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Abstract: The aim of this research is to examine the validity and reliability of the Turkish version of the Career Decision
Self-Efficacy Scale-Short Form (CDSES-SF; Gaudron, 2011). The sample of this study consisted of 358 (192 female
and 166 male) university students. The results of confirmatory factor analysis demonstrated that the 18 items loaded
on four factors and the four-dimensional model was well fit (x*= 194.32, df= 124, p= .00, RMSEA=.061, NNFI=.85,
CFI=.85, IF1=.85, GFI= .88, AGFI= .83 and SRMR=.067). The internal consistency coefficients of four subscales were
.76, 68, 62 and .61 respectively, for the overall scale was.84. In the concurrent validity significant relationship (= .51)
was found between the Career Decision Self-Efficacy Scale-Short Form and Employment Hope Scale. The corrected
item-total correlations of CDSES-SF ranged from .26 to .59. Overall findings demonstrated that this scale had high va-
lidity and reliability scores and that it may be used as a valid and reliable instrument in order to measure of self-efficacy
expectations designed to assess individuals’ confidence in their ability to complete the tasks necessary to make career
decisions .Nevertheless, further studies that will use CDSES-SF are important for its measurement force.
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1 The paper presented partially at the International Chaos, Complexity and Leadership Symposium ICCLS
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INTRODUCTION as the belief and confidence of individuals in

their ability to perform given tasks or behaviors

Self-efficacy” beliefs, denoting the beliefs about successfully: and postulated these beliefs as the

one’s own performance before the behavior, as a primary mediators of behavior and behavioral

distinct construct from “outcome expectations”, change. Low self-efficacy expectations regarding

and the factors relating with those beliefs was first 3 task or behavior lead to avoidance, while high

introduced by Bandura (1977) to the scientific  self-efficacy expectations increase the frequency
study of human behavior and cognition. Bandu-  of approach behavior. Becoming one of the key
ra (1986) defined “self-efficacy expectations”  concepts in the psychology literature, this contri-
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bution has affected theory and practice in various
areas like mental health and education, and shed
light on the new concepts introduced in those
areas (Leonard 2002). Although self-efficacy
is usually task-specific or domain-specific, a
global notion of self-efficacy is also available in
the related literature, treating the concept as the
global confidence in one’s coping ability across
a wide range of demanding or novel situations
(Luszczynska, Gutierrez-Dona, & Schwarzer,
2005).

Hackett and Betz (1981), in their pioneering study,
developed a theory of career self-efficacy by app-
lying the concept of self-efficacy to career-related
behaviors and showed that the strength of college
students’ career decision-making self-efficacy ex-
pectations had a strong and negative relationship
with overall levels of career indecision. Following
theory of career self-efficacy, an implication of
Bandura’s self-efficacy on career-related behaviors,
considerable number of researchers continued
applying Bandura’s (1977, 1986, 1997) theory
of self-efficacy expectations on career decision
making, vocational choice and career indecision
(Hackett, 1995).

The term “career” can be defined as the com-
bination and sequence of work roles a person
experiences in their lives (Super, 1980). “Career
self-efficacy” is here denotes the individuals’
judgments of their abilities to perform career
behaviors in career development, choice, and
adjustment processes (Anderson & Betz, 2001;
Niles & Sowa, 1992).

Career self-efficacy beliefs can results in the
avoidance of or greater motivation levels toward
career behaviors (Betz & Taylor, 2001). Low
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career self-efficacy may cause the procrastination
of career decisions, and delaying the actualization
of a decision once it has been made (Betz, 1992).
Low career self-efficacy belief levels may even
be based on a realistic and accurate assessment
of an individual’s capabilities or past experiences,
but it often results in a lack of full awareness of
own potential’s and successfully pursue different
careers (Betz & Hackett, 1981). Career self-efficacy
is considered essential to successful job perfor-
mance, and can greatly influence work behaviors
regardless of knowledge and skill (Bandura, 1977,
1986; Dawes, et al.; Giles & Rea, 1999; Niles &
Sowa, 1992). Nesdale and Pinter (2000) found
that across diverse cultures career self-efficacy
was a significant predictor of an individual’s abi-
lity to continually find employment. As a result,
career self-efficacy beliefs should be supported
and reinforced as a possible important goal for
respective professionals and institutions.

