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Ozet: Bu calisma iiniversite Ogrencileri igin Kariyer
Iyimserligi Olgegi (KiO) gelistirmeyi amaglamaktadir.
Olgek maddeleri ilgili literatiire, Tiirkiye’de ve yurt
disinda kullanilan benzer dlgeklere ve dgrencilerle yapilan
goriisme sonuglarina ve uzman goriislerine
dayanmaktadir.  Olgegin  gegerlik ve giivenirligini
incelemek i¢in bazi analizler yapilmistir. Agimlayici
faktor analizi (AFA) 339 diniversite Ogrencisi verisi
tizerinde gergeklestirilmis; Kaiser-Meyer-Olkin indeksi
950 ve Bartlett testi anlamli bulunmustur. Kariyer
Gelecegi Envanteri ile KiO arasinda pozitif yonde,
anlamli ve .79’luk; Kariyer Gelecegi Olgegi’nin kariyer
iyimserligi alt 6lcegi ile KIO arasinda da pozitif yonde,
anlaml ve .73’liikk bir korelasyon bulunmustur. Olcegin
giivenilirligini tespit etmek i¢in hesaplanan Cronbach Alfa
katsayist .94; Olgegin {i¢ hafta ara ile katilimcilara
uygulanarak incelendigi test-tekrar test gilivenirlik
katsayis1 ise 0.85 bulunmustur. Olgegin gegerlik
calismalar1 kapsaminda uygulanan dogrulayici faktor
analizi agimlayici faktor analizinin ortaya koydugu dortlii
faktor yapisi ile iyi uyum gostermistir. KIO 23 maddesi
olan, besli likert tipi ve dort faktdrden olusan bir dlgektir.
Bu sonuglar tartisilmig ve dnerilerde bulunulmustur.

Anahtar Sézciikler: Kariyer iyimserligi, 6l¢ek gelistirme,
tiniversite 6grencileri, faktor analizi

Abstract: This study aimed to develop and validate
Career Optimism Scale (COS) for university
students. Items were developed based on related
literature, similar scales used in and out of Turkey,
student interviews and experts’ reviews. The
evidences of validity and reliability results were
tested with certain analyses. One of them was
exploratory factor analysis (EFA, N=339) revealed

that Kaiser-Meyer-Olkin index was .950 and
Bartlett test significant. Convergent validity
(N=140) indicated that Pearson correlation

coefficients between the Career Futures Inventory
(CFI) and COS was .79, and career optimism
subscale of CFI and COS was .73. Also Cronbach
Alpha was .94, and test-retest reliability (N=50)
were .85. In addition, confirmatory factor analysis
(CFA, N=295) validated a four-factor structure
obtained from EFA. These results presented that
COS had adequate psychometric properties of a
reliable and valid tool. COS resulted in 23 item, 5
point  Likert-type, four sub-factors which
constructed as a unidimensional model. In the light
of these results, implications and recommendations
are discussed.
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Introduction

We encounter with the disappearance and rebirth of professions, and transformations of career
related tasks and job descriptions due to the advents in technology, globalization, and several
unexpected situations such as pandemics and natural disasters that could affect the labor market.
These changes may also influence individuals’ attitudes towards their future career. Creed, Patton
and Bartrum (2002) emphasizes that these challenges affect individuals’ happiness as well as
their perspective of being optimistic or pessimistic towards their career choices. On the other
hand, the global economy, digital revolution, and technological developments have changed the
social organization of work. As a result of this new psychological contract between employees
and 21" century organizations (Coyle-Shapiro & Parzefall, 2008; Rousseau, 1989), careers have
become less structured and predictable, thereby increasing the need for individuals to be more
flexible and adaptable (Greenhaus, Callanan & Godshalk, 2009). Because of the growing need
for workers to be more self-directed and flexible in managing unrestricted and protean careers
(Arthur & Rousseau, 1996), researchers have focused increasingly on the role of relevant
psychological capacities such as efficacy, hope, resilience and optimism (Luthans, Avolio, Avey
& Norman, 2007). As such, researchers have started to give place to these concepts in career
counselling to find ways to help people deal with unforeseen factors that they may face in their
career journeys (Seligman, 2006). Thus, in recent years there have been various studies that
examine the relationship between optimism and career (Luthans & Youssef, 2007) to determine
its role in career life and in the field of career counselling. The concept of career optimism has
taken on a central role in these studies as managing a career is more complex, challenging, and
ambiguous. Rottinghaus, Day and Borgen (2005) have defined career optimism as the tendency
for individuals to expect the best possible outcome or to emphasize the most positive aspects of
one’s future career development. Thus, it can be said that those who have high career optimism
are also optimistic in their aims and expectations; they have a positive attitude towards reaching
them as well. Savickas (2002) indicated that the attitudes of planfulness and optimism foster a
sense of career concern that helps students to become aware of the vocational development tasks

and occupational transitions which they will face in the imminent intermediate, and distant future.

