansiyeli her gegen giin
milyonlarca genci bu kurumlara yonlendirmektedir. Bu da gelecegi ile ilgili plan
yapan bircok bireyin kariyer gelisiminde yiiksekogretimin roliinii arttirmaktadir.
Bu baglamda bu ¢alismada, iiniversite 6grencilerinde kariyer adanmishg, kisisel
sorumluluk ve akademik motivasyon arasindaki yapisal iliskileri incelemek
amaglanmistir. Calisma, yaslar: 17 ile 25 arasinda degisen (M= 21; SD= 4.09), %61,1
kadin (n=436) ve %38,9 erkek (n=278) olmak {izere toplam 714 {iniversite 6grencisi
ile yiiriitiilmiistiir. Arastirmanin verileri kariyer adanmishk olgegi (KAO), kisisel
sorumluluk &lgegi (KSO) ve akademik motivasyon olgegi (AMO) araciligiyla
toplanmistir. Arastirmada, kisisel sorumluluk ile igsel ve digsal motivasyon arasinda
pozitif, motivasyonsuzluk ile de negatif yonlii anlamli bir iliski bulunmustur. Ayrica
kariyer adanmishginin igsel ve digsal motivasyonun yan sira kisisel sorumluluk ile
pozitif, motivasyonsuzluk ile de negatif yonlii iliski icerisinde oldugu belirlenmistir.
Bunlarin disinda bu c¢alismada kisisel sorumlulugun igsel motivasyon ve
motivasyonsuzluk iizerinden kariyer adanmishg ile dolayl iliskiye sahip oldugu
belirlenmistir. Bu bulgularin {iniversite 6grencilerinin kariyer gelisimi ile ilgili
mevcut bilgileri zenginlestirecegi ve kariyer gelistirme uygulamalarinda alan
uzmanlarinin hangi degiskenlere dikkat etmesi gerektigini ortaya koyacag:
disiuntiilmektedir.
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Giris

Farkli is imkanlar1 olmasina ragmen yiiksekdgretim iyi bir is bulmay1 kolaylastiran en 6nemli
girisim olarak kabul edilmektedir (Kennet ve digerleri, 2011; Kretovics ve Lara, 2015). Bu nedenle
de yiiksekogretimin kariyer gelisimindeki rolii her gecen yil daha fazla hissedilmektedir. Bu da
gelecegi ile ilgili plan yapan bircok bireyi iiniversiteye yonlendirmektedir (Krumboltz, 2015). Su
anda Ozellikle Tiirkiye’de bircok geng yetiskin egitimlerine iiniversitelerde devam etme
egilimindedir. Oyle ki bu say1 her gegen yil artarak 2023 yilinda 6nlisans ve lisans 6grencilerinin
toplam sayis1 6.401.149 kisiye ulagmustir (YOK, 2023). Séz konusu dgrenciler egitimleri sirasinda ve
sonrasinda kendilerine uygun bir is bulmay1 beklemektedir. Ancak kariyer gelisiminin dogrusal
olmayan bir hal aldi$i unutulmamalidir (Rastgar ve digerleri, 2014). Bu nedenle, {iniversite
ogrencilerinin kariyerlerini yonetme konusunda proaktif davranmalar1 gerekmektedir. Bu
davraniglardan biri kariyer adanmighgidir.

Kariyer adanmisligi, bireyin kariyer gelisimini artiran agik ve spesifik kariyer davranislarin ifade
eder (Hirschi ve digerleri, 2014). Ayrica ilgili alan yazinda kariyer adanmighgi, bireylerin is ve
kariyerleriyle ilgili olarak yasadiklari cosku, baglihk ve memnuniyet diizeyi olarak ifade
edilmektedir. Bu baglilik, 6grencilerin hedeflerini ve isteklerini netlestirmelerine yardimci olur. Bu
sayede ogrenciler kendilerini belirli bir kariyer yoluna adadiklarinda, ¢abalarin1 o alanda basarili
olmak igin gerekli beceri, bilgi ve deneyimleri edinmeye odaklayabilirler (McWhirter, 1992).
Isverenler de segtikleri alana bu sekilde baghlik ve tutku gdsteren adaylara deger verir. Kariyer
adanmishg; sergileyen 6grenciler, potansiyel isverenler i¢in daha caziptir. Ciinkii rollerinde basarili
olma olasilig1 yiiksek olan, odaklanmis ve kendini adamug bireyler olarak algilanirlar (Russell ve
Brannan, 2016). Ayrica bu 6zellige sahip 0grenciler sectikleri sektdrde aglar kurmaya ve mentorliik
firsatlar1 aramaya daha isteklidir (Renuga ve Ezhilan, 2014). Alandaki profesyonellerle iligki
kurmalk, ilgili etkinlik ve faaliyetlere katilmak ise 6grencilere kariyer gelisiminde 6nemli faydalar
saglayabilir. Bunun yani sira anlamli bir kariyer yoluna baglilik, 6grencilerin kisisel gelisimine ve
tatminine katkida bulunabilir. Kendi degerleri, ilgi alanlar ve giiglii yonleriyle uyumlu bir kariyer
pesinde kosan bireylerin, profesyonel yasamlarinda tatmin duygusu yasama olasiliklar1 daha
yliksektir (Tannenbaum ve digerleri, 1991).

