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Arastirma Makalesi

Kariyer Esnekligi Envanteri (KEE): Tiirk¢eye Uyarlanmasi, Gegerlilik ve Giivenirlik
Calismasi

Ali Eryllmazl*lj Ozet: Bu ¢alismanin amact Kim (2019) tarafindan gelistirilen Kariyer Esnekligi Envanterinin
Ahmet Kara2|:| Tiirkceye uyarlanmasmi ve psikometrik 6zelliklerini incelemektir. Arastirmaya goniillii 322

iniversite 6grencisi katilmistir. Birinci diizeyde DFA bulgusunda KEE’nin uyum iyiligi
Yildiz Teknik Universitesi, Rehberlik degeflennin..lf.zibul e.der_lhr "duzeyde (x2/sd=3.35, GFI:.90,’AGFI: .86.V.e. VRMSI:ZA: ‘_0_8)
ve Psikolojik Danismanlik Anabilim oldugu goriilirken ikinci diizeyde DFA bulgusunda KEE’nin uyum iyiligi degerlerinin
Dali, Istanbul, Tiirkiye (x2/sd=3.31, GFI=90, AGFI= .86 ve RMSEA= .08) kabul edilebilir diizeyde oldugu
erali76@hotmail.com saptanmustir. Ayrica KEE’nin biitiinii icin Cronbach alfa i¢ tutarlik katsayisi .66, kararsizlik alt
Kastamonu  Universitesi,  Gelisim boyutu i¢in .71, aktif uyum, a}t boyutu .ic;.in .81 ve esnek diigiinme alt boyutu i¢in .69 olarak
Psikolojisi Anabilim Dal, Kastamonu, hesaplanmistir. Ayrica KEE’nin biitiinii i¢in test-tekrar test korelasyon katsayisi .77, kararsizlik
Tirkiye alt boyutu i¢in .79, aktif uyum alt boyutu igin .79 ve esnek diisiinme alt boyutu igin .76 olarak
ahmetkara@kastamonu.edu.tr belirlenmistir. Tiim bu bulgular, KEE’nin yeterli seviyede gegerli ve giivenilir bir lgme araci
*Sorumlu Yazar oldugunu ispatlamistir.
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GIRIS

Insan, pek ¢ok alanda kendisini gelistiren bir varliktir. Insanin gelisim yolculugu incelendiginde, kariyer
alan1 Onemli bir gelisimsel alan olarak yansimaktadir (Eryilmaz & Mutlu, 2017). Kariyer, bireylerin
kimliklerinin énemli bir parcasini olusturur (Marcia, 1994). Bireyler, kariyer alaninda yasadig1 kesifler ile
kimliklerini giiclendirirler (Arnett, 2002). Bu noktada kariyer gelisiminin saglikli bir sekilde gergeklesmesi
icin insanlarin bir takim araclara ihtiyaglar1 vardir (Savickas vd, 2009). Kariyer esnekligi de bu araglardan biri
olarak goriilmektedir.

Psikolojide esneklik énemli pozitif bir kavram olarak incelenmektedir. Insanlarin saghkli bir sekilde
gelismeleri (Kashdan & Rottenberg, 2010) ve psikolojik agidan olgunlasmalar1 (Eryilmaz & Uzun, 2024) i¢in
onemli bir kaynaktir. Psikolojik a¢idan esneklik; bireyin durumsal taleplere uyum saglamasi, mental
kaynaklarini yeniden gozden gegirmesi, bakis agisin1 degistirmesi; birbiri ile gelisen istekleri, ihtiyaglar1 ve
yasam alanlar1 arasinda bir denge olusturmasi anlamina gelmektedir (Kashdan & Rottenberg, 2010). Esneklik,
islevsel davranig siniflarini degistirebilme veya siirdiirebilme yetenegi olarak da tanimlanmaktadir (Hayes vd.,
2004). Esneklik alan genel olabildigi gibi (McCracken & Morley, 2014) alan 6zel olarak da (Kim vd., 2020)
degerlendirilmektedir. Esnekligin 6nemli oldugu alanlardan biri de kariyerdir.

Kariyer esnekligi, bireylerin kariyer secenekleri karsisinda bu segeneklere karsi esnek ve agik olmalari
anlamina gelir. Kariyer esnekligi aym1 zamanda bireyin, belirsizlik durumlarinda firsatlar1 ve avantajlart
yakalama yetenegi olarak tanimlanmaktadir. Kariyer esnekliginin {i¢ 6nemli bileseni vardir. Bu bilesenler;
kararsizlik, aktif uyum ve esnek diisiinmedir (Kim vd., 2020). insanlarin kariyerlerinde basarili olmalar1 icin
Onemli araclara sahip olmalar gerekmektedir. Kariyer esnekligi de bu kaynaklardan biridir.

Literatiirde kariyer esnekliginin 6énemine yonelik pek ¢ok calisma gerceklestirilmistir (Cao vd, 2013;
Kim vd, 2014; Porfeli vd., 2011). Ornegin bireylerin kariyer esneklikleri arttik¢a, onlarn kariyerlerine olan
uyumluluklari da yiikselmektedir ve bireyler yasamalarindan doyum da almaktadirlar (Cao vd. 2013). Kariyer
esnekligi, ayni zamanda bireylerin uyum saglayict davranislarini da aktive etmektedir (Clarke, 2008). Kariyer
esnekliginin pek ¢ok olumlu sonucu vardir. Ornegin fizik tedavi calisanlarmin kariyer esnekliklerinin
artmasina paralel olarak, hastalarina daha iyi bakim verdikleri (Hooker vd., 2010), bireylerin kendilerini
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gerceklestirmelerini kariyer esnekliginin olumlu olarak etkiledigi (Elchardus & Smits, 2008), kariyer esnekligi
ylikseldikce akademisyenlerin doyumlarinin arttigt (Howell vd., 2016), bireylerin kariyer sec¢imlerinde
esnekligin 6nemli bir etken oldugu bulunmustur (Shadbolt & Bunker, 2009).