The positive psychology movement has also contributed to the research interest in the construct

of optimism (Gable & Haidt, 2005). Simply stated, positive psychology defines optimism having
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faith that more good than bad events will occur (Scheier & Carver, 1985). This attitude supports
individuals in terms of getting down to work for one’s goals and sustaining this work (Creed et al,
2002). In addition, Seligman (2006) claimed that optimism increases feelings of success and
satisfaction gained through activities. Along with positive psychology, a positive youth
development viewpoint that supports their development and aims to provide them with a sense of
empowerment and efficacy has also become prominent (Lerner, 2005). The literature on positive
psychology suggests there may be a link between optimism level and achieving success in one’s

academic and occupational life, as well as being satisfied with one’s occupational life and career.

Indeed, the research literature in both vocational and positive psychology support such a link.
Optimism plays an important role in determining career goals, being aware of career needs,
adapting to new situations and environment, dealing with career obstacles and having optimistic
perspective for career future (Creed et al, 2002). Those individual with a positive perspective take
active roles in their career/occupational lives and they are open for improvement (Aspinwall &
Taylor, 1992; Beever, 2000; Crane & Crane, 2007; Creed et al, 2002; Scheier, Carver & Bridges,
2000). Furthermore, optimistic people are highly motivated to determine their career goals and
display greater self-efficacy (Shin, 2010). And they do much more career planning and
exploration related to their careers. Moreover, they are more self-confident and encounter fewer
difficulties in their career-related decisions (Coon, 2009), show higher levels of self-esteem, and
less psychological distress (Creed et al, 2002). Also, they can deal with difficulties instead of
seeing them as threats, and consider them as situations or opportunities that can contribute to
their career success (Chemers, Hu & Garcia, 2001). Optimism is a teachable concept that
contributes to personal development and enables one to meaningfully participate in activities
(Seligman, 2006). Since the studies on career optimism have gained momentum in recent years,
there is not enough research that could enrich the knowledge on the issue (Gunkel, Schaegel,
Langella & Peluchette, 2010). As these studies increase in number, the theoretical basis will be

stronger and more comprehensive.

Although the research literature shows links between career optimism and vocational behaviors,
this research has been using a variety of optimism inventories that were not originally intended to
measure career optimism. The more common measures are The Career Futures Inventory (CFl,
Rottinghaus et al, 2005), and the Life Orientation Test (LOT, Scheier & Carver, 1987). Probably
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the best currently available measure is the revised form of The Career Futures Inventory (CFI-R;
Rottinghaus, Buelow, Matyia, & Schneider, 2012). The 28-item CFI-R includes five internally
consistent subscales: career agency, occupational awareness, support, work—life balance, and
negative career outlook. Changes from the original CFI include a measure of career agency,
including content addressing self-awareness, control, and self-efficacy for managing career
transitions; and measures of relational components. The CFI-R scores relate to dispositional
optimism and coping styles. Although not a direct measure of career optimism, The Future Work
Self Inventory (FWSI) developed by Strauss, Griffin and Parker (2012) seems strongly related to
career optimism. It consists of five items that measure the salient future work selves of the
participants. Sample items include “The future is very easy for me to imagine,” “I can easily
imagine my future work self,” and “I am very clear about who and what I want to become in the
future work.” Higher scores indicate participants thought that their future work self was clear and
easy to imagine. Additionally, The Career Adaptability and Optimism Scale (CAQS, Erdogmus
Zorver & Korkut Owen, 2014) was developed in Turkish culture for the individuals who make
transition from school to work. CAOS represents unidimensional model with 18 items. Sample
items include “I have a plan for my career development”, “My career is under my control”, and “I
am eager to chase my career dreams.” While CFI, FWSI and CAOS are quite useful and strongly
related to career optimism, they are not direct measures of the construct. Given the lack of a
homogeneous measure, the studies on career optimism are limited in terms of construct validity.
There is a need to have valid and reliable scale which only focuses on measuring the concept of

career optimism in Turkish context.

