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ABSTRACT

The aim of the study is to analyze the relationship among protean career, boundaryless career,
career satisfaction, perceived employability and turnover intention. The sample consisted of four
service sectors (tourism, finance, education and health) in Nevsehir. The population was limited
to the employees of four- and five-star hotels in tourism sector, banks in finance sector, teachers
and academicians in education sector, and doctors and nurses in health sector. Survey method
and questionnaire forms were used in the study to collect data. Boundaryless career, protean
career, career satisfaction, perceived employability and turnover intention were measured using
5-point Likert scales. Data were analyzed using Partial Least Squares-Structural Equation
Modeling (PLS-SEM). The path analyses showed that there is a positive relationship between
physical mobility factor of boundaryless career and turnover intention. There is a positive
relationship between self-directed factor of protean career and psychological mobility factor of
boundaryless career, and career satisfaction. Besides, there is a negative relationship between
physical mobility factor of boundaryless career and career satisfaction. There is a positive
relationship between psychological mobility factor of boundaryless career and perceived
employability. While there is a negative relationship between career satisfaction and turnover
intention, there is no relationship between perceived employability and turnover intention.

Keywords: Protean career, boundaryless career, career satisfaction, perceived employability,
turnover intention.
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INTRODUCTION

In recent years, social, technological and economic changes have affected organizational structure and changed
traditional career relationship between employees and organizations. Traditional career paths as a single
hierarchy with linear, static and upward mobility have increasingly replaced by new career concepts (Arthur et
al., 1999; Lips-Wiersma & Hall, 2007; Arthur & Rousseau, 1996). Current career views emphasize individual
control over career development above and beyond classical organizational career management (Hess et al.,
2012; Arnold & Cohen, 2007). New career concepts, remarkably protean career (Hall & Moss, 1998) and
boundaryless career (Arthur & Rousseau, 1996) involve developing skills and abilities, and improving relations
outside the current organization (Trevor-Roberts, 2006; Carbery & Garavan, 2005; Creed et al., 2011; Clarke &
Patrickson, 2008). Employees with boundaryless and/or protean career attitudes adapt to these dynamic
conditions (Kaspi-Baruch, 2016), they chase largely heterogeneous and unrivaled career paths and they assess
their career in accordance with their self-defined needs, standards, values, aspirations and career stages

(Colakoglu, 2011).

Protean career focuses on the idea that an employee can shape his/her career in respect to his/her values
(Hall, 2004). It claims that the employee is the architect of his/her career and improvement in professional life.
It includes freedom and adaptation; thus, s/he behaves internally in directing his/her career paths (Hall, 2002;
Hall, 2004; Sargent & Domberger, 2007; Kale & Ozer, 2012). Boundaryless career focuses on various career
opportunities and it covers how to be aware of and make use of these opportunities in order to succeed
(DeFillippi & Arthur, 1996; Arthur et al., 1999). Employees with boundaryless career attitudes have usually

shorter employment time and they mostly deal with self-employment or temporary works (Seymen, 2004).

Protean career may involve boundaryless characteristics such as “taking part in different organizations” and
“going beyond the boundaries” (Briscoe & Hall, 2006a), and boundaryless career may involve protean attitudes
(Briscoe & Hall, 2006b). An employee with protean attitudes, behaving independently and having choices may
prefer not to go beyond boundaries or an employee with boundaryless mindset may choose to work in the
same organization. Protean career is more psychological and it may not result in particular behaviors but in
boundaryless career behaviors are more observable. Self-identity and adaptation are explicit in protean career
but implicit in boundaryless career (Inkson, 2006). Protean career is related to self-directedness but

boundaryless career represents variety in choices.

Behaviors of employees with boundaryless and protean attitudes have been examined in the literature. Some
studies claim that these employees have negative attitudes towards their present jobs or employers; and thus,
they tend to chase more mobility (Sargent & Domberger, 2007; Briscoe et al., 2006; Hall, 2004). In addition,
some studies displayed that they are less faithful to their organization (Zaleska & Menezes, 2007) and they are
more inclined to quit their job (Cerdin & Le Pargneux, 2014; Supeli & Creed, 2016). However, some other
studies do not verify these claims (Rodrigues et al., 2015; Baruch et al. 2016a; Akgemci et al., 2018). In this vein,

one of the aims of the study is to find out whether or not protean and boundaryless career orientations affect
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turnover intention. This study also focuses on the effect of boundaryless and protean career orientations on
employees’ perceived employability and career satisfaction, and their impact (perceived employability and
career satisfaction) on turnover intention. Although, in the literature, there are some studies analyzing the
effect of protean and boundaryless career on perceived employability (Rodrigues et al., 2019), on career
satisfaction (Enache et al., 2011) and on turnover intention (Rodrigues et al., 2015) separately, there are no
studies examining all the variables together. Similarly, when studies on protean and boundaryless career
attitudes in Turkey are examined, it is seen that most of the studies examined career attitudes in terms of
demographic variables (Kale & Ozer, 2012; Cetin & Karalar, 2016; Paksoy et al., 2017; Suvaci & Bas, 2018;
Demir, 2019). In addition, there are some studies investigating the relationship between career attitudes and
organizational commitment (Cakmak, 2011, Akgemci et al. 2018), and the relationship between career
attitudes and career success (Uzunbacak et al. 2019). Therefore, the study reflecting the relationship between

all the variables will make a great contribution to the literature.

The findings of the study will be a guide to both employees and organizations. By analyzing which career
attitudes increase career satisfaction and considering the effects of perceived employability on job change,
employees can take specific actions to increase the likelihood of having a satisfactory career. In addition, career
counselors and human resources managers may utilize the results of the study to implement and develop
institutional/organizational incentives and policies to encourage employee satisfaction and reduce turnover

intention.

Protean Career Attitudes

Protean career contains career choices and self-realization (Hall & Moss, 1998; Hall, 1996) and success is
internal. In other words, career is based on individual goals and it is directed psychologically rather than wage
or power (Hall & Moss, 1998; Briscoe & Hall, 2006b). Individual responsibility is important so career perception
is more subjective and it includes life-long learning (Park & Rothwell, 2009). Protean career is a mentality about
career representing freedom, self-direction and making choices arisen from personal values (Briscoe & Hall,
2006b). Protean career hints more freedom, mobility and continual learning; thus, it covers a viewpoint about
life (Hall, 1996). The employee gives more importance to professional search and professional commitment;
therefore, the main criterion for success is psychological (Hall, 2004; Hall & Chandler, 2005). The employee is
responsible for his/her own career and s/he may change his/her career paths in accordance with his/her
changing desires and tendencies. The responsibility to manage his/her own career may lead to some positive
psychological results, such as life satisfaction, personal development and individual welfare (King, 2004). The
employee having initiative on his/her career will be more successful and more satisfied (Seibert et al., 2001;
Crant, 2000). Protean career attitudes are divided into two factors as self-directed and values-driven (Brisco et

al.,2006; Briscoe & Hall, 2006b).

Self-directed: A self-directed employee acts independently in his/her profession and career management

(Brisco et al., 2006; Briscoe & Hall, 2006b). Protean career consists of a cycle of (a) exploration, (b) trial, (c)
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establishment, (d) mastery and (e) disengagement (Mirvis & Hall, 1994). In this cycle, the employee has to
adapt new performance standards and learning needs at any time, which necessitates a flexible adaptability
(Hall, 2004). Thus, s/he should be highly motivated to challenging goals. His/Her education, professional
development and experiences help him/her to adapt and go along the cycle more easily. Moreover, motivation
helps him/her to search and find novel tasks or roles and to adapt them with ease, which leads him/her
consider employability less important. Therefore, employability is not a source of motivation for him/her

(Segers et al., 2008).

Values-driven: A values-driven employee, in his career management, is guided by his/her own values rather
than the organization’s (Briscoe & Hall, 2006b; Brisco et al., 2006). S/he is more satisfied by psychological and
subjective success than by vertical and objective achievements (Hall, 1996). The motivation is derived from

inherent values such as his/her own values as opposed to money, status or promotion (Segers et al., 2008).