Bu durumlar gz 6niinde bulunduruldugunda kariyer adanmishginin, 6grencilerin hedeflerini ve
isteklerini netlestirmelerinde yardimci oldugu sdylenebilir. Onlara bir yon ve amag¢ duygusu
vererek akademik ugraglar1 ve ders dig1 faaliyetleriyle ilgili kararlarina rehberlik eder. Bu goriis
Hirschi ve digerleri (2014) tarafindan vurgulanarak kariyerine adanmis olmanin 6grencileri proaktif
kariyer planlamasi ve hazirlig1 yapmaya tesvik ettigi bildirilmistir. Bu hazirliklar arasinda kariyer
hedefleriyle uyumlu stajlara katilma, aragtirma firsatlar1 olusturma ve ders dis1 etkinlikler arama
sayilabilir. Ancak kariyer baghligi diizeyinin bazi kisilerde diisiikken bazi kisilerde daha fazla
olmas1 bu kavramin cesitli degiskenlerle iliskili oldugunu ortaya koymaktadir (Kim ve digerleri,
2014). Alanyazin incelendiginde kariyer adanmighigmnin narsizm, kariyer basarisi, mesleki 6z
yeterlilik (Hirschi ve digerleri, 2014), bilissel kiiltiirel zeka, yasam memnuniyeti (Le ve digerleri,
2018), kisilik (McIlveen ve Perera, 2016) ve tistbilissel farkindalik (Tuononen ve digerleri, 2024) gibi
cok farkl degiskenler ile iliskili oldugu goriilmektedir. Bunlarin yani sira kisisel sorumlulugun,
bireylerin kariyer segimleri ve gelisimleri tizerindeki etkisi (Eren, 2017) goz oniine alindiginda
kariyer adanmishgmin iligkili olabilecegi bir diger kavramin da kisisel sorumluluk oldugu
sOylenebilir.
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Son otuz yilda kariyerin dogasinda meydana gelen degisiklikler nedeniyle, insanlar kariyerlerinin
basarili bir sekilde yonetilmesinden giderek daha fazla sorumlu hale gelmektedir (Hall, 2002). Bu
anlamda kisisel sorumluluk almak, kisinin eylemlerini ve bunlarin sonuglarmi kabul etmesi
anlamina gelir. Bireyler secimlerinden kendilerini sorumlu tuttuklarinda, kararlarmin mesleki
basarilar1 tizerindeki dogrudan etkisini anladiklari igin kariyer gelisimlerine zaman ve ¢aba
harcamalar1 daha olasidir (Parker ve Stiehl, 2005). Kisisel sorumluluk sergileyen bireyler
kariyerlerine proaktif bir yaklasim sergileme egilimindedir (Kalafat, 2014). Bu, firsatlarin 6nlerine
¢itkmasini beklemek yerine, becerilerini gelistirmek, bilgilerini genisletmek ve ilerleme firsatlarmi
takip etmek icin aktif olarak yollar aramak anlamina gelmektedir. Ayrica kisisel sorumluluk,
zorluklar veya aksilikler karsisinda uyum ve dayaniklilig tesvik eder (Seibert ve digerleri, 2016).
Bagka bir deyisle dis faktorleri suclamak yerine, ¢6ziim bulma ve deneyimlerden ders ¢ikarma
sorumlulugunu tistlenme konusunda cesareti arttirir. Bunun da kariyer gelisimindeki karmagsiklig
azaltmas1 beklenebilir.

Kariyer gelisimleri i¢in kisisel sorumluluk alan bireylerin, kendi alanlarinda giincel kalmak igin
orgiin egitim, mesleki egitim veya kendi kendine 6grenme yoluyla 6grenme firsatlar1 arama olasilig:
daha yiiksektir (Collins, 2009). Ayrica kisisel sorumlulugu benimseyen bireyler genellikle
kariyerlerinde daha fazla memnuniyet ve tatmin yasarlar. Bu kisiler kariyer yolculuklarmin
kontroliinii ellerinde bulundurduklar1 ve hedeflerini aktif bir sekilde takip ettikleri igin
calismalarinda anlam ve amag bulma olasiliklar: daha ytiksektir (Botti ve McGill, 2006), bu durumun
da Kkariyerlerine daha yiiksek diizeyde baglilik ve is tatmini saglamasi beklenir. Ogrencilerin
sectikleri kariyer yoluna kendilerini adadiklarinda, akademik olarak basarili olmak i¢in daha fazla
motive olduklar: bilinmektedir. Bu iligskinin tersi de diisiiniilebilir. Bagka bir ifade ile 6grencilerin
motivasyon diizeyi yiikseldikge kariyerlerine baglanma diizeyleri de yiikselebilir (Siyahtas ve
digerleri, 2023). Caba ve siki ¢alisma isteginin kariyer hedeflerine ulasmaya olan baglihig:
gliclendirebilecegi gz Oniine alindiginda motivasyon ile kariyer bagimhiligiin iliskili olacag:
diisiintilebilir.

Luthans (2012) motivasyonu, fizyolojik ya da psikolojik eksiklik ya da ihtiyagla baglayan ve bir
hedefe ya da tesviklere yonelik bir davramisi ya da diirtiiyli harekete gegiren siire¢ seklinde
tanimlamistir. Bu agidan bakildiginda motivasyonun insan davranisi altinda yatan neden oldugu
sOylenebilir (Guay ve digerleri, 2010). Bakar (2014) ise motivasyonun akademik boyutunu
aciklayarak 0grencilerin 6grenme gorevlerini se¢melerini, bu gorevlere ayirdiklar: zaman ve ¢abayi,
ogrenme gorevlerinde israrci olmalarini ve Ogrenme siirecinde karsilagtiklar1 engellerle basa
¢ikmalarini tetikleyen siire¢ oldugunu ifade etmistir.