University students in Turkey face many problems with the uncertainty of whether they will find
a suitable and well-paid job, being unsure of their career decisions (Gizir, 2005), and feeling
hopeless and anxious about their future (Yazici, 2003). Additionally, unemployment is a major
problem in Turkey, which effect 24.3% of young people, and 14.2% whom are graduates
(Turkish Statistical Institute, 2020). This serious rate suggests that many university students will
encounter challenging and competitive experiences and this may contribute to negative mindset
and feelings towards their future. Furthermore, career scholars emphasize that career optimism is
learnable and teachable (Peters, Flink, Boersma & Linton, 2010; Savickas, 2013). Being able to
measure such a term, it can provide an opportunity to help individuals to learn and develop this

positive attitude which they can utilize lifelong. Additionally, it is thought that this scale will
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assist and facilitate counselors, career counselors and researchers to identify individuals’ career
optimism. The goal of the present study was to construct a measure of career optimism and
provide initial evidence for the validity of its scores.

Method
Participants

All participants are university students from the faculties and various classes of Hacettepe
University in Ankara, Turkey. The first pilot test of the item pool was carried out with 81
university students. Then, a trial form of the scale was prepared, which was then applied to 160
university students. Exploratory Factor Analysis (EFA) was done with data obtained from 339
university students (238 female and 101 male; M, = 22.17, SD = 1.37). COS and CFI were
applied to 140 university students (99 female and 41 male; Mag = 22.84, SD = 1.37) to determine
the convergent validity. For test-retest analysis, another application was done with 50 university
students (36 female and 14 male; Mage = 21.76, SD = 2.04). Additionally, new data collected from
295 university students (221 female and 74 male) to run Confirmatory Factor Analysis (CFA) for
another construct validity. A total of 1,065 university students participated to this study.

Measures

The Career Futures Inventory (CFI). The scale (Rottinghaus et al, 2005) measures
career planning attitudes. The CFI has 21 items which are divided into three dimensions, namely
career adaptability (CA), career optimism (CO) and perceived knowledge of job market (PK),
and 25 items. The CFI uses a 5-point scale ranging from Strongly disagree (1) to Strongly agree
(5). Example items from CA measures personal adaptability (e.g., | can adapt to change in the
world of work); CO measures career identity (e.g. | am eager to pursue my career dreams); PK
measures social and human capital in terms of reflective self-awareness and the requirements in
the labor market (e.g., | am good at understanding the job market trends) (Mcllveen, Burton &
Gavin, 2013).

Turkish adaptation of the CFI was carried out by Kalafat (2012) with the participation of 555
university students. Turkish version of the scale also has three sub factors, namely career

adaptability (CA), career optimism (CO), and perceived knowledge on labor market (PK); and
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consists of 25 items same as the original version of the scale. Item distinctiveness and
confirmatory factor analysis results showed that the scale’s three-factor structure is appropriate
for the Turkish sample. Internal consistency analysis values were found to be 0.83 for CA, 0.83
for CO, 0.62 for PK, and 0.88 for total score. Thus, it was decided that the scale is a reliable and

valid tool that can be used in Turkish context.

Career Optimism Scale (COS). The scale contains 23 items and it is regarded as
unidimensional. The unidimensional model specified one general factor and four sub-factors. The
response scale ranged from strongly disagree (1) to strongly agree (5). The minimum score on the
scale is 23 while the maximum score is 115. Obtaining high score from COS means high career

optimism.
Item Development

To generate an item pool, first of all literature concerning concepts which can be confused with
career optimism and related (e.g., hope and future orientation) was reviewed in order to clearly
distinguish and develop a conceptual definition of the construct of career optimism. Secondly,
measures related to career optimism (e.g., The Career Futures Inventory and Life Orientation
Test) were also examined in order to identify items which may measure career optimism or
general optimism. Some of the items in these scales were placed in the item pool using the exact
same wording while others were slightly modified. Lastly, 25 university students were asked to
define what career optimism means to them and to state the characteristics of people with high
and with low career optimism. Several items were generated based on the students’ responses. In
the end, the item pool consisting of 46 items. These items were submitted for evaluation to a
group of 10 experts in the fields of Psychological Counseling and Guidance, and of Assessment
and Evaluation. They evaluated the items according to suitability for the measurement of career
optimism and for clarity in terms of language. Experts judged each item as “suitable”, “should be
corrected” or “not suitable”. In addition, they shared their opinions and suggestions for revising
certain items. Based on the experts’ feedback, we removed seven items from the pool. Thus 39
items remained in pool for pilot testing. The first pilot scale was administered to 81 university
students (52 female, 29 male) who responded to the items on Likert-type scale using “strongly
agree”, “agree”, “neutral”, “disagree”, and “strongly disagree. They also suggested revisions for

items which they found to be unclear. Based on the results, two items were removed from the
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scale because students found them to be unclear. Therefore, 37 items remained in the scale. EFA