The fact that an employee with protean career attitudes acts considering his/her own criteria rather than the
organization’s reduces organizational involvement and commitment (Hall, 2004; Cakmak-Otluoglu, 2012); and
thus, the employee is more inclined to have turnover intention. Similarly, employees with protean career
attitudes are more proactive (Brisco et al.,, 2006) and they direct their careers and business agreements
themselves (Macey & Schneider, 2008; Segers et al., 2008). They also seem to have a high retirement intention
(De Vos & Segers, 2013). Baruch et al. (2016b) and Rodrigues et al. (2015) found no direct relationship between
protean career attitudes and desire to work in the same workplace. Cerdin and Le Pargneux (2014) found out
that there was not a significant relationship between protean career and turnover intention. Akgemci et al.
(2018) found a positive relationship between protean career and organizational commitment in their studies in
the banking sector. Redondo et al. (2019) found out a positive and direct relationship between protean career
and turnover intention. Likewise, Supeli and Creed (2016) found a high positive relationship between protean
career and turnover intention. Although the findings of the research differ in the literature, employees with
protean career attitudes tend to have a wider lifelong learning orientation, develop opportunities for
continuous learning and show greater tendency to mobility (Sargent & Domberger, 2007; Briscoe et al., 2006;
Hall, 2004; Redondo et al., 2019); therefore, individuals with protean career attitudes have inclination to leave

the job more easily.
Boundaryless Career Attitudes

Boundaryless career represents mobility and going beyond the physical boundaries (Gunz et al., 2000; Arthur &
Rousseau, 1996; DefFillippi & Arthur, 1996). Miner and Robinson (1994) described boundaryless career as the
ambiguity in organizational membership, organizational identity and job duties. It displays both the objective
and subjective aspects, which conveys mobility and variety in mobility, successively (Inkson, 2006). An
employee with a boundaryless mindset presents a series of lateral, vertical and spiral behaviors rather than
climbing an organizational hierarchy (Currie et al., 2006). Increasing the aptitude for skills and work

experiences, these behaviors not only provide the employee new learning and development opportunities but
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also enable him/her to be marketable and employable. S/he is more successful at flexibility, adaptation and
self-rating, because s/he him/herself takes the responsibility in career paths (Arthur, 1994; Eby et al., 2003).
Boundaryless career attitudes are divided into two factors as psychological and physical mobility (Sullivan &

Arthur, 2006).

Psychological mobility (boundaryless mindset): Psychological mobility implies boundaryless mindset of an
employee (Sullivan & Arthur, 2006). The employee can display it if s/he is supported by internal and external
networks, if there are career opportunities outside the organization and if his/her organization lets both
vertical and horizontal mobility (Clarke, 2009). Although s/he has a boundaryless tendency, s/he may prefer to

work physically in the current organization (Briscoe et al., 2006).

Physical mobility (mobility preference): Physical mobility implies mobility across tasks, jobs, organizations and
countries (Sullivan & Arthur, 2006). Interest and curiosity are also important for the employee, because variety
and innovation affect his/her motivation. If the employee works in an organization where innovation and
change take place, s/he is more committed to the organization, which prevents physical mobility. Moreover,
employability is not a motivational component for him/her. The employee is more motivated by promotion,

status and money than employability (Segers et al., 2008).

Both physical and psychological mobility are absolutely far from the idea of job security, which leads to high
turnover intention (Briscoe et al., 2006; Chan & Dar, 2014). An employee with boundaryless career attitudes is
usually more self-confident and less committed to his/her institution (De Cuyper et al., 2011a) and s/he is more
intended to quit the current job. An employee with boundaryless career attitudes is generally in search of new
jobs and voluntarily quits job when he/she finds a better job opportunity comparing the other jobs in the
environment with his/her current job (Direnzo & Greenhaus, 2011). Cerdin and Le Pargneux (2014) found no
relationship between boundaryless career orientation and turnover intention; however, they found a positive
relationship between physical mobility and intention to quit. On the other hand, Rodrigues et al. (2015) found
out that there is a positive relationship between boundaryless career orientations and turnover intention. In
addition, a study revealed that contract violations for employees with boundaryless and protean career
orientations positively influence their turnover intention (Granrose & Baccili, 2006). In Turkey, Cakmak (2011)
found a significant and negative relationship between boundaryless career orientation and organizational
commitment. Moreover, he revealed that physical mobility factor of boundaryless career had a negative effect

on organizational commitment (Cakmak, 2011).
Protean and Boundaryless Career Attitudes-Career Satisfaction

Career satisfaction can be described as an employee’s feeling of pleasure for achievements in his/her career.
According to Greenhaus et al. (1990), career satisfaction depends on achieving five basic goals which are (a)
professional success, (b) professional goals in general, (c) income goals, (d) promotions in the profession and

(e) gaining new skills. The success in achieving these goals determines the employee’s career satisfaction. Judge
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et al. (1995) called career satisfaction as subjective career and defined it as an employee’s positive assessment
of his/her career. Proactive employees achieved higher levels of career satisfaction (Seibert et al., 2001; Fuller
& Marler, 2009), and career identity and self-efficacy positively influence subjective career success (Valcour &
Ladge, 2008). There is a positive relationship between protean career orientations and career satisfaction with
the mediating role of career insight (De Vos & Soens, 2008). In addition, a self-directed employee tries to
achieve his career goals more actively than others; and thus, s/he feels more successful in his/her career (Ng et

al., 2005; Arthur et al., 2005).

Baruch and Lavi-Steiner (2015) found out a positive relationship between protean career orientations and
career satisfaction. Breitenmoser et al. (2018) concluded in a positive relationship between self-directedness
and career satisfaction. Self-directedness also has a positive relationship with career success (Briscoe et al.,
2012). Similarly, Lo Presti et al. (2018) found out a relationship between subjective career success and self-
directedness. Moreover, self-direction affects subjective career success positively and values-driven affects it
negatively (Enache et al.,, 2011). There is a positive relationship between self-directedness and career
satisfaction, but there is not a significant relationship between values-driven career and career satisfaction
(Volmer & Spurk, 2011; Cerdin & Le Pargneux, 2014). Zhang et al. (2015) found out a significant relationship
between self-directed career attitudes and career satisfaction. There is a positive significant relationship
between protean career and career satisfaction (Grimland et al., 2011; Rodrigues et al., 2015; Herrmann et al.,
2015; Sin & Tak 2017; Cho & Park, 2017; Stauffer et al., 2019). Although there are different results in the

literature, it is seen that protean career attitudes are connected to career satisfaction.

Predictors of boundaryless career are significant in perceived career success/career satisfaction (Eby et al.,
2003). The employees with a boundaryless mindset generally had proactive personalities (Jackson, 1996; Mirvis
& Hall, 1994), and boundaryless career is related to career satisfaction (Seibert et al., 1999). Briscoe et al.
(2012) revealed a positive relationship between psychological mobility and career success. Uzunbacak et al.
(2019), in their studies on academics at a private university in Antalya, determined a positive relationship
between boundaryless career attitudes and career success. Enache et al. (2011) found no relationship between
boundaryless career orientations and career satisfaction; however, they found a negative relationship between
mobility preference and career satisfaction. In addition, a dynamic and complex relationship was revealed
between boundaryless careers and career success (Guan et al., 2019). Verbruggen (2012) concluded that there
is no significant relationship between boundaryless mindset and career satisfaction but a positive relationship
between organizational mobility and career satisfaction. Volmer and Spurk (2011) found no significant
relationship between mobility preference, boundaryless mentality and career satisfaction. On the contrary,
Rodrigues et al. (2015) revealed that there is a negative relationship between boundaryless career orientation
and career satisfaction. Although Cerdin and Le Pargneux (2014) found no significant relationship between
boundaryless mindset and career satisfaction but a significant negative relationship between mobility

preference and career satisfaction.

961



LJOESS (i1ssn: 2146-1961) SEPTEMBER 2020

Protean and Boundaryless Career Attitudes-Perceived Employability

Clarke and Patrickson (2008) described employability as an employee’s ability to get a job, continue the job and
move among jobs and/or organizations if s/he needs. Similarly, employability means an employee’s perception
of his/her probabilities of finding novel, equal, or better employment (Berntson, 2008). Perceived
employability, in the study, can be defined as the employee’s own perception of getting a job simply by the
help of his/her skills, qualifications, personal attributes, education, training and occupational experiences. The
changing business life triggered job insecurity for employees with boundaryless or protean mindset (De Cuyper
& De Witte, 2008; Forrier et al., 2009) and they have had to learn managing his/her own career (Sullivan, 1999)
in order to become more employable (Forrier et al., 2009; Briscoe & Hall, 2006b; DeFillippi & Arthur, 1996). As
a result, they become more self-confident and less committed to the organization (De Grip et al., 2004; Pearce

& Randel, 2004; ElIman & O'Rand, 2002), which results in high turnover intention (De Cuyper et al., 2011b).

Studies in the literature support that protean career attitudes are related to employability. Lin (2015) found out
that protean career orientations are important premises of both perceived external and internal employability.
Moreover, higher degree of protean attitudes, not only value-driven but also self-directed, result in higher
external employability than internal employability. According to De Vos and Soens (2008), protean career
orientations positively affect perceived employability with the mediating role of career insight. Fuller and
Marler (2009) found out that it is positively related to some employability-related variables. Lo Presti et al.
(2018) revealed that the more the employee is self-directed, the more s/he perceives employability. Hofstetter
and Rosenblatt (2016) concluded that perceived work alternatives are related to protean career attitudes. In
some studies, there is a significant positive relationship between protean career orientation and perceived

employability (Rodrigues et al., 2019; Zafar et al., 2017).

The employees’ boundaryless career attitudes affect their perceived employability. High physical and
psychological mobility make them think that it will be slightly easy to move between organizations; and thus,
mobility mentality increases their perceptions of employability (Sullivan & Arthur, 2006) since employees with
boundaryless career mentality are willing to explore opportunities and learn new things especially beyond a
limited work environment (Briscoe et al., 2006). Therefore, they may easily adapt to new jobs and foresee

alterations in the work environment, which will lead them to perceive higher employability (Lo Presti et al., 2018).