Deci ve Ryan (1985) insan davranislar ile yakindan ilgili oldugunu belirttigi bu kavrami igsel
motivasyon, digsal motivasyon ve motivasyonsuzluk olmak tizere ii¢ ozel tiire ayirmustir. Igsel
motivasyon, odiiller veya sosyal baski nedeniyle ya da sugluluk duygusundan kaginmak igin
hareket etmenin aksine, zevk, kisisel fayda ya da kisisel degerlerle tutarl: bir irade ortaya koymay1
ifade eder (Ryan ve Deci, 2017). Digsal motivasyon hem 6diil alma veya cezadan kurtulma hem de
onay ihtiyaci, utangtan kaginma ve kosullu 6z sayg: gibi faktorler tarafindan olusur (Deci ve Ryan,
2008). Istenen bir sonuca ulagmak igin bir faaliyetin gerceklestirilmesi gerektigi algilandiginda digsal
motivasyon ortaya ¢ikmaktadir. Motivasyonsuzluk ise kisinin faaliyete deger vermemesi, kendini
yetersiz hissetmesi veya istenen sonucu elde edemeyecegini diisiinmesi nedeniyle bir faaliyeti
stirdiirme niyetinin veya diirtiisiiniin olmamasidir (Ryan ve Deci, 2000). Bu motivasyon tiirlerinin,
motivasyonsuzluktan dissal motivasyona daha sonra da igsel motivasyona dogru bir gelisim
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gosterdigine inanilmaktadir (Deci ve Ryan, 2000). Bu inanca gore insan éncelikle motivasyonsuzdur
daha sonra digsal motive olmay1 6grenir devaminda ise i¢gsel motivasyonu kesfederek zevk, kisisel
fayda ya da kisisel degerlerle tutarli bir irade ortaya koymaya baslar.

Insanlarin dogustan gelen bir uyarilma ve 6grenme motivasyonuna sahip oldugu ifade edilmektedir
(Deci ve Ryan, 1985). Dogustan gelen bu motivasyon yasam siireci igerisinde degisime ugrar ve
ozellikle ergenlik déneminde 6grenmeye yonelik altta yatan bu dogal giidiiler ergenlikten sonra
bireylerin giiclii yonlerinden birini olusturur. Yeager ve digerlerine (2017) gore 6grenmeye dogal
bir sekilde motive olan ergen, 6grenme ortaminda oncelikle statii kazanmak (digsal motivasyon) igin
neyin 6énemli oldugunu bulmaya yonelir ve bu amagla gesitli becerileri 6grenmeye motive olur.
Dikkatlerini hangi davranislarin statii kazanmay1 saglayacagini 6grenmeye verebilir. Ardindan bu
davraniglar rutin hale gelerek zevk, kisisel fayda ya da kisisel degerlerle tutarli bir irade ortaya
koymaya yani i¢gsel motivasyona doniisiir. Bu agidan bakildiginda bireyin 6grenmeye yonelik
akademik motivasyonunun baslangicta digsal olmasina ragmen zamanla i¢gsel motivasyona dogru
bir yol izledigi sdylenebilir.

Bu acidan degerlendirildiginde motivasyonun ve tiirlerinin hem kisisel sorumluluk hem de kariyer
adanmighg ile iligkili olabilecegi diistiniilebilir. Motivasyonu yiiksek olan 6grenciler segtikleri
kariyere daha fazla baglhlik gostermektedir (Siyahtas ve digerleri, 2023). Yiikselen motivasyon bir
amag ve yon duygusu saglayarak engellere ragmen kariyer hedeflerine ulasma kararliliklarmi
koriikler ve bu hedeflere adanmishg arttirir (Hirschi ve digerleri, 2013). Motivasyon akademik
olarak daha iyi performans gosterme egilimini arttirarak kariyer adanmigligina hizmet eder. Oyle ki
akademik motivasyonu yiiksek olan 6grencilerin kariyerlerine bagh olma diizeylerinin daha yiiksek
oldugu belirlenmistir (An, 2015). Bu durum ¢alismalariyla ilgilenen, derslere aktif olarak katilan ve
daha iyisini yapmak igin caba gosteren 6grencilerin kariyerlerine daha fazla adanarak bu amag
dogrultusunda harekete gectigini gostermektedir.

Kisisel sorumluluk ile motivasyon arasindaki iligkiye bakildiginda ise bu degiskenler arasinda
pozitif yonlii bir iliskinin oldugu goriilmektedir. Bir¢ok ¢alisma, daha yiiksek kisisel sorumluluk
diizeyine sahip bireylerin daha fazla i¢sel motivasyona sahip olduklarini ve islerine ya da
calismalarma daha bagh olduklarini ortaya koymustur (Arnania-Kepuladze, 2010; Weaver, 2013).
Ayrica beden egitimi dersindeki kisisel ve sosyal sorumluluk algilari {izerine yapilan bir ¢alismada,
kisisel sorumluluk diizeyi daha yiiksek olan katilimcilarin beden egitiminden keyif alma ve katilim
i¢in i¢sel olarak motive olma olasiliklarinin daha ytiiksek oldugu bulunmustur (Li ve digerleri, 2008).
Bunun yan sira lise 6grencileri tizerinde yapilan bir bagka ¢alisma, kisisel sorumlulugun akademik
motivasyon diizeyinin onemli bir yordayicist oldugunu gostermistir (Bodur ve Aktan, 2021).
Manzano-Sanchez ve digerleri (2021) bu goriise katilarak kisisel sorumluluk ile akademik
motivasyonun iligkili kavramlar oldugunu ifade etmistir. Bu bulgular, her zaman dogrudan veya
nedensel olmasa da, giiclii bir kisisel sorumluluk duygusuna sahip bireylerin daha fazla i¢sel motive
olma egiliminde olduklarini gostermektedir. Bu baglamda, kisisel sorumlulugun tesvik edilmesinin,
motivasyonun ve performansin artmasina katkida bulunabilecegi soylenebilir.