was performed after forming the item pool.
Procedure

Necessary permissions for the study were received from the ethical commission of the Hacettepe
University (March 13, 2014; 88600825/433-971). We met with instructors in advance and agreed
on the appropriate day and time for administering the scale. The purpose and importance of the
study, participants’ rights and instructions on filling the scale were explained to students before
the application and students were informed that their responses stay anonymous. Participants

signed a “consent form” for their participation voluntarily.
Data Analysis

In the analysis of data obtained in the study, SPSS 21.0 was used. EFA and convergent validity
test were used to measure construct validity, and Cronbach Alpha coefficient and test-retest
reliability analyses were used for reliability studies. Also, CFA was used to validate the factor
structure of what EFA presented by utilizing LISREL 8.80 software package (Joreskog &
Sorbom, 1993). For model fit criteria, the following indices were used: the root mean square error
of approximation (RMSEA)<.10, comparative fit index (CFI)>.95, normed fit index (NFI)>.95,
standardized root mean square residual (SRMR) <.08, the ratio of chi-square value to degrees of
freedom (y2/df) less than five (Hu & Bentler, 1999; Schumacker & Lomax, 1996; Kline, 2005).

Results
Factor Structure

EFA was applied to examine the factor structure of Career Optimism Scale. Scale was
administered to 339 students. First, the data were examined in order to find out whether the data
is applicable for factor analysis. In order to be applicable for factor analysis, Kaiser-Meyer-Olkin
(KMO) index should be over .60 and Bartlett test should be significant (p<0.001) (Biiyiikoztiirk,
2013). KMO index was found as .950 and Bartlett test was significant which were applicable for
the analysis. Then, EFA was conducted to examine the construct validity and factor structure of

COS. It was observed that common factor variances of the factors on each variable vary
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between .46 and .79. According to literature, factor load value of items being .45 or higher
indicates a good criterion for selection; however, limit value is .30 for low number of items in
applications (Kline, 1994; Biiyiikoztiirk, 2013). There is not any item whose factor loadings is
under .45 in COS. In the eigenvalue and variant findings of the scale, it was determined that it
was composed of 6 factors with the eigenvalue of 1 and bigger than 1. These factors accounted
for 58,89% of the total variance. It was seen that eigenvalue of the first factor accounted for
38,72% of the total variance; the second eigenvalue accounted for 5,94% of the total variance;
and the third accounted for 4,38% of it, and so on. After these procedures, factor loads of items
which have correlations with factors were examined to determine which item measured which
factor, to make it easy to decide on the number of factors. After examining factor loads, 14 items
were taken out of the scale as they had factor load values lower than .30, their factor loads values
close to one another in different factors, they had low distinctive value, or they gave low
correlation with other items in the scale. After this, COS resulted in 23 items, and exploratory

factor analysis was repeated for this final version.

In the repeated analyses, data’s appropriateness for factor analysis was examined first. After the
KMO statistics performed to see whether the number of data is enough for factor analysis, KMO
coefficient indicated .948 and Barlett test was significant. This finding showed that data were
appropriate for factor analysis. EFA extracted four factors with eigenvalue greater than one. The
factors accounted for 60% of the total variance. The first factor appeared to be a general factor. It
accounted for more than half of the common variance. These factors accounted for 44.2%, 7.2%,
4.5%, and 4.4% of the total variance, respectively. As shown in scree plot in Figure 1, it is
evident that break in the line graphics occurred after the fourth factor and COS has a general
factor in addition to having four factors (Lord, 1980). Factor loadings of the first factor was

found between .566 and .771. There was no item loaded below .30.
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Figure 1: Scree plot

With the Varimax rotation technic, it was determined that the first factor consists of 9 items (15,
16, 17, 18, 19, 20, 21, 22, 23), the second factor consists of 6 items (1, 2, 3, 4, 5, 6), the third
factor consists of 5 items (10, 11, 12, 13, 14) and the fourth factor consists of 3 items (7, 8, 9).

Factor analysis results concerning COS are presented in Table 1.
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Table 1

Factor Analysis Results of Career Optimism Scale

Item No Common Item No Factor-1 Item No
Factor Loading Factor Loading After Varimax
Variance Rotation
F1 F2 F3 F4
1 .486 11 171 22 761
2 .543 16 .738 21 723
3 .620 14 734 20 .648
4 .665 6 728 23 .642
5 .468 12 724 17 .594
6 .638 7 718 18 .592
7 .657 20 715 15 .570
8 797 17 .675 16 .568
9 .710 19 .670 19 .524
10 .580 10 .661 4 711
11 .662 4 .655 3 701
12 751 23 .655 6 .659
13 501 15 .650 2 .621
14 .630 3 .645 1 .570
15 .536 22 .635 5 .549
16 592 18 .632 12 .768
17 .580 9 .632 10 .641
18 522 5 .628 13 .618
20 .643 1 .627 14 .580
21 .601 2 .606 11 579
22 673 13 .596 8 .855
23 572 21 .590 9 124
19 487 8 .566 7 .580