Empirical studies have shown that boundaryless career attitudes and perceived employability are related.
Hofstetter and Rosenblatt (2016) found out that perceived work alternatives are in connection with
boundaryless career attitudes of employees. Lo Presti et al. (2018) and Rodrigues et al. (2019) also revealed a

strong relationship between boundaryless career and perceived employability.
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Career Satisfaction and Perceived Employability-Turnover Intention

Employees satisfied with their careers are unlikely to have intentions to leave their organization. Guan et al.
(2015) found in their study of Chinese employees that career satisfaction had a negative effect on turnover
intention. Career satisfaction is found to predict turnover intention (Joo & Park, 2010; Laschinger, 2012).
Baruch and Lavi-Steiner (2015) revealed a negative relationship between career satisfaction and turnover
intention. In a study conducted with white-collar employees in Istanbul, a negative relationship was found
between career satisfaction and intention to quit (Gergek et al., 2015). A study conducted in Macau concluded
in a significant relationship between career satisfaction and turnover intention (Chan & Mai, 2015). Some other
studies also revealed that career satisfaction is related to turnover intention negatively (Cerdin & Le Pargneux,

2014; Guan et al., 2014; Rodrigues et al., 2015; Anafarta & Yilmaz, 2019; Kenek & S6kmen, 2018).

Employees who have high perceptions that they can be employed outside their organization are likely to quit
their current job (Chan & Dar, 2014; De Cuyper et al., 2011b). De Cuyper et al. (2011b) expressed that there is a
relationship between perceived employability and turnover intention because employees tend to leave their
institutions when they believe they can resign without significant losses. On the other hand, employees who
perceive that they are less employable may not consider leaving the job because they feel the risk of
unemployment after their resignation. Moreover, due to changing business life, when new opportunities arise,
employees use the opportunity and they do not feel obliged to be faithful to their organizations (Chan & Dar,
2014; De Cuyper et al., 2011a; Forrier et al., 2009; De Cuyper & De Witte, 2008). A study carried out in Turkey,
with a sample of 721 employees from various sectors, revealed that employees with higher perceived
employability are inclined to quit when their perceived job security was high and their commitment to the
organization was low. In addition, the relationship was also negative for employees with shorter tenures
(Acikgoz et al., 2016). Another study found out that perceived employability significantly predicted turnover
intention (Van Der Vaart et al., 2015). Virga et al. (2017) revealed that there is a positive relationship between

perceived employability and turnover intention.
METHOD

Research Hypotheses and Hypothesized Model

Given the literature, the following eight hypotheses were developed:

H1: There is a significant relationship between protean career attitudes (H1a: self-directed, H1b: values-driven)
and turnover intention.

H2: There is a significant relationship between boundaryless career attitudes (H2a: psychological; H2b:
physical) and turnover intention.

H3: There is a significant relationship between protean career attitudes (H3a: self-directed; H3b: values-driven)

and career satisfaction.
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H4: There is a significant relationship between boundaryless career attitudes (H4a: psychological; H4b:
physical) and career satisfaction.

H5: There is a significant relationship between protean career attitudes (H5a: self-directed; H5b: values-driven)
and perceived employability.

H6: There is a significant relationship between boundaryless career attitudes (H6a: psychological; Hé6b:
physical) and perceived employability.

H7: There is a significant relationship between career satisfaction and turnover intention.

H8: There is a significant relationship between perceived employability and turnover intention.

The hypothesized model, at the beginning of the study, was shown on Figure 1.

Career
Satisfaction

Protean Career
a) Self-directed
b) Values-driven

Turnover }

Boundaryless Career

a) Psychological mobility
b) Physical mobility

Perceived
Employability

Figure 1. The Hypothesized Model

Sample and Procedure

The survey was conducted with employees in four service sectors (tourism, finance, education and health) in
Nevsehir. In addition, the population was limited to the employees of four- and five-star hotels in tourism
sector, the employees of banks in finance sector, teachers and academicians in education sector and doctors
and nurses in health sector. Since the number of staff working in these sectors was not determined exactly, the
sample was calculated as 385 by using the n=z%(pq)/e? formula (Chi & Qu, 2008). To reach the number, 500
guestionnaire forms were distributed between April 2019 and June 2019. Totally 392 employees filled in the

questionnaire forms. The return rate of the survey was 78%.

Most respondents (47.4%) were between 26 and 35 years old and 51.3% of them were male. 70.9% of them
were married and 46.9% of them had bachelor’s degree. 38.3% of them had no children and 59.9% of them
were born in Central Anatolian Region. 34.7% of them were teachers, 19.6% of them were academics, 15.6% of
them were tourism employees, %12 of them were nurses, %11 of them were bank employees and %7.1 of
them were doctors. 55.9% of them worked in private sector. 37.8% of them worked in the same organization
and 40.6% of them worked in the same status between one and five years. 90.8% of them were employees and

9.2% of them were managers.
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Data Collection Tools

Career Attitudes: A 5-point Likert scale developed by Brisco et al. (2006a) with 13 items for boundaryless
career and 14 items for protean career was used to measure career attitudes. Respondents indicated on the
scale to what extent they thought they were primarily responsible for leading their career (e.g. “I am
responsible for my success or failure in my career” for protean career attitudes and “I enjoy working with
people outside of my organization” for boundaryless career attitudes). In this study, the scale was used as it
existed in the literature and all four factors were called as they were called in the literature. Turkish version of
the scale has been used in many studies conducted in Turkey (Kale & Ozer, 2012; Akgemci et al., 2018). In this
study, the reliability (Cronbach’s Alpha) of self-directed factor was .83, the reliability of values-driven factor
was .83, the reliability of psychological mobility factor was .77, and the reliability of physical mobility factor was

.85.

Career Satisfaction: A 5-point Likert scale developed by Greenhaus et al. (1990) with 5 items was used to
measure career satisfaction. Respondents indicated on the scale to what extent they were satisfied with their
career (e.g. “I'm satisfied with the success | have achieved in my career”). Turkish version of the scale has been
used in many studies conducted in Turkey (Kale 2019; Uzunbacak et al., 2019). In this study, the reliability

(Cronbach’s Alpha) of career satisfaction scale was .85.

Perceived Employability: A 5-point Likert scale developed by De Vos and Soens (2008) with 3 items was used to
measure perceived employability. Respondents indicated on the scale to what extent they believed to be
employable (e.g. “I believe | could easily obtain a comparable job with another employer”). The reliability
(Cronbach’s Alpha) of original scale was .91. The scale was translated into Turkish by the researchers. In this

study, the reliability of the scale was .87.

Turnover Intention: A 5-point Likert scale developed by Cammann et al. (1979) and referred by Nadiri and
Tanova (2010) with 3 items was used to measure turnover intention. Respondents indicated on the scale to
what extent they thought to quit the current job and search for another (e.g. “I often think to quit my job”).
Turkish version of the scale has been used in a study conducted in Turkey (Sahin, 2011). In this study, the

reliability of the scale was .88.

Since the reliability coefficients of the scales were above .70, all scales were accepted as reliable (Nunnaly,
1967). Validity analyses for measurement model were done and the items with lower factor loadings were

excluded from the scale. Factor loadings for all the scales used in the study were shown in Table 1.
Data Analysis

Partial Squares-Structural Equation Modeling (PLS-SEM) was used to test the research model. PLS-SEM is a
substantial tool to analyze models due to the minimal demands on sample size and measures. Moreover, PLS-

SEM avoids factor indeterminacy and unacceptable solutions that are two significant problems in analyses
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(Fornell & Bookstein, 1982). PLS-SEM is also an iterative method used to estimate SEMs that do not apply
distributional assumptions on the data (Fornell et al., 1996). Hence, PLS-SEM has fewer statistical conditions
and constraints than covariance-based techniques as it is a distribution-independent method. PLS-SEM is
generally considered as more favorable for exploratory studies (Hair et al., 2014) and more appropriate when

more items are used in a study (Chin, 1998).

The significance of path coefficients and t values were established by using the 5000 sample bootsrapping
method. The reflective model was used to reflect the two dimensions of protean and boundaryless attitudes as
independent variables. First, the measurement model was tested for construct validity. Then, the structural

model was used for testing the research model and the hypotheses developed.
FINDINGS
Measurement Model

In the measurement model, first, the indicator loadings were examined (Table 1). The indicator loadings should
be higher than .70; in addition, indicator loadings which are between .70 and .40 should be omitted if their
omission increases the reliability to its minimum threshold value (Hair et al., 2011). In order to increase
composite reliability, items with indicator loadings less than .68 (self-directed: a) item 1, b) item 8; values-
driven: a) item 9, b) item 10; psychological mobility: a) item 3, b) item 7, c) item 8; and career satisfaction: a)

item 3) were excluded from the model.