Kariyer gelisim kuramlarinin yani sira kariyer danismanlar1 da ise gecis hazirliginin kritik bir
kariyer asamasi oldugunu vurgulamaktadir. Bu siireg cogunlukla tiniversite egitimi donemine denk
gelmektedir. Super (1990) bu kritik donemde yasanmasi muhtemel bir¢ok sorunun ¢dziimiinde
iiniversite 6grencileri tizerinde gergeklestirilen kariyer ¢alismalariin 6nemli bir rol oynadigini ifade
etmektedir. Kariyer gelisimi teorileri ve arastirmalari, kariyer gelisiminde proaktifligin 6nemini
savunurken genellikle belirli davranislar arasinda ayrim yapmaz (De Vos ve digerleri, 2009; Strauss
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ve digerleri, 2012). Bu nedenle, arastirmacilar ve alanda ¢alisan kariyer danismanlig1 uygulayicilari,
ogrencilerin kariyer gelisimini etkileyen farkli degiskenleri 6zel olarak ele almadan, aktif kariyer
yonetiminin derecesini genel bir diizeyde degerlendirmektedir. Bu arastirmanin &grencilerin
kariyer gelisiminde énemli bir yere sahip olan kariyer adanmishg ile iliskili kisisel sorumluluk ve
akademik motivasyon gibi kavramlari agiklamasi ve kariyer gelisimi ile ilgili mevcut bilgileri
zenginlestirmesi beklenmektedir. Ayrica, sonraki arastirmalarda kullamilmak {izere Kkariyer
adanmighg; ile ilgili farkli degiskenlere dikkat ¢ekmektedir. Bunun yani sira kariyer gelistirme
uygulamalarinda alan uzmanlarmin hangi degiskenlere dikkat etmesi gerektigini ortaya
koymaktadir. Ozellikle kariyer adanmighigimin iligkili oldugu degiskenleri ortaya koyarak ise gegis,
is ve sonrasindaki siiregler tizerinde etkili olan degiskenler hakkinda yeni bilgiler saglamaktadir.

Bu calisma genel olarak, kariyer adanmighg: ile iliskili olan kisisel sorumluluk ve akademik
motivasyon gibi bireysel faktorler arasindaki karmagsik etkilesimi ortaya koyarak tiniversite
ogrencilerinde kariyer gelisim siirecinin altinda yatan mekanizmalarin ortaya ¢ikarilmasina katki
saglamay1 hedeflemektedir. Bu genel ama¢ dogrultusunda mevcut calisma kariyer adanmishgi,
kisisel sorumluluk ve akademik motivasyon arasindaki yapisal iliskileri Sekil 1’de gosterilen
hipotetik model tizerinden incelemeyi amaglamaktadir. Bu modele gore kisisel sorumlulugun
akademik motivasyon diizeyinde artis1 saglayarak iiniversite 6grencilerinde kariyer adanmighg:
diizeyini artiracagy ileri siiriilmektedir.

Sekil 1
Test Edilen Yapisal Model

KSOR= Kisisel Sorumluluk, IM= I¢sel Motivasyon, DM= Digsal Motivasyon, MSUZ= Motivasyonsuzluk KADA=
Kariyer Adanmighg.

Yontem

Calisma Grubu

Bu calisma Erzincan Binali Yildirim Universitesi Egitim Bilimleri Etik Kurulu'nun E-88012460-
050.04-363044 say1 ve 06.06.2024 tarihli izni ile gerceklestirilmistir. Arastirma i¢in kolayda 6rnekleme
yoluyla toplam 835 tiniversite dgrencisi ile ¢alisilmistir. Olgiimlerin toplanmasinda "Bu soruyu
okuyorsaniz 3 kodlaymiz” uyarist yapilan bir “kontrol sorusu" kullanilmis ve dogru cevabi
vermeyen 121 katilimcr ¢alisma disi birakilmistir. Sonug olarak, nihai 6rneklem yaslar1 17 ile 25
arasinda degisen 714 katilimcadan olusmustur (M= 21; SD= 4.09). Orneklemin cinsiyet dagilimi
%61,1 kadin (n=436) ve %38,9 erkek (n=278) seklindedir. Tim katilimcilar ¢alismanin amaglar1 ve
prosediirleri hakkinda bilgilendirilmistir. Ayrica katihmecilardan yazili bilgilendirilmis onam formu
alinmistir.
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Veri Toplama Araglarn
Kariyer Adanmislik Olcegi (KAO)

Hirschi ve digerleri (2014) tarafindan gelistirilen Kariyer Adanmishk Olgegi 9 maddeyi (“Kariyer
amaclarima ulagsmak icin girisimde bulunmak”, “Kariyer gelisimimle ilgilenmek”) iceren tek
boyuttan olusmaktadir. Olcek maddeleri 1’den (Neredeyse Hig) 5'e (Cok Sik) kadar siralanan 5'1i
Likert tipindedir. Bireyin olgekten aldig1 yiiksek puan kariyer yonetim davraniglarini proaktif bir
bicimde gergeklestirdigi anlamina gelmektedir. Korkmaz ve digerleri (2020) tarafindan Tiirkge'ye
uyarlanan Kariyer Adanmishk Olgegi'nde (KAO) son alt1 ayda kendisinde gozlemledigi kariyer
gelisim gorevleriyle ne derece mesgul oldugunu gosteren davraniglari belirtmesi istenmektedir.
Tiirkge formunun orijinal Slgekteki gibi tek boyutlu ve 9 maddeden olustugu goriilen KAO'niin
Cronbach Alpha i¢ tutarlik katsayisinin .88 test-tekrar test yontemi sonucununda elde edilen
korelasyonun ise orta diizeyde ve anlamh (r = .67, p<.001) oldugu belirlenmistir. Ayrica madde-
toplam korelasyonlar1 .49 ile .80 arasinda degismektedir. Bu calismada da 6lgegin Cronbach Alfa
degerleri .88 olarak bulunmustur.