Variance Explained: Total: %60,506; Factor-1: %44,259; Factor-2: %7,222; Factor-3: %4,592; Factor-
4: %4,433

Item contents were examined, and each factor was named separately. The first factor in which
contains the sample item “I believe that I will make reasonable choices in my career,” was called
“career future self-efficacy beliefs (CFSEB)” due to its emphasizes on one’s belief concerning
their career future behaviors; the second factor which contains the sample item “I believe I will
navigate my career best under the conditions I have” is called “self-confidence (SC)” since it is
about one’s belief in capabilities to deal with something positive or negative. Third factor is
called “career goals motivation (CGM)” because it has the sample item “I am eager to achieve
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my career goals” which points out one’s motivation towards reaching their career goal. Finally,
the fourth factor which contains the sample item “I am hopeful that I will find a job in the future”,

and represents one’s belief in promising and hopeful career future which is called “hope (H)”.

The convergent validity was tested in this study too. The correlation between COS and CFI; COS
and career optimism subscale of CFl were examined. According to Cohen (1988), if the
correlation coefficient is between r=0.01-0.29 it is low; between r=0.30-0.49 it is medium and
between r=0.50-1 it is high. It was determined that there is a positive, significant and at .79 value
relation between CFI and COS, and .73 value correlation between career optimism subscale and
COs.

In addition to construct validity analysis in this study, CFA was applied in order to confirm the
four-factor structure of the COS. The evidence of CFA revealed a good fit of the four-factor
structure of the COS which was indicated by EFA. The fit indexes were RMSEA=.087, CFI=.97,
NFI=.95, SRMR=.058, x2(224)=716.91 (CI1 415.76-577.66), x2/df=3.20 (see Figure 2).

136



Mehmet Akif Ersoy Universitesi Egitim Fakiiltesi Dergisi e-ISSN:2146-5983  Yil: 2021 Sayi: 57 Sayfa: 126-149

=] =1
i %}
[ay] in

0.3%9

(=]

i

=

||
(SR R =]

I
\]

(=1
il
I

[SsCR e D == e L )
[ T T T '

i
AL

=] =1 -
il
Ia

0.458

(=1
£n
[}

Figure 2: CFA model for Career Optimism Scale

The factor loadings estimate for all items related to their factors were found statistically
significant (p<.01) (see table 2). The factor loadings were obtained between 0.48-0.84 range. The
loadings are between 0.57-0.76 for the self-confidence (SC) factor, 0.67-0.84 for the hope (H)
factor, 0.52-0.78 for the career goals motivation (CGM) factor and 0.48-0.67 for the career future
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self-efficacy beliefs (CFSEB) factor. Table 2 shows regression analysis for factor loadings and
the correlations between factors as CFA results. Hence, correlation between all factors were
found statistically significant (p<.01). All factors were highly and positively correlated each other.

Table 2

Summary of Regression Analysis and Correlations Between Factors

Factor Loadings

Range CFSEB sc CGM H
SEB (0.48-0.84)**

sc (0.57-0.76)** 0.83**

CGM (0.48-0.67)** 0.90%* 0.78%*

H (0.67-0.84)** 0.70%* 0.84** 0.71%*

**p<.01

Reliability Analysis

In order to determine the reliability of COS, Alpha reliability coefficient of COS was found
as .94. According to literature, if the reliability coefficient of Cronbach Alpha is .70 and above,
then it is sufficient for reliability in general terms (Nunnally & Bernstein, 1994). Secondly, test-
retest reliability was analyzed among 50 students (36 female, 14 male), two times with three
weeks break. The test-retest reliability coefficient was calculated as .85. As a result of the
correlation, the test-retest reliability of the scale is high and the scale provides steady results
(Murphy & Davidshofer, 1991).

Discussion

This study aimed to develop a scale for a construct which can be seen as abstract and
unobservable. In order to make this construct more observable and to be able to measure, we
followed certain principles to create COS. These principles are aligned with Tay and Jebb’s

(2017) recommendations on best approaches on scale creation. One of the principle that we paid
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attention was to decide the purpose and the target group of the scale which provide us a specific
focus that guide us through gathering information about the construct and generating items. The
other principle was to generate items which sufficiently represent the construct. For this purpose,
related literature was reviewed thoroughly and interviews with the target group “university
students” were conducted in order to have a clear conceptualization as well as to identify how
broad the construct is. Also, few items from CFl and CAOS selected, especially as the CAOS
(Erdogmus Zorver & Korkut Owen, 2014) was developed for Turkish context and revealed
promising reliability and validity evidence. This process was continued with creating the initial
item pool and submitting it to the experts for their evaluations. Then, the item pool was applied as
a pilot testing to observe the target group’s interpretations to the items. We believe that all of
these principles might contribute to the result in our study which indicates that COS is a reliable

and valid instrument.