Tim bunlarin yaninda Tiirkiye’de bireylerin kariyerleri ilgili ¢esitli 6lgek uyarlama ve gelistirme
calismalar1 gerceklestirilmistir. Ornegin Kalafat (2012) Kariyer Gelecegi Olgegi; Biiyiikgoze-Kavas (2014)
tarafindan Kariyer Uyum Yetenekleri Olgegi; Ozden ve arkadaslar1 ((2017) tarafindan Kariyer Stresi Olgegi
gibi Glgeklerin uyarlama g¢alismalarinin yapildigi gorilmektedir. Ayrica Eryillmaz ve Kara (2016) Kariyer
Uyumlulugu Olgegini ve Psikolojik Danismanlar igin Kariyer Uyumlulugu Olgegini (Eryillmaz & Kara, 2017);
Ulas ve Kizildag (2019) tarafindan Kariyer Engelleri Olcegi ve Ulas ve Yildirim (2016) tarafindan Kariyer
Karar Verme Yetkinlik Olgegi gelistirilmistir.

Ancak, kariyer esnekligini dlgebilecek bir 6lgme aracinin Tiirkge literatiirde olmadig goriilmektedir.
Kariyer gelisiminde esnekligin 6nemi yadsinamaz (Elchardus & Smits, 2008; Hooker vd., 2010; Howell vd.,
2016; Shadbolt & Bunker, 2009) bir gercekliktir. Bu noktada anilan psikolojik kavrami 6lgebilecek dlgme
araglarma ihtiyag vardir. Sonug¢ olarak bu c¢alismanin amaci Kim (2019) tarafindan gelistirilen Kariyer
Esnekligi Envanterinin Tiirk¢eye uyarlanmasini ve psikometrik 6zelliklerini incelemektir.

YONTEM

Cahisma Grubu ve Prosediir

[Ik énce Kastamonu Universitesi Sosyal ve Beseri Bilimler Etik Kurulundan (E-16498365-100-
2400035250) etik kurul onay belgesi alinmistir. Sonra arastirmacilar, katilimeilar sinif ortaminda aragtirmanin
amaci1 ve igerigi konusunda bilgilendirmislerdir. Ardindan arastirmacilar tarafindan goniillii olan katilimcilara
online Google form linki gonderilmistir. Bu online link araciligiyla aragtirmaya dahil edilen tiim goniilli
katilimcilardan bireysel olarak bilgilendirilmis onam alinmistir. Arastirmaya 322 iiniversite 6grencisi [ YasOrt.
=23.40, YasSs = 5.45] goniilli olarak katilmiglardir. Bu katilimeilarin 272°si kadin (%84.5) ve 50’si erkektir
(%15.5). Ayrica bu 322 iiniversitesi 6grencisi, 200’1 birinci smif (%62.1), 46’si ikinci sinif (%14.3), 35’0
tigiinci sif (%10.9) ve 41°s1 dordiincii siniftan (%12.7) katilim gostermistir.

Islem

Kariyer Esneklik Envanterinin (KEE) Tiirk¢eye uyarlama ¢alisma i¢in ilk olarak Boyoung Kim ile e-
mail yoluyla iletisim kurulmus ve kendisinden bu c¢alismayla ilgili gerekli izinler almmistir. Sonra KEE’ nin
6zgiin Ingilizce formu yeterli diizeyde Ingilizce bilen ii¢ 6gretim iiyesinden olusan bir komisyon tarafindan
Tiirkgeye cevrilmistir. Ardindan KEE, yeniden &zgiin dili olan Ingilizceye cevrilmis ve iki form arasinda
tutarlilik degerlendirilmistir. Daha sonra olugsan denemelik Tiirk¢e form rehberlik ve psikolojik danigmanlik
boliimii iki alan uzman1 6gretim iiyesi tarafindan tekrar degerlendirilmis ve onerileri dogrultusunda gerekli
degisikliklere gidilmistir. Son olarak ise elde edilen Tiirk¢e form, 30 kisilik tiniversite 6grencisine uygulanarak
anlasilirligt test edilmistir ve alinan doniitler sonucunda KEE’ nin son hali elde edilmistir.

Veri Toplama Araclari

Biligsel Esneklik Envanteri (BEE): Bu arastirmada 0lgiit gegerliligini sinamak i¢in Dennis ve
Wal (2010) tarafindan gelistirilmis ve Tirkce formunun gecerlilik ve giivenirlik analizleri Sapmaz ve
Dogan (2013) tarafindan yiiriitillen BEE, gerekli kullanim izni alinarak uygulanmistir. BEE nin yap1
gecerligi icin yapilan DFA analizinde uyum iyiligi degerlerinin (y2/sd: 2.44, GFI: .92, NFI: .96, CFI:
.98 ve RMSEA: .05) kabul edilebilir diizeyde oldugu anlasilmaktadir. Ayrica BEE’nin tamami igin
Cronbach alfa i¢ tutarlik katsayis1 0.90°dir (Sapmaz & Dogan, 2013). Bu aragtirmada BEE nin Cronbach
alfa ol¢lim giivenirligi 0.91 olarak bulgulanmistir.