Kisisel Sorumluluk Olgegi (KSO)

Kisisel Sorumluluk Olgegi (KSO) Mergler (2007) tarafindan gelistirilmistir. Dértlii likert tipi 30
madde ve iki faktorden olusan KSO'niin birinci faktore ait i¢ tutarlilik katsayisi1 .87 iken ikinci faktore
ait i¢ tutarhilik katsayisi ise .79 olarak hesaplanmistir. Yasaroglu ve digerleri (2018) tarafindan
Tiirkge’ye uyarlanan 6lgek icin yapilan AFA sonucunda toplam 11 madde ve {i¢ faktorlii bir yap:
ortaya ¢ikmustir. Birinci faktor olan “sosyal duyarlilik” (“Bir yere gittigimde gotiirmem gereken
malzemeleri 6nceden hazirlarim”) i¢in Chronbach alpha degeri.63, ikinci faktor olan “farkindalik”
(“Gelecegimden esas sorumlu olan benim”) i¢in Chronbach alpha degeri .63 ve tiglincii faktor olan
“6z kontrol” (“Davranislarimi kontrol edemem”) i¢in Chronbach alpha degeri .62 bulunurken
Olgegin tiimii i¢in .62 bulunmustur. Bu ¢alismada ise Chronbach alpha degerleri yukaridaki sira ile
.70, .73, .73 ve .72 olarak belirlenmistir.

Akademik Motivasyon (AMO)

Akademik Motivasyon C)lgegi (AMO) Vallerand ve digerleri (1992) tarafindan gelistirilmistir.
"Yiiksekogrenime devam etmek igin nedenleriniz nelerdir?" sorusuna yanit verilen 28 maddeden
olugmaktadir. AMO motivasyonsuzluk (&rnegin, "bir zamanlar iiniversiteye gitmek igin iyi
nedenlerim vardy;, ancak simdi gitmeli miyim diye diistiniiyorum."), dissal diizenleme (6rnegin,
"clinkii sadece lise diplomasiyla daha sonra yiiksek maash bir is bulamayacagim."), ice yansitilmig
diizenleme (6rnegin, "kendime zeki bir insan oldugumu gostermek igin."), tanimlanmis diizenleme
(0rnegin, "clinkii bu kariyer yonelimimle ilgili daha iyi bir se¢im yapmama yardimc olacak."),
bilmek icin i¢sel motivasyon (6rnegin, "clinkii yeni seyler 6grenirken zevk ve tatmin yasiyorum."),
uyarim yasamak icin i¢sel motivasyon (6rnegin, "ilging yazarlar1 okudugumda yasadigim zevk
i¢in.") ve bagarmak i¢in i¢sel motivasyon (6rnegin, "¢calismalarimda kendimi asarken yasadigim zevk
i¢in.") olmak tizere yedi alt 6lgekten olusmaktadir. Maddelere verilen yanitlar birden (hi¢ uyusma
olmadigin gosterir) yediye (tam uyusma oldugunu gosterir) kadar 6l¢eklendirilir. Her bir alt 6lgek
dort madde igermektedir. Bu nedenle 4 ila 28 arasinda degisebilen alt 6lgek puanlari elde
edilmektedir. Alt dlgekten alinan yiiksek puan, ilgili akademik motivasyonun giiclii bir sekilde
onaylandigi anlamma gelmektedir. Alt Olceklerin Cronbach alfa degerleri .62 ile .86 arasinda
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degismektedir. Karagiiven-Unal (2012) tarafindan Tiirk¢eye uyarlanma calismalarinda Cronbach
alfa degerleri .67 ile .87 arasinda degismektedir. Bu ¢alismada ise Cronbach Alfa degerleri .60 ile .86
arasinda degismektedir.

Verilerin Analizi

Veri analizi iki asamali bir siiregte gergeklestirilmistir. Ik olarak, tanimlayic1 istatistikler
hesaplanmistir. Daha sonra ilgilenilen degiskenler arasindaki iligkileri arastirmak i¢in yapisal model
test edilmistir. Istatistiksel analizler MPlus siiriim 8.4 (Muthén ve Muthén, 1998-2017) ve JASP
sirtim 0.16.1 (JASP, 2022) kullanilarak gerceklestirilmistir. Normallik, c¢arpiklik ve basiklik
kullanilarak degerlendirilmis ve 6rneklem igin tanimlayic istatistikler ve korelasyon katsayilar
hesaplanmigtir. Daha sonra, ilgilenilen degiskenler arasindaki iliskileri kesfetmek igin bir yapisal
denklem modeli (YEM) olusturulmustur. YEM'de, gizil degiskenlerin gozlenen gostergeleri
arasinda AMS'in i¢sel motivasyonu ve digsal motivasyonu degerlendiren alt 6lcekleri yer almistir.
Anderson ve Gerbing'in (1988) iki asamali YEM prosediiriinii takiben, 6l¢iim modeli ilk olarak
dogrulayici faktor analizi kullanilarak test edilmis ve ardindan yapisal model incelenmistir. Model
uyumu, Brown (2015), Kline (2011) ve Wen ve digerleri (2004) tarafindan 6nerildigi gibi CFI (>.90),
TLI (=.90), SRMR (<.08) ve RMSEA (< .08) kullanilarak %90 Cl ile degerlendirilmistir. Ayrica, dolayl
etkiler 2000 bootstrap ve %95 yanlihik diizeltmeli giiven aralifi ile bootstrapping yontemi
kullanilarak incelenmistir.

Bulgular

Betimsel Istatistikler

Psikometrik araglarin ortalamalari, standart sapmalari ve Cronbach alfa degerleri ile 6lgek puanlar:
arasindaki korelasyonlari igeren istatistiksel 6l¢timler Tablo 1'de ayrintili olarak verilmistir.