Result of validity indicated four-factor structure which we called “career future self-efficacy
beliefs” (I believe I will make logical choices in my career), “self-confidence” (I make the right
decisions about my career), “career goals motivation” (I believe that I will advance and move up
in my profession in the future) and “hope” (I am hopeful that I will find a job in the future) as
demonstrated by unidimensional model. These sub-factors can be supported by the studies which
highlighted that career optimism is in relationship with personality and emotional factors,
individual beliefs and goals, contextual support and barriers, cultural variables, career
adaptability and career decision making self-efficacy and protean career orientation (Chui et al,
2020; Eva Newman, Jiang, & Brouwer, 2020). For example, concept of hope is defined by
Snyder et al. (1991) that is “a cognitive mindset that is based on reciprocally derived sense of
successful agency (goal-directed determination) and pathways (planning of ways to meet goals).”
When we compare both concepts “hope and optimism”, hope is more related with actions, and
optimism is more about belief. At this point, the factor of hope in the construct of career
optimism can be investigated to understand the limit of both concepts’ connectivity to each other.
This evidence may be interpreted that career optimism among university students in Turkish
context is formed by these four factors which can provide insight to career scholars and
practitioners in order to work with this construct from a less abstract viewpoint as well as enable

to conceptualize broader and deeper.
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Limitations and Recommendations

This study has some limitations. Data was collected by self-report method which may bring
limitations. Dodorico McDonald (2008) pointed that self-report method has disadvantages such
as responding socially desirable, acquiescent and extreme, response bias, interpreting the
questions etc. She suggested to measure and to control response biases with specially-designed
scales. In future researches can focus on utilizing other data collecting methods such as
behavioral or relational measures as well as developing tailored scales in order to eliminate these

limitations.

Our study was carried out with university students who were at one of the selected university.
Thus, the results can only be generalized to the similar population. We can suggest that future
studies investigate COS’ reliability and validity on different profiles such as students of other
universities, graduates, individuals who experience career transition who are inside or outside of
the country. In this study, since determining the optimism level of university students who are in
the transition to working life was considered important, the career optimism scale was developed
for university students. As career optimism is accepted as a learnable feature, it may be suggested
to determine the validity and reliability of the scale for high school students / youths. On the
other hand, it would be significant to develop a separate career optimism scale for youngsters.
Therefore, relevant scales can be used in efforts to gain career optimism at an early age. Working
with individuals who are not from Turkish context can contribute on cross-cultural equivalence of
the scale which may result in richer evidence for the scales’ psychometric properties and

applicability.

In addition, we operationalized career optimism and generated the items for COS based on the
limited literature. Thus, researchers in the future may pay attention to this flourishing construct’s
literature to revise the items of COS. At the same time, four-factor structure which is constructed
in unidimensional model of COS that we found in this study can be examined to identify whether

these factors are developable. If so, researchers and practitioners may establish trainings,
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workshops, psycho-educational programs and individual or group treatments to promote these

components to improve career optimism as well as positive vocational attitudes and behaviors.

Conclusion

The evidence of findings indicated that COS is a reliable and valid tool for measuring university
students’ career optimism in Turkish context. It has a response system of 5 point Likert type and
23-items. It can be confidently and effectively used for researchers who explore dynamics of
career optimism and individuals’ attitude, and their regulations while chasing their career goals.
Also, COS can be a useful tool for practitioners who care to promote this construct in order to
support individuals to deal with their lives and career life’s ambiguity and challenges. We hope
that this study will rekindle individuals’ inner source to connect with their optimism to adjust to

changing career landscapes, and to have meaningful and fulfilling life.
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Uzun Ozet