Psikolojik Esneklik Olgcegi (PEO): Bu arastirmada 6lciit gecerliligini test etmek icin PEO’den
yararlanilmis ve gerekli kullanim izni alinmstir. PEO, Karakus ve Akbay (2020) tarafindan gelistirilmis
ve psikometrik dzellikleri degerlendirilmistir. PEQ’niin agimlayici faktor analizi bulgusunda agiklanan
varyanst %60.34 oldugu belirlenmistir. Ayrica PEO’niin dogrulayici faktor analizi bulgusunda kabul
edilebilir diizeyde uyum iyiligi indekslerine (y2/sd= 2.62, CFI= .93, GFI= .95, NFI= .90 ve RMSEA=
.05) ulasilmistir. Bunlara ek olarak PEQ’niin Cronbach alfa i¢ tutarlilhk katsayisi .83 tiir (Karakus &
Akbay, 2020). Bu arastirmada PEO’niin Cronbach alfa &l¢iim giivenirligi .86 olarak hesaplanmustir.
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Kariyer Uyumlulugu Olgegi (KUO): Bu arastirmada KUO, &lgiit gecerliligini sinamak igin
kullanilmistir. KUO, Eryilmaz ve Kara (2016) tarafindan gelistirmis ve de psikometrik analizleri
yiiriitiilmiistiir. KUO’niin agimlayic1 faktdr analizinde toplam aciklanan varyanst %355.87 olarak
raporlastirilmistir. Buna ek olarak KUO’niin dogrulayic1 faktor analizinde uyum iyiligi degerlerinin
(x2/sd 70.75/34= 2.08; CFI: 0.98; NFI: 0.95, GFI: 0.94 ve RMSEA: 0.07) kabul edilebilir diizeyde
oldugu gériilmektedir (Eryilmaz ve Kara, 2016). KUO niin tiimii i¢in Cronbach Alfa i¢ tutarlik katsayisi
.85 olarak tespit edilmistir (Eryilmaz & Kara, 2016). Bu arastirmada KUO’niin Cronbach alfa 6l¢iim
giivenirligi .90 oldugu saptanmustir.

Veri Toplama Siireci

Yapilan bu ¢alismada aragtirma etigi ilkeleri gozetilmis olup gerekli etik kurul izinleri alinmstir.
Etik kurul izni kapsaminda; Kastamonu Universitesi Sosyal ve Beseri Bilimler Bilimsel Arastirmalar ve
Yaym Etigi Kurulundan (6.03.2024), (E-16498365-100-2400035250) say1l1 belge alinmstir.

Verilerin Analizi

Bu aragtirmada yap1 gegerliligi kapsaminda KEE’ nin Tiirk tiniversite 6grencileri 6rneklemi iizerinde
0zglin formuna ait faktor yapisinin dogrulanip dogrulanmayacagini sinamak tizere hem birinci diizeyde hem
de ikinci diizeyde dogrulayici faktor analizi uygulanmistir. Ayrica KEE’ nin 6l¢iit bagintili gegerliligi Bilissel
Esneklik Envanteri, Psikolojik Esneklik Olgegi ve Kariyer Uyumlulugu Olgegi ile test edilmistir. Bunlara ek
olarak KEE nin giivenirligini belirlemek iizere Cronbach alfa i¢ tutarlilik katsay1 ve test-tekrar test korelasyon
katsayisi kullanilmigtir. Bunun yaninda KEE’nin yakinsak gecerliligi, CR ve AVE degerleri ile bakilmistir.
Tim bunlarin yaninda KEE nin tiimiiniin ve alt boyutlarinin cinsiyete gore farklilasip farklilagsmadigini tespit
etmek tlizere bagimsiz drneklemler i¢in t-test analizi yapilmstir. Son olarak analizler, IBM SPSS Statistics 22
ile AMOS 21 Graphics programlari ile yapilmstir.

BULGULAR

Yapi Gegerliligine fliskin Bulgular

Birinci ve ikinci Diizeyde Dogrulayict Faktdr Analizi (DFA) Bulgulari: Bu asamada Tiirk iiniversite
ogrencileri 6rneklemi lizerinde KEE’ nin 6zgiin formunun faktdr yapisinin dogrulanip dogrulanmayacagini
tespit etmek i¢in hem birinci hem de ikinci diizeyde DFA uygulanmistir. KEE’nin hem birinci diizeyde hem
de ikinci diizeyde DFA bulgusunda madde 1’nin standardize edilmis faktor yiikii .30 altinda oldugu icin
cikarilmistir. Birinci diizeyde yapilan DFA bulgusunda maddelerin standardize edilmis faktor yiiklerinin .31
ile .82 arasinda degistigi ve tiim t degerlerinin anlamli oldugu belirlenmistir (Tablo 1 ve Sekil 1). Ayni sekilde
KEE’nin ikinci diizeyde DFA bulgusunda standardize edilmis faktor yiiklerinin .31 ile .82 arasinda degistigi
ve tiim t degerlerinin anlamli oldugu ortaya konmustur (Tablo 2 ve Sekil 2). Bunlara ek olarak yapilan birinci
diizeyde DFA bulgusunda KEE’nin uyum iyiligi degerlerinin kabul edilebilir diizeyde (}2/sd=3.35, GF1=.90,
AGFI= .86 ve RMSEA= .08) oldugu goriiliirken ikinci diizeyde DFA bulgusunda KEE’nin uyum iyiligi
degerlerinin (¥2/sd=3.31, GFI=.90, AGFI= .86 ve RMSEA=.08) kabul edilebilir diizeyde oldugu saptanmistir

(Kline, 2019; Schermelleh-Engel vd., 2003; Simsek, 2007).
Tablo 1

Birinci Diizeyde DFA Bulgulart

Maddeler Boyutlar B S.H. t p

KE2 <--- Kararsizlik 1.000

KE3 <em- Kararsizlik 1.275 124 10.280 ok
KE4 <ee- Kararsizlik 1.097 11 9.860 ok
KES5 <ee- Kararsizlik 519 .101 5.165 ok
KE6 - Aktif Uyum 1.000

KE7 <--- Aktif Uyum 987 .088 11.268 HA
KE8 < Aktif Uyum 1.083 117 9.246 HA
KE9 < Aktif Uyum 1.152 116 9.894 oAk
KE10 <--- Aktif Uyum 926 106 8.717 Hk*
KE12 <--- Esnek Diistinme 1.605 205 7.831 *E*
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Tablo 1 (Devam)

Maddeler

Boyutlar

S.H.