Table 1. Measurement Information: Convergent Validity (n = 392)

Dimensions Loadings CR AVE a
Self-directed PC2 .814
PC3 .749
PC4 747
PCS 861 .882 .600 .834
PC6 723
PC7 .834
Values-driven PC11 .686
PC12 .799
PCi3 736 .873 .581 .835
PC14 .792
Psychological BC1 .706
mobility BC2 721
BC4 742 .837 .508 775
BC5 .697
BC6 .695
Physical BC9 .761
mobility BC10 .878
BC11 .758 .893 .627 .850
BC12 782
BC13 773
Career CS1 .699
Satisfaction CS2 .869
csa 906 .902 .700 .857
CS5 .857
Perceived PE1 912 914 728 .879
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Employability PE2 .885
PE3 .745

Turnover TI1 .891

Intention TI2 .925 .929 .814 .886
TI3 .891

For convergent validity, it is stated that average variance extracted (AVE) should be higher than .50 and
composite reliability (CR) should be higher than AVE. AVE values in the current study were between .508 and
.814 and all values were higher than .50. Moreover, CR values are higher than AVE values (Table 1). It was
asserted that the discriminant validity is provided when the square root of the AVE values calculated for each
construct is higher than the correlation coefficient of each variable with the other variables (Hair et al., 2006;
Fornell & Larcker, 1981; Ringle et al., 2015). In the study, the square root of the AVE value of each structure
was higher than the correlation coefficients of a variable with other variables (Table 2), which showed that

convergent and discriminant validity were achieved.

Table 2. Discriminant Validity of Constructs

1 2 3 4 5 6 7
1-Self Directed .775
2-Values Driven 438 .762
3- Psychological mobility .146 223 712
4-Physical mobility .280 .090 .062 .792
5-Career Satisfaction 312 .130 .193 -.291 .837
6-Perceived Employability .143 136 .209 .011 .285 .853
7-Turnover Intention -.019 -.011 137 .199 -.246 .006 .902

Note: AVE square root values were indicated in bold.

Finally, Harman’s single-factor test was used to analyze common method bias, (Burney et al., 2009; Grafton et
al., 2010). In this test, all variables (principal components) are subjected to factor analysis. For Harman test, a
significant common method variance can be achieved by the emergence of a single factor or a general factor
indicating the magnitude of the total variance. The results revealed 7 factors with eigenvalues higher than 1
and they constituted 63% of the total variance. The first factor constituted 17.4% of the total variance and did
not correspond to the majority of the total variance. In addition, the results displayed that findings about the

common method deviation in the study were not significant.

Structural Model

The research hypotheses were tested with the path model developed. First, an assessment of collinearity was
applied to analyze whether predictive constructs were closely related to endogenous constructs. Variance
inflation factor (VIF) of the predictive constructs was below 3, which showed the absence of collinearity. Next,
Q? after the blindfolding procedure was found to be higher than zero. According to Hair et al. (2011), this
finding reflected the predictive relevance of the structural model. The findings of the analyses were given in
Table 3. The results of the model displayed no relationship between both self-directed ($=.100, t=1.581,
p=.114) and values-driven (f=.004, t=0.064, p=.949) and turnover intention. Therefore, both Hla and H1b were

rejected. While there is no relationship between psychological mobility (B=.115, t=1.834, p=.067) and turnover
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intention, there is a positive relationship between physical mobility (f=.152, t=2.549, p=.011) and turnover

intention. Thus, H2a was rejected but H2b was accepted.

When the relationship between career attitudes and career satisfaction were examined, it was seen that self-
directed factor (B=.242, t=4.084, p=.000) of protean career and career satisfaction were positively related.
Career satisfaction levels of employees who take responsibility for themselves were high. Therefore, H3a was
accepted. There found no relationship between values-driven factor (B=-.029, t=0.362, p=.717) of protean
career and career satisfaction. Hence, H3b was rejected. Both factors of boundaryless career attitudes
(psychological and physical) were associated with career satisfaction. Psychological mobility (f=.150, t=2.631,
p=.009) was related to career satisfaction positively while physical mobility (B=-.217, t=3.996, p=.000) was

related to career satisfaction negatively. Thus, H4a and H4b were accepted.

There found no relationship between both self-directed (B=.102, t=1.456, p=.145) and values-driven (B=.054,
t=0.618, p=.537) factors of protean career attitudes and perceived employability. Therefore, H5a and H5b
were rejected. While there was a positive relationship between psychological mobility (B=.184, t=2.681,
p=.007) and perceived employability, there was no significant relationship between physical mobility (B=.034,
t=0.516, p=.606) and perceived employability. Thus, H6a was accepted but H6b was rejected. Career
satisfaction (B=-.235, t=3.919, p=.000) was related to turnover intention negatively. In other words, employees
who are more satisfied with their careers are less inclined to quit. Therefore, H7 was accepted. There was no
significant relationship between perceived employability (=.085, t=1.175, p=.240) and turnover intention, and

H8 was rejected.

Table 3. Structural Model Assessment

Endogenous constructs R? Q?

Career satisfaction .164 .096

Perceived employability .060 .035

Turnover intention .103 .070

Relations Path

(Paths) coefficient t p

H1la= Self-directed - turnover intention .100 1.581 114 Not supported

H1b=Values-driven-> turnover intention .004 0.064 .949 Not supported

H2a= Psychological mobility - turnover intention 115 1.834 .067 Not supported

H2b= Physical mobility = turnover intention .152 2.549 .011* Supported

H3a= Self-directed—> career satisfaction 242 4.084 .000* Supported

H3b=Values-driven—> career satisfaction -.029 0.362 717 Not supported

H4a= Psychological mobility = career satisfaction .150 2.631 .009* Supported

H4b= Physical mobility = career satisfaction -.217 3.996 .000* Supported

H5a= Self-directed - perceived employability .102 1.456 .145 Not supported

H5b=Values-driven-> perceived employability .054 0.618 .537 Not supported

H6a= Psychological mobility - perceived employability .184 2.681 .007* Supported

H6b= Physical mobility - perceived employability .034 0.516 .606 Not supported

H7= Career satisfaction— turnover intention -.235 3.919 .000* Supported

H8= Perceived employability-> turnover intention .085 1.175 .240 Not supported
*p<.05
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When specific indirect effects were examined, there were three significant paths. Self-directed protean career
attitudes had an indirect effect on turnover intention through career satisfaction (f=-.057, t=2.831, p=0.005).
Similarly, psychological mobility (B=-.035, t=2.121, p=0.034) and physical mobility (B=.051, t=2.688, p=0.007)
had indirect effects on turnover intention through career satisfaction. Paths of hypotheses accepted after the

analyses were given in Figure 2.

Career

Self-directed satisfaction

. Turnover
Psychological

mobility

intention

Physical Perceived

mobility employability

Figure 2. Paths of Accepted Hypotheses

CONCLUSION AND DISCUSSION

The changing work life brought about differences in traditional career attitudes and revealed new career
mindsets, specifically protean and boundaryless career. Given this premise, in the study, the relationship
among protean career, boundaryless career, turnover intention, career satisfaction and perceived
employability were examined with a sample of employees in service sector. Since the characteristics and values
of protean career and boundaryless career include freedom, mobility and directing one’s own career, the
employees are thought to have turnover intentions. However, the study revealed that self-directed, values-
driven and psychological mobility did not have direct effects on turnover intention. The results are consistent
with some studies in the literature. Baruch et al. (2016b) did not found a relationship between protean career
attitudes and intention to quit. The finding may result from other factors (family relations, working conditions,

economic situations, etc.) affecting the employees’ life conditions.

In line with expectations and some studies in the literature (Cerdin & Le Pargneux, 2014; Rodrigues et al.,
2015), the study found out that physical mobility directly influenced turnover intention. Physical mobility is far
from job security and may bring about high turnover intention. De Cuyper et al. (2011a) and stated the
employees with boundaryless career attitudes have less commitment to their current organization because
they are usually inclined to be more self-confident. Moreover, Cakmak (2011) found that individuals with

physical mobility attitude of boundaryless career had lower organizational commitment.

A positive correlation was found between self-directed factor of protean career and career satisfaction. It is

normal that employees who lead their own careers are more satisfied with their careers. Because these
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employees have a say in their careers and direct their careers themselves as they want. This result supports the
results of many previous studies in the literature (Volmer & Spurk, 2011; Enache et al., 2011; Briscoe et al.,
2012; Cerdin & Le Pargneux, 2014; Zhang et al., 2015; Herrmann et al.,2015; Lo Presti et al.,2018; Stauffer et
al., 2019). However, no significant relationship was found between the values-driven factor of protean career
attitudes and career satisfaction in the study. This may be because employees do not encounter career
opportunities consistent with their values or because their values may not fit with organizational requirements.
Similar findings have been found in some previous studies in the literature (Volmer & Spurk, 2011; Cerdin & Le

Pargneux, 2014; Herrmann et al., 2015).

Psychological mobility of boundaryless career attitudes was related to career satisfaction positively in the
study. This may result from the general attitudes of employees feeling enthusiastic with novice situations and
experiences as Briscoe et al. (2006) stated. In the literature, some studies found no relationship between
psychological mobility factor of boundaryless career attitudes and career satisfaction (Enache et al., 2011;
Verbruggen, 2012; Volmer & Spurk, 2011; Cerdin & Le Pargneux, 2014), while a study found a positive
relationship (Briscoe et al., 2012). A study conducted in Turkey found a positive relationship between

boundaryless career attitudes and career success (Uzunbacak et al., 2019).

Another finding of the study was that there was a negative relationship between physical mobility and career
satisfaction. The finding is in line with the previous research in the literature (Enache et al., 2011; Cerdin & Le
Pargneux, 2014). Employees who are less satisfied with their current occupations usually get lower salaries and
they have poorer performance; and thus, they tend to change their organizations. Moreover, employees with
longer organizational tenure tend to have less physical mobility and to have satisfaction with their career paths

(Verbruggen, 2012).