Pozitif psikolojinin kavramlarindan biri olan iyimserlik, 1970’lerin sonlarina kadar ¢ocukluk ve
karakter zayifligin1 simgeleyen psikolojik bir sorun olarak goriilmistiir, fakat pozitif psikoloji
kapsaminda iyimserlikten, kisilerin durum ve olaylarin olumlu yonlerine odaklanmalarina
yardimer bir kavram olarak s6z edilmektedir. (Gable ve Haidt, 2005). Giiniimiizdeki calismalar
incelendiginde, iyimserlik kavramina olan ilginin olumlu yonde giderek arttig1 gozlemlenebilir.
Literatiirde iyimserlik kavramimi kariyer damigsmanligi g¢ercevesinde ele alan kuramsal bilgi
olduk¢a smirli olmasina ragmen pozitif psikoloji ve kariyer danigsmanlig1 arasinda bag oldugu

rapor edilmektedir. Tyimserlik, kariyer amaglarinin ve ihtiyaglarmm belirlenmesi, yeni kosul ve
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cevrelere uyum saglanmasi ve kariyer gelecegine yonelik iyimser bir bakis acisina sahip olmada
onemli bir rol oynamaktadir (Creed et al, 2002). S6z konusu olumlu bakis agisina sahip bireyler
kariyer yasamlarinda aktif roller almakta ve gelisime daha agik olmaktadirlar (Aspinwall &
Taylor, 1992; Beever, 2000; Crane & Crane, 2007; Creed et al, 2002; Scheier, Carver & Bridges,
2000).

Kariyer iyimserligi, kariyer planina iligkin beklentilerin gergeklemesinin zor gibi gdriinmesine
ragmen kisinin kariyer gelecegine iliskin olumlu bir bakis agisina sahip olmasi ve buna bagl
olarak hedeflerini gergeklestirmeye yonelik ¢aba iginde olmasi (Scheier ve Carver, 1987)
seklinde tanimlanmaktadir. Savickas (2002), planli ve iyimser olma tutumlarinin kariyer
hakkinda diistiinme egilimini gelistirdigini; bu tutumlarin olmasi yakin ve uzak gelecekte
ogrencilerin karsilasacaklart mesleki gorevler ve meslek/isle ilgili gecislerin farkinda olmalarina
yardim ettigini belirtmektedir. Bu anlamda son yillardaki aragtirmalarda kariyer iyimserligine
daha fazla yer verilmeye baslanmistir. Arastirmalar incelendiginde kariyer iyimserligini 6lgmek
amaciyla Kariyer Gelecegi Olgegi (KARGEL, Rottinghaus et al, 2005), Yasam Y&nelimi
Testi’nin (Scheier & Carver, 1987) ve Kariyer Uyumu ve lyimserligi Olgegi (Erdogmus Zorver
& Korkut Owen, 2015) siklikla kullanildig1 goriilmektedir. Bu 6lgme araglarinin farkli kavramlari
Olgen alt boyutlarinin olmasi ve genel boyut olarak dogrudan kariyer iyimserligini 6lgmedigi i¢in
Tiirk kiiltiiriinde sadece kariyer iyimserligini 6l¢gmeye odaklanan gecgerli ve giivenilir bir araca
ihtiya¢ duyulmaktadir. Bu aragtirma kapsaminda hem bu ihtiyaci gidermek hem de kariyer
iyimserliginin Ogrenilebilen ve ogretilebilen bir yapisinin (Peters, Flink, Boersma & Linton,
2010; Savickas, 2013) olmasiyla iiniversite déoneminde kariyerlerini yapilandirma agsamasinda
cesitli giigliiklerle karsilasan Ogrencilere arastirmalar ve uygulamalarla yardimci olmak ig¢in

kariyer iyimserligi 6l¢en bir ara¢ gelistirilmesi amaclanmistir.

Kariyer lyimserligi Olgegi’nin (KIO) gelistirilmesi kapsaminda arastirmaya Hacettepe
Universitesi’'nde egitim goren toplam 1,065 &grenci katilmistir. Madde havuzunun
olusturulmasinda 81, 6lcegin deneme uygulamasinda 160, A¢imlayici Faktor Analizi’nde 339
(238 kadin, 101 erkek; My,s = 22.17, SD = 1.37), benzer 6lgekler gecerliginde 140 (99 kadin, 41
erkek; My,s = 22.84, SD = 1.37), test tekrar test gegerligi i¢in 50 (36 yas, 14 erkek; My, = 21.76,
SD = 2.04) ve son olarak Dogrulayic1 Faktor Analizi i¢in 295 dgrenciden (221 kadin, 74 erkek)

yararlanilmistir. Arastirmada benzer Olgekler gegerligini test etmek icin Rottinghaus ve ark.
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(2005) tarafindan gelistirilen Kalafat (2012) tarafindan Tiirk¢eye uyarlanan Kariyer Gelecegi
Olgegi (KARGEL) kullanilmistir. Uyarlama calismalar1 dlgegin orijinal yapisindaki {i¢ faktorlii
yapty1l korudugunu ve i¢ tutarlilik analizlerinin her bir faktdr i¢in 0.83, 0.62 ve 0.88 seklinde

oldugunu gostermistir.