KEI3
KEIS5
KE11
KE14

Lemm
<emm
Lamm
<Lamm

Esnek Diistinme
Esnek Diistinme
Esnek Disiinme
Esnek Diistinme

1.621
723
1.000
.677

.206
.146

151

7.883
4.965

4.481

sksksk

skskosk

skesksk

Not: ***p<.001

Sekil 1

Birinci Diizeyde DFA Path Diyagrami

25
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Tablo 2

Ikinci Diizeyde DFA Bulgulart

B S.H. t p
Kararsizlik <--- Kariyer Esneklik 1.000
Aktif Uyum <--- Kariyer Esneklik 1.000
Esnek Diistinme <--- Kariyer Esneklik 1.000
KE2 <--- Kararsizlik 1.000
KE3 <Lem- Kararsizlik 1.272 121 10.480 *kk
KE4 <ee- Kararsizlik 1.092 .109 9.996 ok
KE5 <ee- Kararsizlik 518 .100 5.201 o
KE6 <eme Aktif Uyum 1.000
KE7 <e- Aktif Uyum .989 .088 11.272 R
KES8 <e- Aktif Uyum 1.088 117 9.309 R
KE9 <ee- Aktif Uyum 1.156 116 9.978 ok
KE10 <ee- Aktif Uyum .929 .106 8.757 ok
KE12 <em- Esnek Digiinme 1.610 206 7.810 ok
KE13 <--- Esnek Diistinme 1.632 208 7.860 *E*
KE15 <--- Esnek Diistinme 7123 146 4.947 *E*
KE11 <--- Esnek Diisiinme 1.000
KE14 <--- Esnek Diigiinme .679 152 4475 oAk

Not: ***p<.001

Sekil 2

Ikinci Diizeyde DFA Path Diyagrami

Kariyer_Esneklik

8z

285

QRPOPFORAROMNEE®®®

.36

31



Trakya Egitim Dergisi, 15(1) 2025, 281-290

Olciit Bagintih Gegerliligine iliskin Bulgular

KEE’nin 6l¢iit bagmtili gegerliligi; Bilissel Esneklik Envanteri, Psikolojik Esneklik Olgegi ve Kariyer
Uyumlulugu Olgegi ile degerlendirilmistir. Bu dort 6lgme araci arasindaki iliskiler korelasyon analizi yoluyla
belirlenmistir. Bu bulgular Tablo 3’te yer almugtir.

Tablo 3

Ol¢iit Bagintili Gegerlilik Korelasyon Katsayilar

Degiskenler 1 2 3 4
1. Kariyer Esneklik Envanteri 1

2. Biligsel Esneklik Envanteri 22%* 1

3. Psikolojik Esneklik Olgegi 18%* 16%* 1

4. Kariyer Uyumlulugu Olgegi 2% 53%% 56%* 1

Not: **p<.01, *p<.05
Giivenirlik Analizlerine ve Yakinsak Gegerliligine Iliskin Bulgular

KEE igin test-tekrar test korelasyon katsayisi ve Cronbach alfa i¢ tutarlilik katsayisi kullanilarak
giivenirlik analizleri hesaplanmistir. KEE nin biitiinii i¢in Cronbach alfa i¢ tutarlik katsayisi .66, kararsizlik alt
boyutu i¢in .71, aktif uyum alt boyutu igin .81 ve esnek diisiinme alt boyutu icin .69 olarak hesaplanmistir.
Ayrica 23 {niversite 0grencisine iki hafta arayla test-tekrar test uygulamasi yapilmistir. Yapilan uygulama
sonucunda KEE’nin biitiinii i¢in test-tekrar test korelasyon katsayis1 .77, kararsizlik alt boyutu igin .79, aktif
uyum alt boyutu i¢in .79 ve esnek diisiinme alt boyutu igin .76 olarak belirlenmistir. Bu giivenirlik analizi
bulgulari, KEE’nin yeterli seviyede giivenilir bir 6lgme aract oldugunu ispatlamigtir (Nunnally, 1979). Ote
yandan KEE’nin yakinsak gegerliligi tespit etmek i¢in bilesik giivenilirlik (CR) ve ¢ikarilan ortalama varyans
(AVE) degerleri kullanilmistir. KEE’nin AVE degerleri .50°den kiiciik, CR degerleri ise .60’dan biiyilik
cikmistir. Literatiirde AVE degeri 0.50°den kiiciik ve CR degeri 0.60’dan biiyiik olursa yakinsak gegerliliginin
saglandig1 ifade edilmektedir (Fornell & Larcker, 1981; Shrestha, 2021). Bunlarin yaninda bilesik giivenirlik,
cikarilan ortalama varyanstan (CR>AVE) biiyiik olmasi1 gerektigi belirtilmektedir (Hair vd., 2014; Fornell &
Larcker, 1981). KEE’ nin tiimii ve alt boyutlarinin CR>AVE’ten biiyiik oldugu goriilmiistiir.

Tablo 4

KEE nin Giivenirlik Analizi ve Yakinsak Gegerlilik Bulgular:

Degigkenler Madde Sayisi Cronbach alfa Test-tekrar test CR AVE
Kararsizlik 4 1 T9%* 73 42
Aktif Uyum 5 .81 J9** .80 44
Esnek Diistinme 5 .69 6% * .68 33
Olgegin Tiimii 14 .66 JTEE .89 40

Not: **p<.01

KEE’nin Cinsiyet Acisindan Bagimsiz Orneklemler I¢in #-testi Bulgular

KEE’nin kararsizlik alt boyutu puanlari kadmlarm (X=10.22, Ss=3.17), erkeklere gore (X=10.98,
Ss=3.21) anlamli diizeyde farklilik gostermemektedir (t (320) =1.54, p>0.05). Ayrica aktif uyum alt boyutu
puanlar1 kadinlarin (X=18.36, Ss=3.32), erkeklere gore (X=18.94, Ss=2.98) anlamli diizeyde farklilik
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belirlenmemistir (t (320 = 1.14, p>0.05). Buna ek olarak esnek diisiinme alt boyutu puanlari kadimlarin
(X=17.27, Ss=3.48), erkeklere gore (X=17.44, Ss=3.46) anlaml diizeyde farklilik gézlenmemistir (t (320)

=30, p>0.05). Son olarak dlgegin tiimii puanlar1 i¢in kadinlarin (X=45.86, Ss=6.09), erkeklere gore (X=47.36,
Ss=5.54) anlaml1 diizeyde farklilik saptanmamustir (t (320) = 1.61, p>0.05).