Contrary to expectations and previous studies in the literature (Lin, 2015; Zafar et al., 2017; Hofstetter &
Rosenblatt, 2016; Rodrigues et al., 2019), there was no significant relationship between protean career
attitudes (self-directed, values-driven) and perceived employability. It is reasonable that employees with
protean career attitudes have higher perceptions of being employed outside the current organization because
they are more confident of their abilities. However, the reason for the absence of relationship between the two
variables in the study may be due to negative environmental conditions, such as economic conditions or
shortage of employment arising from labor market difficulties rather than individual abilities. In addition, the
explanatory power of boundaryless and protean career attitudes on perceived employability was low in the

study, which highlights the finding.

There was a positive relationship between psychological mobility factor of boundaryless career attitudes and
perceived employability in the study. The result is similar to the literature (Hofstetter & Rosenblatt, 2016; Lo Presti
et al., 2018; Rodrigues et al., 2019). The willingness of employees with boundaryless mindset to learn new things,

to search for opportunities and to adapt easily to new jobs increases their perceptions of employability. Contrary
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to expectations and previous studies in the literature (Rodrigues et al., 2019), there was no relationship between

physical mobility factor of boundaryless career attitudes and perceived employability.

Career satisfaction was related to turnover intention negatively in the study, and the finding is in parallel with
studies in the literature both in Turkey and abroad (Anafarta & Yilmaz, 2019; Kenek & S6kmen, 2018; Gergek et
al., 2015; Joo & Park, 2010; Baruch & Lavi-Steiner, 2015; Cerdin & Le Pargneux, 2014; Guan et al., 2014; Guan
et al., 2015; Chan & Mai, 2015; Rodrigues et al., 2015). Employees satisfied with their career paths are less
likely to quit the job. Meanwhile, self-directed factor of protean career and both psychological mobility and
physical mobility factors of boundaryless career attitudes had indirect effect on turnover intention via career

satisfaction, and the literature supports the relationship (Baruch & Lavi-Steiner, 2015).

No relationship was revealed between perceived employability and to quit the job in the study. Although many
previous studies in the literature (Van Der Vaart et al., 2015; Acikgoz et al., 2016; Virga et al., 2017) found a
positive relationship between perceived employability and to quit the job, De Cuyper et al. (2011a) did not find

a relationship between these variables in their study.

This study contributes to the theory in several ways. In the study, protean and boundaryless career attitudes,
career satisfaction, perceived employability and turnover intention were examined together. This theoretical
contribution is important, since no previous studies examined these relationships in the same study. Due to
limited studies on career attitudes with a sample of service sector in Turkey, the contribution of the study to
the literature is significant. This study may also contribute to employees and businesses. The finding that there
are no significant effects of career attitudes except physical mobility on turnover intention will reduce the
anxiety that the managers have about employees with these attitudes while hiring them that they may quit the
job in a short time. The fact that employees with self-directed and psychological mobility attitudes have high
career satisfaction decreases their intention to quit, which draws attention to the importance of providing

career satisfaction for both businesses and employees.

The study did have some limitations. First of all, it measured career attitudes, not organizational or vocational
behaviors. Second, the measures were more subjective because the respondents evaluated themselves. The
research examined the relationship among protean career, boundaryless career, career satisfaction, perceived
employability and turnover intention, further research may explore the relationship between career attitudes and

top management support, organizational commitment, job satisfaction or life satisfaction to extend the findings.
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COK YONLU KARIYER, SINIRSIZ KARIYER, KARIYER TATMINI, iSTIHDAM
EDILEBILIRLIK VE ISTEN AYRILMA NIYETi ARASINDAKI iLiSKiNiN iINCELENMESI

0z

Calismanin amaci, ¢ok yonli (degisken) kariyer, sinirsiz kariyer, kariyer tatmini, algilanan istihdam
edilebilirlik ve isten ayrilma niyeti arasindaki iliskiyi incelemektir. Arastirmanin orneklemini
Nevsehir ilindeki dort hizmet sektori (turizm, finans, egitim, saglik) ¢alisanlari olusturmaktadir.
Turizm sektori dort ve bes yildizh otellerle; saglk sektorii devlet hastanesi ve 6zel hastanelerle;
egitim sektori Universite ve liselerle; finans sekt6éri de bankalarla sinirlandiriimistir. Arastirmada
veri toplamak igin anket yéntemi ve anket formlari kullaniimigtir. Sinirsiz ve ¢ok yonli kariyer
tutumlari, kariyer tatmini, algilanan istihdam edilebilirlik ve isten ayrilma niyetini 6lgmek icin 5'li
Likert 6lgekleri kullanilmistir. Veriler Kismi En Kiigik Kareler-Yapisal Esitlik Modellemesi (PLS-SEM)
kullanilarak analiz edilmistir. Yapilan yol analizi sonunda, sinirsiz kariyerin “fiziksel hareketlilik”
boyutu ile isten ayrilma niyeti arasinda pozitif bir iliski oldugu ortaya ¢ikmistir. Cok yonli kariyerin
“kendi kendini yonetme” ve sinirsiz kariyerin “psikolojik hareketlilik” boyutu ile kariyer tatmini
arasinda pozitif bir iliski goralirken, buna karsin sinirsiz kariyerin “fiziksel hareketlilik” boyutu ile
kariyer tatmini arasinda negatif bir iliski oldugu gorilmistir. Sinirsiz kariyerin “psikolojik
hareketlilik” boyutu ile algilanan istihdam edilebilirlik arasinda pozitif bir iliski ortaya ¢ikmistir.
Kariyer tatmini ile isten ayrilma niyeti arasinda negatif bir iliski gorilirken algilanan istihdam
edilebilirlik ile isten ayrilma niyeti arasinda ise herhangi bir iliski ortaya ¢itkmamustir.

Anahtar Kelimeler: Cok yonliu kariyer, sinirsiz kariyer, kariyer tatmini, algilanan istihdam
edilebilirlik, isten ayrilma niyeti.
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Son yillardaki sosyal, teknolojik ve ekonomik degismeler ve bunlarin orgiitsel yapiya yansimasi, isgérenler ve
orgutler arasindaki geleneksel kariyer iliskisini degistirmistir. Yukariya dogru, diiz, duragan ve kati geleneksel
kariyer anlayisi yerini, oldukca tahmin edilemez, dinamik ve sinirsiz yeni kariyer anlayisina birakmistir (Arthur et
al., 1999; Lips-Wiersma ve Hall, 2007; Arthur ve Rousseau, 1996). Bu yeni kariyer anlayisi, 6rgutsel kariyer
ybnetiminin Ustlinde ve 6tesinde, bireylerin kendi kariyerleri Gizerinde kontroli vurgular (Hess et al., 2012;
Arnold ve Cohen, 2007). Yeni kariyer anlayisi; 6zellikle ¢ok yonli (Hall ve Moss, 1998) ve sinirsiz (Arthur ve
Rousseau, 1996) kariyer daha az istikrar ve is givenligi beklemeyi, yetenekleri gelistirmeyi, 6rgut disi iliskileri
gelistirmeyi kapsar (Trevor-Roberts, 2006; Carbery ve Garavan, 2005; Creed et al., 2011; Clarke ve Patrickson,
2008). Cok yonli ve sinirsiz kariyer tutumlarina sahip isgorenler, bu dinamik sartlara adapte olurlar ve farkl ve
benzersiz kariyer alani takip ederler (Kaspi- Baruch 2015). Bireylerin kendi kariyer basarilarini kendi
tanimladiklart standartlara, ihtiyaglara, degerlere, kariyer basamaklarina ve mesleki gayelere gore

degerlendirmesi 6zellikle 6nemlidir (Colakoglu 2011).

Cok yonli kariyer, bireyin kariyerini kendisinin yonlendirmesi ve kendi degerleriyle yonetmesi Uzerine
odaklanan bir yaklagimdir (Hall, 2004). Cok yonlu kariyer anlayisinda bireyler kendi kariyer, gelisim ve mesleki
kaderlerinin mimaridirlar. Bu anlayis, 6zglrliik ve degisen sartlara uyum saglama gibi unsurlari igerir ve bireyin
kariyerini yonetmesinde i¢csel davranmasini ve kendi kendini idare etmesini ifade eder (Hall, 2002; Hall, 2004;
Sargent ve Domberger, 2007; Kale ve Ozer, 2012). Sinirsiz kariyer ise, adindan da anlasildigi gibi sinirlanmayan
kariyer olanaklarini vurgular ve basariya ulagmak igin sinirsiz kariyer firsatlarinin nasil taninacagini ve onlardan
nasil faydalanilacagini kapsar (DeFillippi ve Arthur, 1996; Arthur et al., 1999). Sinirsiz kariyer tutumuna sahip
kisiler, daha kisa is ve istihdam siiresine sahiptirler ve cogunlukla serbest-calisma ve gecici-isler gibi is

dizenlemeleri ile ilgilidirler (Seymen, 2004).