Taylor and Betz (1983) applied the Bandura’s
original self-efficacy theory to the scientific
study on career indecision and its treatment. They
developed (Taylor & Betz,1983) a psychometric
measure of self-efficacy expectations, in order to
assess the confidence of the individuals in their
abilities to complete the necessary tasks in career
decisions named the Career Decision Self-Efficacy
Scale (CDSES).

Taylor and Betz (1983) build their model the
model of career maturity on (Crites, 1961, 1978),
and postulated five domains of behavior in the
process of making career decisions: (a) accurate
self-appraisal,

(b) gathering occupational information, (c) goal
selection, (d) making plans for the future, and (e)
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problem solving. CDSES, based on this frame-
work, is a Likert-type scale ranging from 0 (no
confidence) to 9 (complete confidence) which
has ten items created to reflect each competency,
and the respondents had to indicate their level of
confidence about performing each task depicted

in the items on a 10-point scale described above.

Original CDSES had internal consistency co-
efficients range from .86 to .89 for the five
subscales, and .97 for the total score (Taylor &
Betz, 1983); but the factor analysis with principal
components method failed to support the five
theoretical factors postulated. Betz, Klein, and
Taylor (1996) developed a short form of the
CDSES by eliminating 5 of the 10 items from
each of the five subscales due to the length of the
original scale. The Career Decision Self-Efficacy
Scale—Short Form (CDSES-SF) has the same five
subscales contains five items for each subscale
composing the 25 item scale which is also scored
by a 10-point Likert-type scale ranging from 1
(no confidence) to10 (complete confidence) as
the original scale. Their study results indicated

high internal consistency.

Betz, Hammond, and Multon (2005) has shown
that a 5-point Likert scale was at least as reliable
and valid measurement as a 10-level response
continuum as utilized in previous studies using

the 10-level response continuum (Betz et al.,
1996; Betz & Voyten, 1997).

The CDSES has adequate psychometric properties
for both versions (Gaudron, 2011) and is one
of the most utilized instruments in the area of

assessment and counseling (Luzzo, 1993).
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The 21-item five-point Likert scale (1= totally
disagree; 5= totally agree) is composed of four
subscales (increasing structural job resources,
increasing social job resources, increasing chal-
lenging job demands and decreasing hindering
job demands). The results of confirmatory factor
analysis indicated that the four-dimensional Job
Crafting model (increasing structural job resources,
increasing social job resources, increasing challen-
ging job demands and decreasing hindering job
demands) model was well fit (x*=792.62, df= 366,
x¥/df=2.17, RMSEA= .040, TLI= .88 CFI=.90).
The internal consistency reliability coefficients
were: .76 for increasing social job resources;
.73 for increasing challenging job demands; .77
for decreasing hindering job demands, and .75
increasing structural job resources.

The goal of the present study is to translate
the Career Decision Self-Efficacy Scale—Short
Form to Turkish and to examine its validity and
reliability. CDSES, as an instrument developed
for assessing the career decision self-efficacy
construct, has adequate psychometric properties,
and is presented to the attention of researchers
and practitioners in Turkey for evaluation and
research activities in various areas like industrial,

organizational psychology and career counseling.
METHOD
Participants

Participants were 358 (192 female and 166
male) university students who were enrolled at
different departments in Istanbul and Sakarya,
Turkey. The departments of these students were
psychological counseling and guidance (n=60),
science education (n=46), pre-school education
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(n=77), computer and instruction technology
education (n=58), primary education (56) and
Turkish language education (n=61) and the mean
age of the participants was 21.7 years.

Insrument

Employment Hope Scale (EHS): Employment
Hope Scale was adapted to Turkish by Akin, Ha-
medoglu, Kaya and Sarigam (2013). The results
of confirmatory factor analysis demonstrated
that the six items loaded on one factors and the
one-dimensional model was well fit (x*=215.29,
df=63 p=0.00, RMSEA=.078, NFI=.95, NNFI=95,
CFI=.96, IF1=.96, RF1=.92, GFI=.93, AGFI=.88,
and SRMR=.040). The internal consistency
coefficients of two subscales were .85 and .90
respectively, for the overall scale was.93. In the
concurrent validity significant relationship (=
.37) was found between the Employment Hope
Scale and Career Adaptability and Optimism Scale.
The t-test results differences between each item’s
means of upper 27% and lower 27% points were
significant. The corrected item-total correlations
of EHS ranged from .55 to .78. Overall findings
demonstrated that this scale is a valid and reliable
instrument for assessing the employment hope.