Tablo 5

KEE 'nin Cinsiyete Gore Bagimsiz Orneklem t- Testi Analiz Bulgular

Degiskenler Cinsiyet N X (Ss) t sd p

Kararsizlik Kadin 272 10.22 (3.17) 1.54 320 123
Erkek 50 10.98 (3.21)

Aktif Kadm 272 18.36 (3.32) 1.14 320 251
Uyum Erkek 50 18.94 (2.98)

Esnek Diisiinme Kadn 272 17.27 (3.48) .30 320 765
Erkek 50 17.44 (3.46)

Olgegin Tiimii Kadn 272 45.86 (6.09) 1.61 320 107
Erkek 50 47.36 (5.54)

TARTISMA VE SONUC

Bu ¢alisma, Kariyer Esnekligi Envanterinin Tiirk Kiiltiiriine uyarlamasi amaciyla gerceklestirilmistir.
Kariyer Esnekligi Envanterinin hem birinci diizeyde hem de ikinci diizeyde DFA bulgusunda madde 1’nin
standardize edilmis faktor yiikii .30 altinda oldugu i¢in ¢ikarilmistir (Kline, 2019). Bunun yaninda yapilan
birinci ve ikinci diizey DFA sonuglarina gore, Kariyer Esnekligi Envanterinin, orijinalinde oldugu gibi ii¢
boyutlu bir yap1 sergiledigi bulunmustur. Bu noktada ilgili envanterin giivenilir ve gecerli bir 6lgme araci
oldugu sonucuna varilmistir.

Kariyer gelisiminde esneklik, nemli bir kendini gergeklestirme aracidir. Ayni zamanda esnekligin pek
¢ok olumlu sonucu vardir (Elchardus & Smits, 2008; Hooker vd., 2010; Howell vd., 2016; Shadbolt & Bunker,
2009). Ote yandan Tiirkge literatiirde kariyer ile ilgili cesitli 5lcek uyarlama (Biiyiikgdze-Kavas, 2014; Kalafat,
2012; Ozden vd., 2017) ve dlgek gelistirme (Eryilmaz & Kara, 2016; Eryilmaz & Kara, 2017; Ulas & Kizildag,
2019; Ulas & Yildinm, 2016) calismalarmin yiritildigli goriilmektedir. Ancak bireylerin kariyer
esnekliklerini 6lgen bir 6lgme aracinin Tiirkce literatiirde olmadigi goriilmektedir. Bu noktada bu calisma,
kariyer esnekligini 6l¢ebilecek bir 6l¢gme araci kazandirdigr igin literatiire katk: saglamistir denilebilir.

Bu c¢alismada, psikolojik ve biligsel esneklik ile kariyer esnekligi arasindaki iliskilerin pozitif yonde
ancak diisiik diizeyde oldugu goriilmektedir. Bu sonug her {i¢ kavramin birbirlerinden farkli psikolojik yapilar
oldugunu gostermektedir. iliskinin yoniiniin olumlu olmas ise, bireyin farkli alanlardaki benzer bir yap1 olan
esnekliklerini 6lgiiyor olmalarinin gostergesi olarak degerlendirilebilir.

Psikolojik esnekligin dogasim1 anlamak adina ¢esitli modellere ihtiyag vardir. Psikoloji alaninda,
psikolojik esneklik igin gesitli modeller gelistirildigi gériilmektedir (McCracken & Morley, 2014). ilerleyen
siirecte, kariyer esnekligi i¢in de modeller gelistirilebilir. Bu noktada yapilacak c¢aligmalarda bu ¢alismada
uyarlanan dl¢eklerden yararlanilabilir.

Tiirkiye’de farkli esneklik tiirleri ile kariyerle iligkili degiskenler arasindaki iligkiler incelenmistir.
Ornegin yapilan bir ¢alismada bilissel esneklik ile kariyer gelecegi arasindaki iliskiler incelenmistir (Y1ldiz-
Akyol & Boyaci, 2020). Benzer sekilde bir baska ¢aligmada, biligsel esneklik ile kariyer uyum yetenekleri
arasindaki iligkilere bakilmistir (Demirtas & Kara, 2022). Ancak kariyer esnekligi ile diger degiskenler
arasindaki iliskileri inceleyen ¢aligmalarm olmadig: goriiliir. Ilerleyen siiregte bu ¢alismada uyarlanan 6lgekle
farkli degiskenler arasindaki iligkileri inceleyen caligmalar yiiriitiilebilir.
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Abstract: This study examines the adaptation of the Career Flexibility Inventory developed by
Kim (2019) into Turkish and its psychometric properties. 322 university students voluntarily
participated in the study. In the first level CFA finding, the goodness of fit values of the CFI
was found to be at an acceptable level (x2/df=3.35, GFI=.90, AGFI= .86 and RMSEA= .08). In
contrast, in the second level CFA finding, the goodness of fit values of the CFI were determined
to be at an acceptable level (x2/df=3.31, GFI=.90, AGFI= .86 and RMSEA= .08). In addition,
Cronbach's alpha internal consistency coefficient was calculated as .66 for the whole CFIL, .71
for the wavering sub-dimension, .81 for the active adaptation sub-dimension, and .69 for the
flexible thinking sub-dimension. Also, the test-retest correlation coefficient was determined as
.77 for the whole of the CFI, .79 for the wavering sub-dimension, .79 for the active adaptation
sub-dimension, and .76 for the flexible thinking sub-dimension. These findings proved that the
CFl is a sufficiently valid and reliable measurement tool.
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INTRODUCTION

A human being is a being that develops in many fields. When examining the developmental journey of
human beings, the career area is reflected as essential (Eryilmaz & Mutlu, 2017). Career is integral to the
individual's identity (Marcia, 1994). Individuals strengthen their identities with their discoveries in the career
field (Arnett, 2002). At this point, people need tools for healthy career development (Savickas et al., 2009).
Career flexibility is considered to be one of these tools.