Protean kariyer, “farkh organizasyonlarda yer alma” ve “sinirlarin 6tesine gegme” (Briscoe ve Hall, 2006a) gibi
sinirsiz kariyer 6zelliklerini icerebilmektedir ve benzer sekilde sinirsiz kariyer de, ¢cok yonla kariyerin 6zelliklerini
kapsayabilmektedir (Briscoe ve Hall, 2006b). Cok yonli tutumlari olan, bagimsiz davranan ve secimleri olan bir
¢alisan sinirlarin 6tesine gegmemeyi tercih edebilir veya sinirsiz zihniyete sahip bir ¢alisan ayni organizasyonda
calismayi tercih edebilir. Cok yonli kariyeri daha psikolojik kokenlidir ve somut davranislarla sonuglanmayabilir,
buna karsin sinirsiz kariyerde davranislarin daha gézlenebilir sonuglari bulunmaktadir. Oz kimlik ve adaptasyon
degisken kariyerde belirgindir, ancak sinirsiz kariyerde ortiktir (Inkson, 2006). Cok yonla kariyer kendi kendini

yonetme ile ilgilidir, ancak sinirsiz kariyer segeneklerdeki cesitliligi temsil eder.

Literatlirde sinirsiz ve ¢ok yonli tutuma sahip calisanlarin davranislari incelenmistir. Bazi arastirmalar, bu
¢alisanlarin mevcut islerine veya isverenlerine karsi olumsuz tutumlar oldugunu ve bu nedenle daha fazla
hareketlilik egiliminde olduklarini iddia etmektedirler (Sargent ve Domberger, 2007; Briscoe vd., 2006; Hall,
2004). Ayrica bazi arastirmalar bu tutumlara sahip calisanlarin érgiitlerine daha az sadik olduklarini (Zaleska ve

Menezes, 2007) ve islerini birakmaya daha yatkin olduklarini ortaya koymustur (Cerdin ve Le Pargneux, 2014;
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Supeli ve Creed, 2016). Bununla karsin diger bazi ¢alismalar ise bu iddialari dogrulamamaktadir (Rodrigues vd.,
2015; Baruch vd., 2016a; Akgemci vd., 2018). Bu baglamda calismanin amaclarindan biri ¢cok yonli ve sinirsiz
kariyer yonelimlerinin isten ayrilma niyetini etkileyip etkilemedigini ortaya cikarmaktir. Bunun yaninda bu
calisma, sinirsiz ve ¢ok yonlu kariyer tutumlarinin, algilanan istihdam edilebilirlik ve kariyer tatmini Gzerindeki
etkisine ve bunlarin (algilanan istihdam edilebilirlik ve kariyer tatmini) isten ayrilma niyeti tizerindeki etkisine
odaklanmaktadir. Literatiirde ¢ok yonli ve sinirsiz kariyerin algilanan istihdam edilebilirlik (Rodrigues vd., 2019),
kariyer tatmini (Enache vd., 2011) ve isten ayrilma niyeti (Rodrigues vd., 2015) (izerine etkilerine yonelik ayri
ayri inceleyen calismalar olmasina ragmen, tim degiskenleri bir arada inceleyen calismaya rastlanmamistir.
Benzer sekilde, Tirkiye'de c¢ok yonli ve sinirsiz kariyer tutumlar ile ilgili ¢alismalar incelendiginde, bu
calismalarin ¢ogunun ¢ok yonli ve kariyer tutumlarinin demografik degiskenler agisindan farkliliklarin
incelenmesine odaklandig1 gériilmektedir (Kale ve Ozer, 2012; Cetin ve Karalar, 2016; Paksoy vd., 2017; Suvaci
ve Bas, 2018; Demir, 2019). Bunun yaninda, kariyer tutumlari ile 6rgiitsel baghlik arasindaki iliskiyi (Cakmak,
2011, Akgemci vd. 2018) ve kariyer tutumlari ile kariyer basarisi arasindaki iliskiyi (Uzunbacak vd. 2019)
arastiran calismalar da bulunmaktadir. Bu ¢alisma ile ¢cok yonla ve sinirsiz kariyer tutumlari, kariyer tatmini,
istihdam edilebilirlik ve isten ayrilma niyeti degiskenleri arasindaki iliski incelendiginden, ¢alisma sonuglarinin

literatlire katki saglayacagi disiinilmektedir.

Bu calismanin sonuglari hem calisanlara hem de o6rgiitlere yol gosterici olabilir. Hangi kariyer tutumlarinin
kariyer tatminini arttirdigini analiz ederek ve istihdam edilebilirlik algisinin is degistirmeye etkilerini géz 6nine
alarak bireyler 6ziinde tatmin edici bir kariyere sahip olma olasihgini artirmak igin 6zel eylemler
gerceklestirebilirler. Ayrica, insan kaynaklari yoneticileri ve kariyer danismanlari, ¢alisanlarin kariyer tatminini
tesvik etmek ve isten ayrilma niyetlerini azaltmak icin 6rgitsel politikalar ve tesvikler gelistirmek ve uygulamak

icin bu arastirmanin sonuglarini kullanabilirler.
Cok Yonlii Kariyer

Cok yonli kariyer bireyin kendi kariyerini kendi segmesini, kendini gergeklestirmeyi kapsar (Hall ve Moss, 1998;
Hall, 1996) ve kariyerde basar kriteri i¢seldir. Diger bir deyisle, kariyer bireysel hedeflere dayanir ve licret ya da
glcten ziyade psikolojik olarak yonlendirilir (Hall ve Moss, 1998; Briscoe ve Hall, 2006b). Bireysel sorumluluk
onemlidir, bu nedenle kariyer algisi daha 6zneldir ve yasam boyu 6grenmeyi icerir (Park ve Rothwell, 2009). Cok
yonlu kariyer, kariyerde 6zglirligl, kendi kendine yon vermeyi ve kisisel degerlerden kaynaklanan segimler
yapmayi temsil eden bir zihniyettir (Briscoe ve Hall, 2006b). Cok yonli kariyer, daha fazla 6zgirlik, hareketlilik
ve siirekli 8grenmeyi esas alan hayata dair bir bakis agisini kapsar (Hall, 1996). isgéren, profesyonel arayisa ve
mesleki bagliliga daha fazla 6nem verir; bu nedenle, basarinin ana kriteri psikolojiktir (Hall, 2004; Hall ve
Chandler, 2005). isgdren kendi kariyerinden sorumludur ve degisen istek ve egilimlerine gére kariyer yollarini
degistirebilir. Kendi kariyerini yonetme sorumlulugu, yasam doyumu, kisisel gelisim ve bireysel refah gibi bazi

olumlu psikolojik sonuglara yol agabilir (King, 2004). Kariyeri Gizerinde inisiyatif sahibi olan ¢alisan daha basarili
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ve daha memnun olacaktir (Seibert vd., 2001; Crant, 2000). Cok yonlu kariyer tutumlari, kendi kendine yénetme

ve degerlere gore hareket etme olmak tizere iki boyuta ayrilmistir (Brisco vd., 2006; Briscoe ve Hall, 2006b).

Kendi kendini yonetme: Kendi kendini yoneten bir ¢alisan, mesleginde ve kariyer yénetiminde bagimsiz olarak
hareket eder (Brisco vd., 2006; Briscoe ve Hall, 2006b). Cok yonli kariyer, (a) arayip kesfetme, (b) deneme (c)
kurma ve isletme, (d) uzmanlasma ve (e) ¢oziilme donglsiiniin gesitli asamalarindan olusur (Mirvis ve Hall,
1994). Bu donglide, ¢alisan her an yeni performans standartlarina ve 6grenme gereksinimlerine adapte olmasi
gerekir ki bu durumda bireyin yenilige uyum becerisi yiuksek diizeyde olmaldir (Hall, 2004). Bu nedenle, birey
zorlu hedeflere ylksek oranda motive edilmelidir. Bireyin egitimi, mesleki gelisimi ve deneyimleri, donglye
daha kolay uyum saglamasina ve devam etmesine yardimci olur. Basari ve kisisel gelisim isteginden
kaynaklanan motivasyon ise, bireyin yeni gorev ve roller bulmasini ve onlara adapte olmasini kolaylastirir. Bu
dongiiye kolay uyum saglayabilme, birey icin istihdam gilivenliginin 6nemsiz hale gelmesine neden olur. Bu

nedenle istihdam edilebilirlik onun igin bir motivasyon kaynagi degildir (Segers vd., 2008).

Degerlere gore hareket etme: Deger odakli bir calisan, kariyer yonetiminde, organizasyonun degerlerinden
ziyade kendi degerlerine gore hareket eder (Briscoe ve Hall, 2006b; Brisco vd., 2006). Birey, dikey yonli ve
objektif basarilardan ziyade psikolojik ve 6znel basarilardan daha fazla tatmin olur (Hall, 1996). Bireyin
motivasyonu, para, statl veya terfi gibi digsal motivasyon kaynaklarindan ziyade kendi degerlerine gore hareket

etme gibi i¢csel unsurlardan kaynaklanir (Segers vd.,2008).