Procedure

Primarily translation of the CDSES-SF into
Turkish was based on the recommendation of
Jean-Philippe Gaudron (2011). As the first step
two specialists who were a native Turkish spea-
ker fluent in English translated English version
into Turkish. Discrepancies in initial translations
were addressed with the assistance of a third
independent transla—tor. The Turkish version of
the CDSES-SF was then translated back into
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English by two English-speaking language spe-
cialists who were blinded to the original scale
and the objective of the study. The differences
between translated versions were evaluated and
a satisfactory com—pliance with the original scale
was achieved by consensus of the translators.
The completed Turkish version was evaluated
for cultural appropriateness by five academicians
from department of English Language and Lite-
rature, controversial items were determined and
necessary modifications were done. The updated
version was reevaluated by the original group of
expert reviewers, to finalize the Turkish version
used in this study.

After that a study of language equivalence was
executed and then the validity and reliability
analyses of the scale were examined. In this study
confirmatory factor analysis (CFA) was executed
to confirm the original scale’s structure in Turkish
culture. Also concurrent validity, internal consis-
tency reliability, the item-total correlations Data
were analyzed using LISREL 8.54 and SPSS
17.0 package programs.

RESULTS
Construct Validity

The results of confirmatory factor analysis indicated
that the model was well fit and Chi-Square value
(x*=194.32, df= 124, x¥df= 1.57, p=.00) which
was calculated for the adaptation of the model
was found to be significant. The goodness of fit
index values of the model were RMSEA=.061,
NNFI=.85, CFI=.85, IF1=.85, GFI= .88, AGFI=
.83 and SRMR=.067. Factor loadings and path
diagram of Turkish version of CDSES-SF are
presented in Figure 1.1.
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Figure 1.1 Factor Loadings and Path Diagram for the CDSES-SF
Concurrent Validity calculated. The Cronbach’s Alpha internal con-

In the concurrent validity significant relationship
(r=".51) was found between the Career Decision
Self-Efficacy Scale-Short Form and Employment
Hope Scale. Namely, if career decision self ef-
ficacy level increases, employment hope level
rises or vice versa.

Reliability

For reliability of the Turkish version of the
CDSES-SF internal consistency coefficient was
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sistency of the scale was as .76 for goal selection
sub-scale, .68 for information gathering sub-scale,
.62 for goal pursuit management sub-scale, .61
for problem solving sub-scale, .84 for whole
scale. The corrected item-total correlations of
CDSES-SF ranged from .26 to .58. The t-test
results differences between each item’s means of
upper 27% and lower 27% points ranged from
-6.78 to -20.55 were significant (p< .001).The
item analysis result is presented in Table 1.
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Table 1.1 The CDSES-SF Item-Total Correlation, t-test results differences between each
item’s means of upper 27% and lower 27% group, and Descriptive Statistics

Corrected Upper 27%- Corrected Upper 27%-
Items item-total Lower 27% Items item-total Lower 27%

correlation group t correlation group t
1. ,39 -17,43%%%* 10. ,59 -15,45%**
2. ,26 -6,78%** 11. ,35 -9,98%#*
3. 41 -15,86%** 12. ,35 -9,83%4*
4. ,40 -14,35%** 13. 43 ~14,49%%x
5. ,46 -18,02%*%* 14. ,50 -20,55%**
6. ,43 -13,46%** 15. ,58 -15,46%**
7. ,53 -11,75%** 16. 51 -19,70%***
8. ,59 -10,09%*** 17. ,30 =7,22%*%-
9. ,30 =7, 12%%* 18. ,37 -13,11%*
*HEp<.001

As shown in Table 1.1, for example, corrected
item-total correlation 7= .39 for first item of
CDSES-SF and r> .30. Besides, difference bet-
ween mean scores of upper 27% group and lower
27% group, (= 17.43) is significance statistically
(p<.001) for item 1. Another example, corrected
item-total correlation 7= .58 for fifteenth item of
CDSES-SF and r> .30. Besides, difference bet-
ween mean scores of upper 27% group and lower
27% group, (= 15.46) is significance statistically
(p<.001) for 15th item.