In psychology, flexibility is considered an important positive concept. It is an important resource for
developing health (Kashdan & Rottenberg, 2010) and psychological maturity (Eryilmaz & Uzun, 2024).
Psychologically, flexibility means adapting to situational demands, reconsidering one's mental resources,
changing one's perspective, and creating a balance between conflicting desires, needs, and life domains
(Kashdan & Rottenberg, 2010). Flexibility is also defined as the ability to change or maintain functional
behavior classes (Hayes et al., 2004). Flexibility can be assessed both in domain-general (McCracken &
Morley, 2014) and in domain-specific (Kim et al., 2020). One of the areas where flexibility is important is
career.

Career flexibility means that individuals are flexible and open to career options. Career flexibility is also
defined as an individual's ability to take advantage of opportunities in situations of uncertainty. There are three
important components to career flexibility. These components are wavering, active adaptation, and flexible
thinking (Kim et al., 2020). People need to have important resources to be successful in their careers. Career
flexibility is one such resource.

Many studies have been conducted in the literature on the importance of career flexibility (Cao et al.,
2013; Kim et al., 2014; Porfeli et al., 2011). For example, as individuals' career flexibility increases, their
career adaptability also increases, and individuals derive satisfaction from their lives (Cao et al., 2013). Career
flexibility also activates individuals' adaptive behavior (Clarke, 2008). Career flexibility has many positive
outcomes. For example, it has been found that physiotherapists provide better care to their patients in parallel
with increases in career flexibility (Hooker et al., 2010), career flexibility has a positive impact on individuals'
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self-actualization (Elchardus & Smits, 2008), academics' satisfaction increases as career flexibility increases
(Howell et al., 2016), and flexibility is an important factor in individuals' career choices (Shadbolt & Bunker,
2009).

In addition to all this, several scale adaptation and development studies have been conducted in Turkey
on individuals' careers. For example, it can be seen that adaptation studies of the Career Futures Inventory
(Kalafat, 2012), Career Adapt-Abilities Scale (Biiyiikgdze-Kavas, 2014), and Career Stress Inventory (Ozden
et al., 2017) have been carried out. On the other hand, the Career Adaptability Scale (Eryilmaz & Kara, 2016),
Career Adaptability Scale for Psychological Counsellors (Eryilmaz & Kara, 2017), Career Barriers Inventory
(Ulas & Kizildag, 2019), and Career Decision-Making Self-Efficacy Scale (Ulas &Yildirim, 2016) can be
mentioned as examples of scale development studies.

However, in Turkish literature, no tool can measure career flexibility. The importance of flexibility in
career development is an undeniable reality (Elchardus & Smits, 2008; Hooker et al., 2010; Howell et al.,
2016; Shadbolt & Bunker, 2009). At this point, there is a need for measurement tools that can measure the
aforementioned psychological concept. Therefore, this study aims to examine the adaptation of the Career
Flexibility Inventory developed by Kim (2019) to Turkish and its psychometric properties.

METHOD

Participants and Procedure

Firstly, an ethical approval document was received from the Social and Human Sciences Ethics
Committee of Kastamonu University (E-16498365-100-2400035250). Then, the researchers informed the
participants about the purpose and content of the study in the classroom. Afterward, the researchers sent an
online Google form link to the volunteer participants. Informed consent was obtained individually from all
volunteer participants enrolled in the study through this online link. 322 university students [AgeMean = 23.40,
AgeSD = 5.45] volunteered to participate in the study. Of these participants, 272 were female (84.5%) and 50
were male (15.5%). Furthermore, 200 of these 322 university students were first-year students (62.1%), 46
were second-year students (14.3%), 35 were third-year students (10.9%), and 41 were fourth-year students
(12.7%).

Process

To adapt the Career Flexibility Inventory (CFI) to Turkish, Boyoung Kim was first contacted via e-mail,
and the necessary permissions were obtained. Next, the original English form of the CFI was translated into
Turkish by a committee of three faculty members with sufficient English proficiency. The CFI was then
translated back into its original language, English, and the consistency between the two forms was evaluated.
Then, two experts from the Department of Guidance and Psychological Counseling re-evaluated the Turkish
pilot form, and necessary changes were made according to their suggestions. Finally, the Turkish form was
administered to 30 university students to test its comprehensibility, and the final version of the CFI was
obtained as a result of the feedback received.

Data Collection Instruments

Cognitive Flexibility Inventory (CFI): In this study, the CFI, developed by Dennis and Wal (2010), and the
validity and reliability analysis of the Turkish form performed by Sapmaz and Dogan (2013) were used to test
the criterion-related validity. In the CFA analysis conducted for the construct validity of the CFIL it is
understood that the goodness of fit values (x2/df: 2.44, GFI: .92, NFI: .96, CFI: .98 and RMSEA: .05) are at
an acceptable level. In addition, Cronbach's alpha internal consistency coefficient for the entire CFI is 0.90
(Sapmaz & Dogan, 2013). In this study, the Cronbach's alpha measurement reliability of CFI was found to be
0.91.