Cok yonlu kariyer tutumuna sahip bireyin 6rgltten ziyade kendi kriterlerine gore hareket etmesi 6rgit yonelik
ilgiyi ve baghhg azaltmaktadir (Hall 2004; Cakmak-Otluoglu, 2012; Baruch vd., 2016) ve dolayisiyla bu bireylerin
isten ayrilma niyetleri yiiksek olabilmektedir. Benzer sekilde ¢ok yonli kariyer tutumuna sahip isgorenler
proaktif kisilige sahip isgdrenlerdir (Brisco vd., 2006) ve yliksek diizeyde kendi kariyerlerini ve is anlasmalarini
kendileri yonlendirmektedirler (Macey ve Schneider, 2008; Segers vd., 2008). Cok yonli kariyer tutumlarina
sahip isgorenlerin emeklilik niyetlerinin de ylksek oldugu goérilmektedir (De Vos ve Segers, 2013) Baruch vd.
(2016) ve Rodrigues vd. (2015), ise protean kariyer tutumlari ile isyerinde kalma niyeti arasinda direkt bir iligki
bulamamiglardir. Cerdin ve Le Pargneux (2014) cok yonla kariyer tutumlari ile isten ayrilma niyetinin pozitif
iliskili olabilecegini hipotezlemis ancak c¢alismalarinin sonunda bu iliskinin anlamli olmadigini gérmustdr.
Akgemci vd. (2018), bankacilik sektoériinde yaptiklari ¢alismalarinda ¢ok yonlu kariyer ile orgitsel baglilik
Gzerinde pozitif bir iliski bulmuslardir. Redondo vd. (2019) yaptiklari calismada, ¢ok yonli kariyer ile isten
ayrilma niyeti arasinda pozitif ve dogrudan bir iliski ortaya koymustur. Supeli ve Creed (2015), ¢ok yonlu kariyer
yonlulik ile isten ayrilma niyeti arasinda yiksek diizeyde pozitif iliski bulmustur. Literatiirdeki arastirma
sonuglari farklilik géstermesine ragmen ¢ok yonli bireyler daha genis bir yasam boyu perspektifini ve 6grenme
yonelimini kullanma, surekli 6grenme igin firsatlar gelistirme ve daha fazla hareketlilik egilimi gosterme
iddiasindadir (Briscoe vd. 2006; Hall, 2004; Sargent ve Domberger, 2007; Redondo vd. ,2019) ve bu nedenle ¢ok

yonlu kariyer tutumlari sahip bireylerin isten ayrilma niyeti daha yiiksek olmaktadir.
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Sinirsiz Kariyer Tutumlari

Sinirsiz kariyer, bir bireyin bir isten digerine ve bir 6rgiitten baska bir 6rgite gecmesi dolayisiyla fiziksel sinirlar
asmasi olarak da tanimlanir (Gunz vd., 2000). Miner ve Robinson (1994) ise sinirsiz kariyeri orgitsel tyelik,
bolimsel kimlik ve is/gorev tanimlarindaki belirsizlik oldugunu belirtmislerdir. Sinirsiz kariyerin hem objektif
hem de subjektif yani bulunmaktadir. Objektif yani hareketliligi; subjektif yani da hareketliligin sinirsizligini ifade
etmektedir (Inkson, 2006: 54). Sinirsiz kariyer egilimi olan kisiler, 6rgit basamaklarinda yikselmekten ¢ok
yatay, dikey ve sarmal hareketler dizisi sergilemektedirler (Currie vd., 2006). Bu hareketler, bireye 6grenme ve
gelisim firsatlari saglamakta; ayrica beceri ve is deneyimlerine yatkinhgi artirarak giincel ve pazarlanabilir
kalmalarini ve bireyin istihdam edilebilirligini kolaylastirmaktadir. Sinirsiz kariyer esneklik, uyum ve kendini
degerlendirme yetenegi olan bireylerin kariyer gecislerinde daha basarili olmalarini saglamaktadir; ¢unki
kariyer sorumlulugu érgitte degil bireyin kendisindedir (Arthur, 1994; Eby vd., 2003). Sinirsiz kariyer tutumlari

ise, fiziksel hareketlilik ve psikolojik hareketlilik olarak iki grupta incelenmektedir (Sullivan ve Arthur, 2006: 21).

Psikolojik hareketlilik: Bireyin zihnindeki sinirsizlik disiincesini ifade eder (Sullivan ve Arthur, 2006: 21). Birey
glclt i¢c ve dis aglar tarafindan destekleniyorsa; disarida kesfedilecek kariyer firsatlari varsa ve 6rgit dikey
hareketliligin yani sira yatay hareketlilige de imkan sunuyorsa kariyerinin sinirsiz oldugunu distinebilir (Clarke,
2008). Ancak birey, sinirsizlik fikrini benimsedigi halde fiziksel olarak ayni 6rgiit icinde ¢alismaya devam edebilir

(Briscoe vd., 2006).

Fiziksel hareketlilik: Fiziksel olarak gorev, is, orgit ve llke degisikligi ifade etmektedir (Sullivan ve Arthur,
2006). Fiziksel hareketlilik egiliminde olan bir bireyin motivasyon kaynagi para, statii ve ilerlemedir. Bununla
birlikte, psikolojik hareketlilige neden olan motivasyon kaynaklarindan biri olan ilgi ve merak da fiziksel
hareketlilik icin 6nemlidir. Bireyin isindeki cesitlilik ve yenilik istegi onun ¢alisma motivasyonunu etkilemektedir.
Yenilik ve degisimin oldugu bir 6rgitte ¢alisan birey isine baglanir ve bu durum onun fiziksel hareketliligini
engeller. Fiziksel hareketlilik egiliminde olan birey igin istihdam glivenligi cok motive edici bir unsur degildir.
Sonug olarak bu bireyler, para, stati, ilerleme ya da ilgi agisindan daha ¢ok giidilenmisken istihdam givenligi

acisindan o kadar gudiilenmezler (Segers, vd., 2008).

Hem fiziksel hem de psikolojik hareketlilik tutumu, is glivenligi fikrini kapsamadigindan isten ayrilmaya 6nemli
diizeyde etki eder (Briscoe vd., 2006; Chan ve Dar, 2014). Sinirsiz kariyer tutumlari olan bir ¢alisan, genellikle
daha fazla 6zglivenlidir ve kurumuna daha az baghdir (De Cuyper vd., 2011a) ve mevcut isinden ayrilmaya daha
¢ok niyetlidir. Sinirsiz kariyer tutumlari olan bir galisan, genellikle yeni is arayisi igindedir ve mevcut isiyle
cevredeki diger isleri karsilastirarak daha iyi bir is firsati buldugunda gonalli olarak isten ayrilmaktadir (Direnzo
ve Greenhaus, 2011). Cerdin ve Le Pargneux (2014) calismalarinda; sinirsiz kariyer yonelimi (psikolojik
hareketlilik) ile isten ayrilma niyeti arasinda higbir iliski bulamazken buna karsin fiziksel hareketlilik ile isten
ayrilma niyeti arasinda pozitif bir iliski bulmuslardir. Rodrigues ve ark. (2015) sinirsiz kariyer yonelimleri ile isten
ayrilma niyeti arasinda pozitif bir iliski oldugunu bulmustur. Ayrica baska bir arastirmada (Granrose ve Baccili,

2006), sinirsiz ve ¢ok yonli kariyer yonelimli calisanlar icin sdzlesme ihlallerinin isten ayrilma niyetlerini
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arttirdigini ortaya koymustur. Tarkiye'de Cakmak (2011), sinirsiz kariyer yonelimi ile 6rgiitsel baglilik arasinda
anlamli ve olumsuz bir iliski bulmustur. Benzer sekilde sinirsiz kariyerin fiziksel hareketlilik boyutunun, orgitsel

baglihgin tim boyutlarini olumsuz etkiledigini ortaya koymustur.
Cok Yonlii ve Sinirsiz Kariyer Tutumlari-Kariyer Tatmini

Kariyer tatmini, bir ¢alisanin kariyerindeki basarilarindan duydugu memnuniyet olarak tanimlanabilir.
Greenhaus ve ark. (1990), kariyer tatminini (a) mesleki basari, (b) genel olarak mesleki hedefler, (c) gelir
hedefleri, (d) meslekte yiikselme ve (e) yeni beceriler kazanma olmak Uzere bes temel hedefe ulasilmasi ile ilgili
oldugunu belirtmisler ve bu hedeflere ulasmadaki basariyi, calisanin kariyer tatmini olarak tanimlamislardir
Judge vd. (1995) kariyer tatminini 6znel kariyer basarisi olarak adlandirmis ve bir ¢alisanin kariyerine iliskin
olumlu degerlendirmesi olarak tanimlamistir. Calismalara gore; kariyer kimligi ve 6z-yeterlik, 6znel kariyer
basarisini olumlu yonde etkilemektedir (Valcour ve Ladge, 2008) ve proaktif calisanlar, daha yiksek kariyer
tatmini diizeylerine ulagsmaktadirlar (Seibert ve digerleri, 2001; Fuller ve Marler, 2009). Bir arastirmaya gore (De
Vos ve Soens, 2008), ¢ok yonllu kariyer tutumlari ile kariyer tatmini arasinda, kariyer iggoristnun araciligiyla
pozitif bir iliski bulunmustur. Bunun yaninda, kendi kendini ydneten bir calisan, kariyer hedeflerine
digerlerinden daha aktif bir sekilde ulasmaya ¢alistigindan kariyerinde daha basarili hissetmektedir (Ng vd.,
2005; Arthur vd., 2005).