DISCUSSION

The purpose of this study was to adapt the CDSES-
SF into Turkish and examine its psychometric
properties. Confirmatory factor analysis demons-
trated that the factor structure was harmonized
with the factor structure of the original scale.
Thus, it can be said that the structural model of
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the CDSES-SF which consists of four factors
was well fit to the Turkish culture (Bentler and
Bonett 1980; Hu and Bentler 1999; Schermel-
leh-Engel, Moosbrugger and Miiller, 2003). The
internal consistency reliability coefficients of the
scale were high (Biiytik6ztiirk 2012; Kline 2000).
Considering that item total correlations having a
value of .30 and higher and significant test results
differences between each item’s means of upper
27% and lower 27% are generally considered to
be adequate in terms of distinguishing between
the traits to be measured for construing item
total correlation, it is possible to state that item
total correlations and t-test result regarding the
scales are adequate (Biiytikoztiirk 2012). Overall
findings demonstrated that this scale had high
validity and reliability scores and that it may be
used as a valid and reliable instrument in order
to measure of self-efficacy expectations designed
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to assess individuals’ confidence in their ability
to complete the tasks necessary to make career
decisions .Nevertheless, further studies that will
use CDSES-SF are important for its measure-

ment force.

Career Decision Self-Efficacy Scale, as an ins-
trument devised for assessing the psychological
dimension of Career Decision Self-Efficacy,
which has sufficient psychometric properties,
is presented to the attention of researchers and
practitioners in Turkey for utilization in evalua-
tion and research activities in various areas like
education, management, social services, social

policies, and leadership.
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KARIYER KARARI OZ-YETERLILIGI OLCEGI-KISA FORMU:
TURK VERSIYONUNUN PSIKOMETRIK OZELLIKLERI