Psychological Flexibility Scale (PFS): The PFS used to test criterion-related validity in this study was
developed, and its psychometric properties were evaluated by Karakus and Akbay (2020). In the exploratory
factor analysis of PFS, it was found that the variance explained was 60.34%. Also, the confirmatory factor
analysis of the PFS showed acceptable goodness of fit indices (¥2/df=2.62, CFI=.93, GFI=.95, NFI= .90, and
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RMSEA= .05). In addition, the Cronbach's alpha internal consistency coefficient of PFS is .83 (Karakus &
Akbay, 2020). In this study, the Cronbach's alpha measurement reliability of PFS was calculated as .86.

Career Adaptability Scale (CAS): This study utilized the CAS to test criterion-related validity. The CAS was
developed by Eryillmaz and Kara (2016), and psychometric analyses were conducted. In the exploratory factor
analysis of the CAS, the total explained variance was reported to be 55.87%. Furthermore, in the confirmatory
factor analysis of the CAS, the goodness of fit values (x2/df 70.75/34= 2.08; CFI: 0.98; NFI: 0.95, GFI: 0.94
and RMSEA: 0.07) were at an acceptable level (Eryllmaz & Kara, 2016). The Cronbach's alpha internal
consistency coefficient for the entire CAS was 0.85 (Eryilmaz & Kara, 2016). In this study, the Cronbach's
alpha measurement reliability of the CAS was found to be .90.

Data Collection Procedure

In this study, the principles of research ethics were followed, and necessary approvals were received
from the ethics committee. Within the scope of ethics committee approval, a document numbered (6.03.2024)
(E-16498365-100-2400035250) was obtained from the Kastamonu University Social and Human Sciences
Scientific Research and Publication Ethics Committee.

Data Analysis

In this study, both first-order and second-order confirmatory factor analyses were used in the context of
construct validity to test whether the factor structure of the original form of the CFI could be confirmed on the
Turkish university student sample. In addition, the criterion-related validity of the CFI was tested using the
Cognitive Flexibility Inventory, the Psychological Flexibility Scale, and the Career Adaptability Scale.
Cronbach's alpha internal consistency coefficient and test-retest correlation coefficient were also measured to
determine the reliability of the CFI. Furthermore, the convergent validity of the CFI was examined with CR
and AVE scores. In addition to all these, an independent samples t-test analysis was conducted to determine
whether the entire CFI and its sub-dimensions differed by gender. Finally, analyses were performed using IBM
SPSS Statistics 22 and AMOS 21 Graphics programs.

RESULTS

Results Related to Construct Validity

Results of First and Second-Order Confirmatory Factor Analysis (CFA): At this stage, both first and
second-order CFA were used to determine whether the factor structure of the original form of the CFI could
be confirmed on the Turkish university student sample. In both the first and second-order CFA results of the
CFI, item 1 was removed because its standardized factor loading was less than .30. In the first-order CFA, the
standardized factor loadings of the items were found to be between .31 and .82, and all t-values were significant
(Table 1 and Figure 1). Similarly, in the second-order CFA of the CFI, it was observed that the standardized
factor loadings ranged from .31 to .82, and all t-values were significant (Table 2 and Figure 2). In addition, it
was revealed that the goodness of fit values of CFI was at an acceptable level (x2/df=3.35, GFI=.90, AGFI=
.86 and RMSEA= . 08) in the first-order CFA result, while the goodness of fit values of CFI was at an
acceptable level (y2/df=3.31, GFI=.90, AGFI= .86 and RMSEA= .08) in the second-order CFA result (Kline,
2019; Schermelleh-Engel et al., 2003; Simsek, 2007).

Table 1

First-Order CFA Results

Items Dimensions B S.E. t p
CF2 <--- Wavering 1.000
CF3 <--- Wavering 1.275 124 10.280 ok
CF4 <--- Wavering 1.097 111 9.860 ok
CF5 <--- Wavering 519 101 5.165 oAk
CF6 <--- Active Adaptation 1.000
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Table 1 (Continued)

Items Dimensions B S.E. t p
CF7 <--- Active Adaptation 987 .088 11.268 oAk
CF8 <--- Active Adaptation 1.083 117 9.246 oAk
CF9 <--- Active Adaptation 1.152 116 9.894 *A*
CF10 <--- Active Adaptation 926 .106 8.717 *E*
CF12 <--- Flexible Thinking 1.605 205 7.831 Hrx
CF13 <--- Flexible Thinking 1.621 .206 7.883 HoEk
CF15 <--- Flexible Thinking 723 146 4.965 HoEk
CF11 <--- Flexible Thinking 1.000

CF14 <--- Flexible Thinking 677 151 4.481 HoEE

Note: ***p<.001

Figure 1

First-Order CFA Path Diagram

Aktive Adaptation - | CF8 |

Flexible_Thinking

0.0e

CF14

FEOEORCOO®YME ®O® ® ®

CF15
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Table 2

Second-Order CFA Results

B S.E. t p
Wavering <--- Career Flexibility 1.000
Active Adaptation <--- Career Flexibility 1.000
Flexible Thinking <--- Career Flexibility 1.000
CF2 <--- Wavering 1.000
CF3 <--- Wavering 1.272 121 10.480 rHE
CF4 <--- Wavering 1.092 .109 9.996 ok
CF5 <--- Wavering 518 .100 5.201 ok
CF6 <--- Active Adaptation 1.000
CF7 <--- Active Adaptation .989 .088 11.272 ok
CF8 <--- Active Adaptation 1.088 117 9.309 Rk
CF9 <--- Active Adaptation 1.156 116 9.978 ok
CF10 <--- Active Adaptation 929 .106 8.757 oAk
CF12 <--- Flexible Thinking 1.610 206 7.810 ok
CF13 <--- Flexible Thinking 1.632 .208 7.860 ok
CF15 <--- Flexible Thinking 723 146 4.947 Hoxk
CF11 <--- Flexible Thinking 1.000
CF14 <--- Flexible Thinking .679 152 4.475 HoxE

Note: ***p<.001

Figure 2

Second-Order CFA Path Diagram

Career_Flexibility

0.62
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Results Regarding Criterion-Related Validity

The criterion-related validity of the CFI was assessed using the Cognitive Flexibility Inventory, the
Psychological Flexibility Scale, and the Career Adaptability Scale. The relationships between these four
measures were determined by correlation analysis. The results are presented in Table 3.