Tablo 1

Ortalamalar, Standart Sapmalar, I¢ Giivenilirlik ve Pearson Momentler Carpimi Korelasyon Katsayilary
1 2 3 4 5 6 7 8 9 10 11 12
1. KADA -
2. KSOR ,336** -
3. FARK 363, 766™* -
4.OZKNT  ,151** ,651** ,328* -
5.5DUY 847,643 274,023 -
6. BIM 3987 [ 327** ,365** ,148** ,167** -
7.BASIM A657C [ 327%F  354%* 144** 180 787 -
8. UiM 4457 274 290** [ 115%*  162* 786 ,800** -
9. B(DM L3787 2287 322%% [ 147** | 119**  ,666** ,717*  679%F -
10. iDM ,325%  197** ,225%* [ 157** 032 ,518** 701" 636 ,581** -
11. DDM 2277 1787201 168**  ,004  ,374* 480" 378 ,569** ,623** -
12.MSUZ - 3277 -298™ -273* -036 -302** -467** -423** -351" -349* -115 -,032 -
Mean 27,86 34,55 12,65 13,30 861 20,39 1924 1715 18,78 16,56 17,38 9,73
Sd 650 420 1,95 220 440 584 573 600 600 594 494 6,13
Skewness ,52 -135 -288 -315 -336 -575 -340 -145 -378 -100 -101 1,029
Kurtosis ,210 212 379 -403 -253 -351 -581 -599 -533 -572 -353 2064
a ,88 72 ,70 73 73 ,87 ,81 ,81 78 76 ,59 83
Not. **= p< .01; KADA= Kariyer Adanmishgi, KSOR= Kisisel Sorumluluk; FARK= Farkindalik, OZKNT= Oz
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Kontrol, SDUY= Sosyal Duyarlilik, BiM= Bilmeye Yonelik Igsel Motivasyon, BASIM= Basariya Yonelik Icsel
Motivasyon, UIM= Uyarim Yasamaya Yonelik Igsel Motivasyon, BDM= Belirlenmis Digsal Motivasyon, IDM
= Ice Yanstyan Digsal Motivasyon, DDM = Dis Diizenleme, MSUZ = Motivasyonsuzluk.

Ol¢iim Modeli

[lk olusturulan Slgiim modeli verilere kabul edilebilir bir uyum gostermemistir (x2(199)= 1057.358,
p <0.001; RMSEA [%95 giiven aralig1] = 0.078 [0.073 - 0.082], p < 0.05; CFI =0.89; TLI=0.88 ve SRMR
= 0.052). Bunun {tizerine hata terimleri arasinda kovarsayans kurulmustur. Sonugta nihai 6l¢iim
modeli verilere kabul edilebilir bir uyum gostermistir (x2(196) = 739.308, p < 0.001; RMSEA [%95
giiven araligi] = 0.062 [0.058 - 0.067], p < 0.05; CFI = 0.93; TLI = 0.92 ve SRMR = 0.048). Gozlenen her
bir gosterge degiskenlere ait faktor yiikleri istatiksel olarak anlamlhidir ve 0,322 ile 0,948 arasinda
degismektedir. Ayrica, tiim gizil degiskenler birbirleriyle anlamli korelasyonlar sergilemis (p<.05)
ve standardize edilmis korelasyon katsayilar1 0.286 ile 0.789 arasinda degismistir.

Yapisal Model

Bu arastirmada kisisel sorumluluk, kariyer adanmishig: ve akademik motivasyon arasindaki teorik
iligskileri arastirmak igin bir yapisal esitlik modelleme analizi gerceklestirilmistir. Model uyum
indeksleri, Onerilen yapisal modelin verilere iyi uyum sagladigini gostermistir: x2(197) = 766.094; p
<.05; RMSEA [%90 giiven araligi] = 0.064 [0.059 - 0.068] p < .05; CFI = 0.929, TLI= .917 ve SRMR =
.055. Standardize edilmis regresyon katsayilari, digsal motivasyon ve kariyer adanmighg: arasindaki
iligki istatistiksel olarak anlamli olmadigindan modelden g¢ikarilmistir: ( 3 = -0.016, SE= 0.053, p>
.05). Standardize edilmis regresyon katsayilari, kisisel sorumlulugun (8 = 0.448, SE=0.062, p< .001)
i¢gsel motivasyon, (3 = 0.332, SE= 0.049, p< .01) digsal motivasyon ve (3 = -0.358, SE= 0.072, p< .01)
motivasyonsuzluga onemli 6lglide katkida bulundugunu gostermistir (Sekil 2).

Sekil 2

Yapisal Modelin Standartlastirilmis Maksimum Olabilirlik Tahminleri
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Sosyal Duyarlilik, BIM= Bilmeye Yénelik Icsel Motivasyon, BASIM= Basariya Yonelik I¢sel Motivasyon, UIM=

Uyarim Yasamaya Yonelik Icsel Motivasyon, BDM= Belirlenmis Digsal Motivasyon, IDM = Ice Yansiyan Digsal
Motivasyon, DDM = Dis Diizenleme, MSUZ = Motivasyonsuzluk.

Dolayl Tliskiler

Yapisal model, Tablo 2'de gosterildigi gibi, kisisel sorumluluk, i¢sel motivasyon ve Kkariyer
adanmighgm yani sira kisisel sorumluluk, motivasyonsuzluk ve kariyer adanmighg: arasindaki
potansiyel dolayll iligkilerin istatistiksel olarak anlamli oldugunu gostermistir. Kisisel
sorumlulugun kariyer adanmislig1 tizerindeki toplam dolayl etkisi istatistiksel olarak anlamli
bulunmustur ( = 0.258, SE= 0.042, CI= 0.176-0.327, p < 0.001). Spesifik olarak, kisisel sorumlulugun
kariyer adanmighg {izerinde i¢sel motivasyon (3 = 0.198, SE= 0.035, CI= 0.130-0.266, p < 0.001) ve
motivasyonsuzluk (= 0.060, SE=0.024, CI=0.014-0.160, p <0.05) araciligiyla dolayli bir etkisi vardir.