Problem: Karar verme, bir ihtiyaci giderecegi diisiiniilen bir nesneye, kisiye, duruma gotiirecek birden fazla yol oldugu
zaman, ya da erigilmek istenen bir hedefin ihtiyaci karsilamada uygun ve yeterli olup olmadig1 kesin degilken yasanan
sikintty1 gidermek icin eyleme gegme davranisidir (Kuzgun, 2006, akt., Sarigam, 2013). Kariyer karari, bireyin meslek,
egitim programyi, bir okul ya da bir is hakkinda se¢cimde bulunmasi olarak tanimlanmaktadir (Sampson, Peterson, Lenz,
& Reardon, 1992, akt., Saricam, 2013). Meslek ya da kariyer segimleri, bireylerin toplum hayatina yaptiklar1 katkinin
ve kisisel tiretkenlik duygusunun yani sira onlarin duygusal refahlari, ekonomik ve sosyal statiileri i¢in de uzun donem-
li 6nemli katkilar1 vardir (Campbell & Cellini, 1981; Gati ve digerleri, 2001; Super, 1980, akt., Saricam, 2013). Kariyer
kararinin genellikle araliksiz devam eden geligimsel bir siireg icinde gergeklestigi belirtilmektedir. (Bacanli, 2008; Osipow
& Fitzgerald, 1996, akt., Sarigam, 2013). Kariyer se¢iminde, genellikle bireyin tercihlerindeki gelisimsel degismeler,
oz-yeterlilik algis1, karar becerileri etkilidir. Ozellikle kariyer ya da meslek se¢iminde 6z yeterlilik algisi, kararsizhk ve
¢ikabilecek giigliikler ile miicadele son derece etkin rol oynamaktadir (Saricam, 2013). Fakat Tiirkiye’de kariyer karar
verme 0z yeterliligi ile ilgili yapilmig caligmalar incelendiginde az sayida 6lgme aracina rastlanmistir ve ¢ogunun mad-
de sayist fazladir. Bu galismanin amaci Gaudron (2011) tarafindan gelistirilen Kariyer Karar1 Oz Yeterliligi Olgegini
Tiirkgeye uyarlamak ve &lgegin psikometrik zelliklerini incelemektir. Yontem: Bu arastirma Sakarya Universitesi
Egitim Fakiiltesinde egitim goren 358 ogrenci tizerinde yiiriitiilmiistiir. Ogrenciler farkl boliimlerde olup; yaslar 18 ile
27 yas arasinda degismekte ve yas ortalamasi 21.7 olan dgrencilerin 192’si kadin ve 166’s1 erkektir. Kullanilan 6l¢gme
araclar: Calismada veri toplamak amaciyla Kariyer Karar1 Oz Yeterliligi Olgegi-Kisa FormuTiirkce versiyonunun yani
stra 6lgiit (uyum) gecerliligi icin yine arastirmacilar tarafindan Tiirkgeye adapte edilmis Is Umudu Olgegi kullaniimistir.
Ayrica demografik bilgilere ulasmak icin Kisisel Bilgi Formu dagitiimustir. Is Umudu Olgegi (Employment Hope Scale):
Hong, Polanin & Pigott (2012) tarafindan gelistirilen is Umudu Olgegi Akin, Hamedoglu, Kaya ve Saricam (2013) ta-
rafindan Tiirkgeye adapte edilmistir. Olcegin yapi gecerliligi icin 398 6gretmenden elde edilen verilere uygulanan dog-
rulayici faktor analizinde iki boyutlu modelin uyum indeksi degerleri: (x*=215.29, sd=63 p=0.00; RMSEA=.078, NFI=.95,
NNFI=.95, CFI=.96, IFI=.96, RFI=.92, GFI=.93, AGFI=.88, ve SRMR=.040) olarak bulunmustur. Olgegin dlgiit geger-
ligi cahsmasinda Is Umudu Olgegi ile Kariyer Uyum ve Iyimserlik Olgegi arasinda pozitif (= .37) iliski oldugu goriil-
miistiir. Is Umudu Olgeginin Cronbach alfa i¢ tutarhik giivenirlik katsayis1 dlgegin biitiinii icin .93, psikolojik gii¢lendir-
me alt boyutu i¢in .85, amag y6nelimli yol alt boyutu i¢in .90 olarak bulunmustur. Ayrica 6lgegin test-tekrar test giive-
nirligi i¢in dl¢ek 23 giin ara ile ayn1 ¢aligma grubundan 74 6gretmene tekrar uygulandiginda, iki uygulama arasindaki
korelasyon katsayisi .71 olarak bulunmustur. Yapilan analiz sonucunda 6lgegin diizeltilmis madde-toplam korelasyonla-
1 55 ile .78 arasinda siralanmaktadir. Ayrica toplam puanlara gore belirlenmig %27’lik alt ve tist gruplarin madde puan-
larindaki farklara iligkin t degerlerinin ise 8.29 (p<.001) ile 15.04 (p<. 001) arasinda degistigi gorulmustur Bu sonug-
lara gore dlcegin gecerli ve giivenilir bir dlgme arac oldugu sdylenebilir. Islem: Kariyer Karar1 Oz Yeterliligi Olgegi-
Kisa Formunun uyarlama ¢aligmast igin dlgegi gelistiren GAUDRON J. P. ile e-mail yoluyla iletisim kurulmug ve dlge-
gin uyarlanabilecegine iliskin gerekli izin alnmistir. Olgegin Tiirkgeye gevrilme siireci belli asamalardan olugmaktadr.
Oncelikle 6lgek ingiliz Dili ve Edebiyati ve Filoloji boliimii mezunu 3 dil uzmani tarafindan Tiirkgeye gevrilmis ve daha
sonra bu Tiirkge formlar tekrar Ingilizceye gevrilerek Ingilizce ve Tiirkgeyi bilen 17 kisiye uygulanarak iki form arasm-