Table 3

Criterion-Related Validity Correlation Coefficients

Variables 1 2 3 4
1. Career Flexibility Inventory 1

2. Cognitive Flexibility Inventory 22%* 1

3. Psychological Flexibility Scale 18%* 16%* 1

4. Career Adaptability Scale 2% S3E* S6** 1

Note: **p<.01, *p<.05

Results of Reliability Analyses and Convergent Validity

Reliability analyses were assessed using the test-retest correlation coefficient and Cronbach's alpha
internal consistency coefficient for the CFI. Cronbach's alpha internal consistency coefficient was calculated
as .66 for the total CFI, .71 for the wavering subscale, .81 for the active adaptation subscale, and .69 for the
flexible thinking subscale. In addition, a test-retest application was carried out with 23 university students at
two-week intervals. As a result of the application, the test-retest correlation coefficient was .77 for the total
CFI, .79 for the wavering subscale, .79 for the active adaptation subscale, and .76 for the flexible thinking
subscale. These reliability analysis results proved that the CFI is a reliable measurement tool (Nunnally, 1979).
On the other hand, composite reliability (CR) and average variance extracted (AVE) values were used to
determine the convergent validity of the CFI. AVE values of CFI were less than .50, and CR values were
greater than .60. The literature suggests that convergent validity is achieved when the AVE value is less than
0.50 and the CR value is greater than 0.60 (Fornell & Larcker, 1981; Shrestha, 2021). In addition, the composite
reliability should be greater than the average variance extracted (CR>AVE) (Hair et al., 2014; Fornell &
Larcker, 1981). The total CFI and its sub-dimensions were observed to be greater than CR>AVE.

Table 4

Results of Reliability Analyses and Convergent Validity

Variables Number of Items ~ Cronbach alpha Test-retest CR AVE
Wavering 4 71 J19%* 73 42
Active Adaptation 5 81 Wl .80 44
Flexible Thinking 5 .69 T6** .68 .33
Entire of the CFI 14 .66 ks .89 40

Note: **p<.01

Independent Samples z-test Results of CFI in terms of Gender

Female's scores on the wavering subscale of the CFI (X=10.22, SD=3.17) were not significantly
different from male's (X =10.98, SD=3.21) (t (320) =1.54, p>0.05). In addition, female's scores on the active
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adaptation sub-dimension (X=18.36, SD=3.32) were not significantly different from male's (X=18.94,
SD=2.98) (t (320) = 1.14, p>0.05). Also, no significant difference was observed in the flexible thinking sub-
dimension scores of females (X =17.27, SD=3.48) compared to males (X=17.44, SD=3.46) (t (320) =.30,
p>0.05). Finally, there was no significant difference between females (X=45.86, SD=6.09) and males (X
=47.36, SD=5.54) for the total scale scores (t (320) = 1.61, p>0.05).

Table 5

Independent Samples t-Test Results of CFI By Gender

Variables Gender N X (SD) t df p
Wavering Female 272 10.22 (3.17) 1.54 320 123
Male 50 10.98 (3.21)
Active Adaptation Female 272 18.36 (3.32) 1.14 320 251
Male 50 18.94 (2.98)
Flexible Thinking Female 272 17.27 (3.48) 30 320 765
Male 50 17.44 (3.46)
Entire of the CFI Female 272 45.86 (6.09) 1.61 320 107
Male 50 47.36 (5.54)

DISCUSSION AND CONCLUSION

This study was conducted to adapt the Career Flexibility Inventory to the Turkish culture. In both
the first and second-order CFA results of the Career Flexibility Inventory, item 1 was removed because its
standardized factor loading was less than .30 (Kline, 2019). Furthermore, according to the first and second-
order CFA results, the Career Flexibility Inventory was found to have a three-dimensional structure as in
the original. At this point, it was concluded that the inventory is a reliable and valid measurement tool.

Flexibility in career development is an essential tool for self-realization. Also, flexibility has many
positive outcomes (Elchardus & Smits, 2008; Hooker et al., 2010; Howell et al., 2016; Shadbolt & Bunker,
2009). On the other hand, it can be seen that various scale adaptation (Biiylikgoze-Kavas, 2014; Kalafat,
2012; Ozden et al., 2017) and scale development (Eryilmaz & Kara, 2016; Eryillmaz & Kara, 2017; Ulas
& Kizildag, 2019; Ulas & Yildirim, 2016) studies have been conducted in Turkish literature. However, in
Turkish literature, there is no tool to measure the career flexibility of individuals. At this point, it can be
said that this study contributes to the literature by providing a measurement tool that can measure career
flexibility.

In this study, the relationships between psychological and cognitive flexibility and career flexibility
are positive but at a low level. This result shows that these three concepts are different psychological
constructs. The positive direction of the relationship can be seen as an indication that individuals measure
their flexibility, which is a similar construct in different areas.

Different models are needed to understand the nature of psychological flexibility. Several models
have been developed for psychological flexibility (McCracken & Morley, 2014). In the future, models can
also be designed for career flexibility. At this point, the scale adapted in this study can be used in future
studies.

The relationships between different types of flexibility and career-related variables have been
investigated in Turkey. For example, one study examined the relationships between cognitive flexibility
and career future (Yildiz-Akyol & Boyaci, 2020). Similarly, another study examined the relationship
between cognitive flexibility and career adaptability (Demirtas & Kara, 2022). However, no studies
examine the relationships between career flexibility and other variables. Future studies can investigate the
relationships between different variables using the scale adopted in this study.
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