KiO’niin gecerlik ve giivenirlik ¢alismalar1 i¢in Ac¢imlayict Faktdr Analizi (AFA) ve benzer
Olgekler gecerligi ile Cronbach Alfa katsayis1 ve test tekrar test giivenirligi incelenmistir. AFA
sonuclarina gore KMO katsayis1 .948 ve Barlett testi anlamli bulunmustur. Faktorlerin her bir
degisken iizerindeki ortak faktor varyansiin .46 ile .79 arasinda degistigi goriilmiistiir. Faktor
analizinde 6l¢egin, 6zdegeri 1 ya da 1°den biiyiik 4 faktoriiniin oldugu, bunun yani sira genel bir
faktore de sahip oldugu tespit edilmistir. KIO, toplam varyansin %60°m1 agiklamaktadir. Olgegin
gegerligini 6lgmek {izere kullanilan bir diger yontem olan benzer dlgekler gegerligi cergevesinde
KARGEL ve bu dlgegin bir alt 6l¢egi olan kariyer iyimserliginden yararlanilmistir. KARGEL ile
KIO arasinda pozitif yonde, anlamli ve .79’luk; kariyer iyimserligi alt dlgegi ile KIO arasinda da
pozitif yonde, anlaml1 ve .73’liik bir korelasyon bulunmustur. Bunlara ek olarak, 6lgegin gegerlik
caligmalar1 kapsaminda uygulanan Dogrulayict Faktor Analizi (DFA), AFA’nin ortaya koydugu
dortlii faktor yapisi ile iyi uyum gostermistir. Uyum indeksleri RMSEA=.087, CFI=.97, NFI=.95,
SRMR=.058, ¥2(224)=716.91 (Cl 415.76-577.66), x2/df=3.20.

Olgegin giivenilirligini tespit etmek igin hesaplanan Cronbach Alfa .94; KiO’niin ii¢ hafta ara ile
katilimcilara uygulanarak incelendigi test-tekrar test giivenirlik katsayis1 da 0.851 olarak
hesaplanmustir. Elde edilen tiim bu kanitlar KIO’niin gegerli ve giivenilir bir 6lgek oldugunu

ortaya koydugu sdylenebilir.

Universite dgrencilerinin kariyer iyimserligini 6lgmek amaciyla Tiirk kiiltiiriine uygun bir dlgek
gelistirmek amaciyla yapilan bu ¢alisma kapsaminda KIO’ niin gegerlik ve giivenirlik ¢alismalari
farkli yontemlerle test edilmistir. Bu yontemler sonucunda elde edilen bulgular, dlgegin gecerli
ve giivenilir bir dl¢ek olarak arastirmacilar ve uygulamacilar tarafindan kullanilabilecegini ortaya
koymaktadir. KIO, 23 maddeden olusmakta ve 6lgegin tiim maddeleri diiz puanlanmaktadir.
Olgek, besli derecelendirmeli (5=Bana tamamen uygun, 4=Bana uygun, 3=Kismen uygun,
2=Bana uygun degil, 1=Bana hi¢ uygun degil) yanitlama sistemine sahiptir. Olgekten
alinabilecek puan 23 ile 115 arasinda degismekte; alinan yiiksek puan, bireyin kariyer
iyimserliginin yiiksek oldugu anlamma gelmektedir. Gelecekteki galigmalarda KIO’niin norm
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caligmalar1 yapilabilir ve farkli ¢alisma gruplarindaki gecerlik ve glivenirlik degerleri incelenerek
gerekiyorsa Olgegin revizyonu yapilabilir ya da farklt gruplar ig¢in olan farkli formlar

olusturulabilir.

ETIK BEYAN: "Development of the Career Optimism Scale for University Students” baslikli
caligmanin yazim siirecinde bilimsel, etik ve alint1 kurallarina uyulmus; toplanan veriler {izerinde
herhangi bir tahrifat yapilmamistir ve veriler toplanmadan &nce Hacettepe Universitesi Etik
Komisyonu’ndan 13 Mart 2014 tarih ve 88600825/433-971 sayili etik izin alinmustir.
Karsilagilacak tiim etik ihlallerde “Mehmet Akif Ersoy Universitesi Egitim Fakiiltesi Dergisi
Yayin Kurulunun” higbir sorumlulugunun olmadigi, tiim sorumlulugun Sorumlu Yazara ait
oldugu ve bu calismanin herhangi bagka bir akademik yayin ortamimna degerlendirme icin

gonderilmemis oldugunu taahhiit ederim.
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