daki tutarlilik incelenmistir. Yine ayni1 6gretim tiyeleri elde ettikleri Ttirkge formlar tizerinde tartisarak anlam ve gramer
acisindan gerekli diizeltmeleri yapmis ve denemelik Tiirkge form elde edilmistir. Son asamada bu form, psikolojik da-
nigma ve rehberlik ve 6lgme ve degerlendirme alanindaki 2 gretim {iyesine inceletilerek goriigleri dogrultusunda bazi
degisiklikler yapilmistir. Hazirlanan Tiirkge form ¢ogaltilarak {iniversite dgrencilerine gerekli agiklama yapildiktan
sonra uygulanmis ve formlar toplanarak, verilerin bilgisayar ortamima aktarilmas: saglanmustir. Kariyer Karar1 Oz Yeter-
liligi Olcegi-Kisa Formunun yap1 gegerligi icin elde edilen verilere dogrulayici faktor analizi (DFA) yapilmistir. Bu
calismada DFA kullanilmasinin nedeni orijinal formun faktor yapisiim MEB’de ¢aligan Tiirk 6grenciler tizerinde dog-
rulanip dogrulanmadigini incelemektir (Biiytikoztiirk, 2010; Stimer, 2000; Simsek, 2007; Y1lmaz ve Celik, 2009). Uyum
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indekslerinde genelde oldugu gibi GFI, CFI, NFI, RFI ve IFI igin > .90, RMSEA < .08 ve SRMR icin < .05 olgiit
olarak alinmistir (Hu & Bentler, 1999). Ortalama ve toplam puanlar arasindaki ilikileri tespit etmek icin Pearson Mo-
mentler Korelasyon Analizi uygulanmistir. Olgme aracinin gegerlik ve giivenirlik analizleri igin SPSS 17 ve LISREL
8.54 programlari kullaniimistir. Bulgular: Dogrulayici faktor analizi (DFA): Olgegin yapi gegerliligi icin 358 6grenci-
den elde edilen verilere uygulanan dogrulayici faktor analizinde dort boyutlu modelin uyum indeksi degerleri: x*= 194.32,
sd= 124, RMSEA= .061, NNFI= .85, CFI= .88, IFI= .88, RFI= .69, GFI= .88, AGFI= .83, SRMR= .067 olarak bulun-
mustur. Olgiit gecerliligi: Olgegin olgiit gecerligi calismasinda Kariyer Karart Oz Yeterliligi Olgegi Kisa Formu ile Is
Umudu Olgegi arasinda pozitif (7= .51) iliski oldugu goriilmiistiir. Giivenirlik: Kariyer Karar1 Oz Yeterliligi Olgegi-
Kisa Formu Cronbach alfa i¢ tutarlik giivenirlik katsayisi dlgegin bitiinii icin 84, hedef belirleme alt dlgegi igin .76,
problem ¢dzme alt 6lgegi icin .52, bilgi toplama alt 6lgegi icin .68, hedef takibini yonetme alt Slgegi igin .62 olarak
bulunmugtur. Ayrica dlgegin test-tekrar test giivenirligi igin dl¢ek 23 giin ara ile ayn1 ¢alisma grubundan 68 6grenciye
tekrar uygulandiginda, iki uygulama arasindaki korelasyon katsayisi .66 olarak bulunmustur. Madde analizi: Yapilan
analiz sonucunda 6l¢egin diizeltilmis madde-toplam korelasyonlar1 .26 ile .58 arasinda siralanmaktadir. Ayrica toplam
puanlara gore belirlenmis %271k alt ve iist gruplarin madde puanlarindaki farklara iliskin t degerlerinin ise 6,78 (p<
.001) ile 20,55 (p<. 001) arasinda degistigi goriilmiistiir. Tartisma ve Oneriler: Calismanin genel amaci dogrultusunda
Kariyer Karar1 Oz Yeterliligi Olgegi Kisa Formunun gegerligi: Faktor analizi, ayirt edici gegerlik ve benzer dlgek geger-
ligi ile belirlenmistir. Faktor analizi sonucunda 6lgegin dort boyutlu olarak uyum verdigi goriilmiistiir. Ayirt edici geger-
lik ¢aligmasi sonucunda 6lgekte yer alan 18 maddenin alt grupla iist grubu birbirinden anlamli diizeyde ayirt ettigi go-
rilmiistiir. Benzer 6lgek gegerligi (6l¢tit gegerligi) caligmast sonucunda ise dlgegin gecerli oldugu sonucuna varilmistir.
Bu ti¢ gegerlik caligmasmdan elde dilen sonuglar, arastirma literatiiriinde onerilen ve kabul edilebilir araliklar arasinda
bulunmaktadir (Biiyiikoztiirk, 2011; Tabachnick and Fidell, 2007). Kariyer Karar1 Oz Yeterliligi Olgegi Kisa Formunun
giivenirlik ¢aligmalari sonuglaria bakildiginda ise Cronbach-alfa, madde toplam korelasyonu katsayilart ile test-tekrar
test yontemiyle elde edilen korelasyon katsayilarmin kabul edilebilir diizeyde oldugu goriilmektedir. Kariyer Karari Oz
Yeterliligi Olgegi Kisa Formunun gegerlik ve giivenirlik calismalarindan elde edilen bulgular, Tiirkce ’ye uyarlanan 5°1i
(“1” Hig giivenim yok; “5” Cok giivenim var) Likert puanlamaya sahip, 18 maddelik 6lgegin ergen ve yetiskinlerin
kariyer karar verme 6z yeterlilik diizeylerini gecerli ve giivenilir bir sekilde 6lgmek amactyla kullanilabilecegini goster-
mektedir.

Anahtar Kelimeler: Kariyer karar verme, 6z yeterlilik, gecerlik, gtivenirlik, faktor analizi
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