Tablo 2
Yapisal Modeldeki Dolayli liskiler
Dolay Tligkiler Dolayli g (SE)  95% BC-CI t p
[LL, UL]
KSOR'dan KADA'ya Toplam Dolayl Etki 258 (.042) [.176, .327] 6.143 .000
KSOR->IM >KADA .198 (.035) [.130, .266] 5.713 .000
KSOR->MSUZ->KADA .060 (.024) [.014, .160] 2.533 011

Not. Arac degiskenler koyu renkle gosterilmistir. KADA= Kariyer Adanmisligi, KSOR= Kisisel Sorumluluk
IM= Igsel Motivasyon, MSUZ= Motivasyonsuzluk. B= Standartlagtirilmis regresyon katsayisi; SE= Standart
hata, BC-CI= Yanlilig1 diizeltilmis giiven araliklari. LL ve UL sirasiyla bir giiven araliginin alt ve iist sinirim
gOosterir.

Sonucg ve Tartisma

Bu ¢alismada, kisisel sorumluluk ile i¢sel ve digsal motivasyon arasinda pozitif, motivasyonsuzluk
ile de negatif yonlii anlaml bir iliski bulunmustur. Ayrica kariyer adanmislhiginin igsel ve dissal
motivasyonun yani sira kisisel sorumluluk ile pozitif, motivasyonsuzluk ile de negatif yonlii iligki
icerisinde oldugu belirlenmistir. Bunlarin disinda bu c¢alismada kisisel sorumlulugun igsel
motivasyon ve motivasyonsuzluk {izerinden kariyer adanmislig ile dolayl iliskiye sahip oldugu
belirlenmistir. Bu bulgu kisisel sorumlulugun artmasiyla igsel motivasyonun arttigini,
motivasyonsuzlugun azaldigini ve bu durumunda kariyer adanmigligini artirdigini gostermektedir.

Bu bulgulara gore kisisel sorumlulugu yiiksek olan bireylerin i¢sel ve digsal motivasyonu daha
yliksek motivasyonsuzluk diizeyi ise daha diisiiktiir. Kisisel sorumluluk ve motivasyon arasindaki
pozitif iliski bir¢ok arastirmada ortaya koyulmustur. Manzano-Sanchez ve digerleri (2021)
tarafindan gelecekteki akademik beklentiler iizerine gerceklestirilen ¢alismada, kisisel sorumluluk
diizeyi yiiksek olan bireylerin daha yiiksek i¢sel motivasyona sahip olduklar1 belirlenmistir. S6z
konusu c¢alismada bu durum sorumluluk ve gelecekteki akademik beklentiler iizerinden
agiklanmistir. Gelecekten beklentisi olan bireylerin bu beklentileri karsilayabilmek igin
sorumluluklarini 6nemseyerek bu stirecte igsel bir istek duyduklar: agiklanmistir. Bu bulgunun bir
diger destekgisi kisisel sorumluluk ile 6grenme arasindaki iligski olabilir. Kisisel ilgi alanlarmin
farkinda olan ve bunun ile ilgili sorumluluklarin yerine getiren bireylerin 6grenme motivasyonlar1
daha yiiksektir (Messerer ve digerleri, 2023). Ogrenme icin gerekli sorumluluklari yerine getirmek
o alandaki basariy1 beraberinde getirdigi gibi 6grenme istegini de destekleyerek kisiyi giidiileyebilir.
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Bir bagka goriis ise kisisel sorumlulugu yiiksek bireylerin daha yaratici faaliyetlerde bulunarak
kendilerini igsel olarak motive ettigi yoniindedir (Blaskova, 2014). Caceres ve digerleri (2021)
tarafindan 6gretmenler ile gerceklestirilen arastirmadaki bulgular da bu arastirmanin bulgulari ile
ortiismektedir. S6z konusu arastirmada 6gretmenlerin motivasyonu kisisel sorumlulugun stirekli
bir siireci olarak gordiikleri ifade edilmistir. Bagka bir deyisle kisisel sorumlulugunun farkinda olan
ogretmenlerin kendilerini daha iyi motive edebildikleri sdylenebilir. Bu bulgular kisisel sorumluluk
ile motivasyonun pozitif yonlii iliskisini vurgulayarak bu arastirmanin bulgularini
desteklemektedir.

Kisisel sorumluluk ile motivasyon arasindaki iligskinin bir diger agiklamasi kisisel sorumluluk sahibi
bireylerin, kariyer yolculugundaki zorluklar karsisinda daha uyumlu ve direngli olmalar1 olabilir
(Welsh, 2014). Bu uyum ve dirayet bireylerin zorluklarla basa ¢ikmak ve kariyerlerinde ilerlemeye
devam etmek i¢in daha donanimli olmalarini sagladigindan motivasyonlarmin yiiksek olmasi
beklenir (Seibert ve digerleri, 2016). Ayrica kisisel sorumlulugun, saygin bir kariyer insa etmek icin
¢ok onemli olan etik davranis ve diirtistliigli kapsadig: bilinmektedir (Schlenker ve digerleri, 2009).
Bu etik temelin gii¢lii olmasi, profesyonel iliskilerde giiven ve saygiy1 tesvik eder (Rodgers, 2010).
Giiven ve saygi motivasyonu artirir ve daha 6nemli kariyer firsatlarinin yani sira istikrar saglar
(LaGree ve digerleri, 2023). Bu bulgular kisisel sorumluluk ve motivasyon arasindaki iliskinin
sinerjik oldugunu gostermektedir. Ayrica kisisel sorumlulugun 6zellikle mesleki basar1 ve tatmine
yol agan davranis ve tutumlar tesvik ederek motivasyonu arttirdigi goriilmektedir.

Aragtirmanin kisisel sorumlulugun igsel motivasyon ve motivasyonsuzluk tizerinden kariyer
adanmighg: ile dolayl iliskiye sahip oldugu bulgusu bu diisiince ile ortiismektedir. Yiiksek kisisel
sorumluluga sahip bireylerin islerinden sorumlu olma olasiliklar1 daha yiiksektir ve bu da igsel
motivasyonu dogrudan etkiler (Lee ve digerleri, 2012). Yiiksek motivasyon ve giivenilirlik inanc1 ise
kariyer adanmighgmi artirir, ¢iinkii tutarhh basarilar ve takdir kisinin kariyerine daha derin bir
yatirim yaparak baglanmasimi saglar (Zia-ur-Rehman ve Akhtar, 2015). Ayrica bireyler yiiksek
diizeyde kisisel sorumluluk sergilediginde, kariyer arayislarinda igsel olarak motive olma
olasiliklar1 daha yiiksektir. Bu icsel motivasyon, gorev duygusundan, kisisel hedeflere ulasma
arzusundan ve gelecekteki basari i¢in egitimin 6neminin farkina varilmasindan kaynaklanabilir
(Thomas, 2009).

Sorumluluk sahibi bireylerin gergekg¢i hedefler belirlemesi, 6z-diizenleme yapmasi ve zorluklar
karsisinda sebat etmesi muhtemeldir (Pasha-Zaidi ve digerleri, 2019). Bu davranislar, 6grenme
gudiilerini, ilgileri ve istekleri igeren igsel motivasyonu artirir (Daniela, 2015). Artan igsel
motivasyon da bireyin gelecekteki kariyerine olan adanmishgini sekillendirmede Snemli bir rol
oynar. Motive olmus 0grencilerin ¢alismalarina ¢aba harcamalari, 6grenme firsatlar1 aramalar1 ve
kariyer hedefleriyle ilgili beceriler gelistirmeleri daha olasidir (Quigley ve Tymon 2006). Bu
akademik katilim ve basari, kariyer gelisimi icin gerekli bilgi, beceri ve yetkinliklerin temelini
olusturur. Kariyer gelisimine ve kariyer hedeflerine ulasmaya olan yiiksek inan¢ da benzer diizeyde
adanmisghik ve katilimi beraberinde getirir (Kay ve digerleri, 2017).

Arastirmanin bu bulgusunda dikkat ¢eken detay ise kisisel sorumluluk ile kariyer damismanlig:
arasindaki iliskide digsal motivasyonun araci rol iistlenmemesidir. Digsal motivasyonun bu iligkide
rol oynamamasinin bir agiklamas: kisisel tatmin veya tutku gibi igsel faktorlerden ziyade odiiller,
takdir veya baski gibi digsal faktorler tarafindan yonlendirilmesi olabilir (Deci ve Ryan, 2008).
Ctinki digsal motivasyon kisisel degerler veya hedeflerle uyumlu olmaktan ziyade belirli hedeflere
ulasmaya veya dis beklentileri karsilamaya odaklanmaktadir. Bunun aksine, i¢sel motivasyon
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kisisel tatmin, tutku veya amag¢ duygusu gibi igsel faktorler tarafindan yonlendirilir (Deci ve Ryan,
2013). Bu nedenle, digsal motivasyon dissal odiiller veya takdir yoluyla kariyer adanmighgin
etkileyebilirken, kisisel sorumluluk ve kariyer adanmishg1 arasindaki iliskiye dogrudan aracilik
etmeyebilir. Bunun yerine, igsel motivasyonun kisisel sorumluluk ve kariyer adanmighg; ile daha
yakin iligkili olmasi beklenir, ¢linkii bireyler kisisel degerleri ve hedefleriyle uyumlu i¢ faktorler
tarafindan motive edildiklerinde kariyerlerine adanmighk gosterme olasiliklar1 daha yiiksektir
(Hirschi ve digerleri, 2013).

Bu bulgular kisisel sorumluluk ile kariyer adanmigligi arasindaki iliskinin igsel motivasyon ve
motivasyonsuzlugun araciligr ile gerceklestigini gostermektedir. Bu da kisisel sorumlulugun
akademik motivasyonu etkiledigi, bunun da kariyer adanmishgini etkiledigi anlamina gelmektedir.
Bagka bir deyisle, kisisel sorumluluk daha yiiksek igsel motivasyona, daha diisiik
motivasyonsuzluga yol agmakta ve bu durum daha yiiksek kariyer adanmighgina doniismektedir.
Ozetle, kisisel sorumluluk ve kariyer adanmishg arasindaki dolaylh iligki igsel motivasyon ve
motivasyonsuzluk aracilifiyla su sekilde agiklanabilir: Kisisel sorumluluk, gorev duygusunu, hedef
belirlemeyi ve azmi tesvik ederek igsel motivasyonu artirir (Deci ve Ryan, 2013). Bu artan igsel
motivasyon daha sonra mesleki basariya yardimci olan davranis ve tutumlar: tesvik ederek daha
yliksek kariyer adanmighgini ortaya ¢ikarmaktadir (Miao ve digerleri, 2020).

Etik Kurul Onay:: Bu ¢alisma Erzincan Binali Yildirim Universitesi Egitim Bilimleri Etik Kurulu'nun E-
88012460-050.04-363044 say1 ve 06.06.2024 tarihli izni ile gerceklestirilmistir.

Arastirmacilarin Katki Orani: Calismanin tiim asamalari yazarin kendisi tarafindan gerceklestirilmistir.

Catisma Beyani: Yazar potansiyel bir ¢ikar ¢catismasi olmadigini beyan eder.
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