Baruch ve Lavi-Steiner (2015) ¢ok yonli kariyer tutumlariile kariyer tatmini arasinda pozitif bir iliski bulmustur.
Breitenmoser vd. (2018) kendi kendini yonetme boyutu ve kariyer tatmini arasinda pozitif bir iliski ile ortaya
koymustur. Baska bir calismada (Briscoe vd., 2012), kendi kendini ydnetme ve kariyer basarisi pozitif bir iliskiye
bulunmustur. Benzer sekilde, Lo Presti ve ark. (2018) 6znel kariyer basarisi ile cok yonli kariyer arasinda bir
iliski bulmustur. Ancak kendi kendini yénetme boyutu 6znel kariyer basarisini olumlu etkilerken, degerlerine
gore hareket etme ise 6znel kariyer basarisini olumsuz etkilemektedir (Enache vd., 2011). Baska g¢alismalara
gore ise, kendi kendini yonetme ile kariyer tatmini arasinda pozitif bir iliski bulunmasina ragmen, degerlerine
gore hareket etme ile kariyer tatmini arasinda anlamli bir iliski bulunmamistir (Volmer ve Spurk, 2011; Cerdin ve
Le Pargneux, 2014). Zhang vd. (2015), kendi kendine yonelik kariyer tutumlari ile kariyer tatmini arasinda
anlaml bir iliski bulmustur. Cogu calismaya gore ¢ok yonli kariyer ile kariyer tatmini arasinda pozitif yonde
anlaml bir iliski vardir (Grimland vd., 2011; Rodrigues vd., 2015; Herrmann vd., 2015; Sin ve Tak 2017; Cho ve
Park, 2017; Stauffer vd., 2019). Literatiirde farkh sonuglar olmakla birlikte ¢cok yonli kariyer tutumlarinin kariyer

tatmini ile baglantili oldugu gérilmektedir.

Algilanan kariyer basarisi/kariyer tatmini agisindan sinirsiz kariyer yordayicilari 6nemlidir (Eby ve digerleri,
2003). Sinirsiz bir zihniyete sahip calisanlar genellikle proaktif kisiliklere sahiptir (Jackson, 1996; Mirvis ve Hall,
1994) ve sinirsiz kariyer, kariyer tatmini ile ilgilidir (Seibert ve digerleri, 1999). Briscoe vd. (2012) psikolojik
hareketlilik ile kariyer basarisi arasinda pozitif bir iliski ortaya koymustur. Uzunbacak vd. (2019), Antalya'da 6zel
bir Universitede akademisyenlerle ilgili calismalarinda, sinirsiz kariyer tutumlari ile kariyer basarisi arasinda

pozitif bir iliski tespit etmislerdir. Enache vd. (2011) sinirsiz kariyer yénelimleri (psikolojik hareketlilik) ile kariyer
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tatmini arasinda bir iliski bulamadi; ancak, hareketlilik tercihi (fiziksel hareketlilik) ile kariyer tatmini arasinda
negatif bir iliski bulmuslardir. Ayrica sinirsiz kariyer ile kariyer basarisi arasinda dinamik ve karmasik bir iliski
ortaya ¢ikmistir (Guan vd., 2019). Verbruggen (2012), sinirsiz zihniyet (psikolojik hareketlilik) ile kariyer tatmini
arasinda anlamli bir iliski olmadigi, ancak orgutsel hareketlilik ile kariyer tatmini arasinda pozitif bir iliski oldugu
sonucuna varmistir. Volmer ve Spurk (2011), hareketlilik tercihi, sinirsiz zihniyet ve kariyer tatmini arasinda
anlamli bir iliski bulamamistir. Buna karsin, Rodrigues ve ark. (2015) sinirsiz kariyer yonelimi ile kariyer tatmini
arasinda negatif bir iliski oldugunu ortaya koymustur. Cerdin ve Le Pargneux (2014), sinirsiz zihniyet ile kariyer
tatmini arasinda anlamli bir iliski bulamamislarsa da, hareketlilik tercihi ile kariyer tatmini arasinda anlaml

negatif bir iliski bulmuslardir.
Cok Yonlii ve Sinirsiz Kariyer Tutumlari-Algilanan istihdam Edilebilirlik

Clarke ve Patrickson (2008) istihdam edilebilirligi, bir calisanin is bulma, ise devam etme ve ihtiya¢ duymasi
halinde farkli isler ve/veya kuruluslar arasinda hareket etme yetenegi olarak tanimlamistir. Benzer sekilde,
istihdam edilebilirlik, bir ¢alisanin yeni, esit veya daha iyi is bulma olasiliklarini algilamasi anlamina gelir
(Berntson, 2008). Arastirmada algilanan istihdam edilebilirlik, calisanin becerileri, nitelikleri, kisisel 6zellikleri,
egitim, 6gretim ve mesleki deneyimleriyle bir ise girme algisi olarak tanimlanabilir. Degisen is hayati, sinirsiz
veya ¢ok yonli zihniyete sahip calisanlar igin is givensizligini tetiklemistir (De Cuyper ve De Witte, 2008; Forrier
vd., 2009) ve kendi kariyerini yonetmeyi 6grenmek zorunda kalmislardir (Sullivan, 1999), istihdam edilebilirlik
algilar artmistir (Forrier ve digerleri, 2009; Briscoe ve Hall, 2006b; DeFillippi ve Arthur, 1996). Sonug olarak, bu
calisanlar daha 6zgivenli hale gelirler ve organizasyona baghliklari azalir (De Grip ve digerleri, 2004; Pearce ve
Randel, 2004; Elman ve O'Rand, 2002), bu da yuksek isten ayrilma niyetiyle sonuglanir (De Cuyper et al. al.,
2011b).

Literatlirdeki arastirmalar ¢ok yonlu kariyer tutumlarinin istihdam edilebilirlikle iliskili oldugunu
desteklemektedir. Lin (2015) ¢ok yonli kariyer yonelimlerinin hem i¢ hem de dis istihdam edilebilirligin
algilanmasinin énemli oncilleri oldugunu bulmustur. Bunun yaninda, sadece deger odakli degil, ayni zamanda
kendi kendini yoneten daha yiksek dereceli ¢cok yonli tutumlar, isletme ici istihdam edilebilirlige gore daha
yuksek isletme disi istihdam edilebilirlikle sonuglanir. De Vos ve Soens'e (2008) gére ¢ok yonlu kariyer
yonelimleri, kariyer icgdristniin aracilik roli ile algilanan istihdam edilebilirligi olumlu etkilemektedir. Fuller ve
Marler (2009),¢ok yonli kariyer tutumlarinin istihdam edilebilirlikle ilgili bazi degiskenlerle pozitif yonde iliskili
oldugunu bulmustur. Lo Presti vd. (2018), ¢alisanin ne kadar 6z-yonetimli olursa, istihdam edilebilirligi o kadar
¢ok algiladigini ortaya koymustur. Hofstetter ve Rosenblatt (2016), algilanan is alternatiflerinin ¢ok yonlu
kariyer tutumlart ile iliskili oldugu sonucuna varmistir. Bazi ¢calismalarda, ¢ok yonli kariyer yonelimi ile algilanan

istihdam edilebilirlik arasinda anlamli bir pozitif iliski vardir (Rodrigues vd., 2019; Zafar vd., 2017)

Bireylerin sinirsiz kariyer tutumlari istihdam edilebilirlik algilarini etkileyebilmektedir. Bu bireylerin yiksek
fiziksel ve psikolojik hareket kabiliyetleri, kurumlar arasinda hareket etmenin nispeten kolay olacagini ve

dolayisiyla kendi istihdam edilebilirliklerine yonelik beklentileri artirdiklarina inanmalarina neden olmaktadir
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(Sullivan ve Arthur, 2006). Cinkd sinirsiz bir zihniyete sahip bireyler, 6zellikle sinirh bir ¢alisma ortaminin
otesinde, degisime, yeni seyler 6grenmeye ve firsatlari arastirmaya isteklidir (Briscoe vd., 2006). Bu nedenle,
yeni islere kolayca adapte olmalari ve ¢alisma ortamlarindaki degisiklikleri tahmin etmeleri muhtemeldir, bu da

daha yiksek istihdam edilebilirliklerine katkida bulunacaktir (Lo Presti vd., 2018)

Yapilan amprik ¢alismalarda da sinirsiz kariyer tutumlari ile istihdam edilebilirligin iliskili oldugu goérilmustur.
Hofstetter ve Rosenblatt (2017) ¢alismalarinda, algilanan is alternatifleri ile sinirsiz kariyer tutumlarinin iliskili
oldugunu ortaya koymuslardir. Lo Presti vd. (2018) ve Rodrigues vd. (2019), ¢alismalarinda sinirsiz kariyer

tutumlari ile istihdam edilebilirlik arasinda giicli bir iliski bulmustur.

Kariyer tatmini ve Algilanan istihdam Edilebilirlik -isten Ayrilma Niyeti

Kariyerlerinden tatmin olan galisanlarin bulunduklari kurumdan ayrilma niyetlerinin disik olmasi muhtemeldir.
Literatlirdeki calismalar bunu desteklemektedir. Guan vd (2015) Cinli isgérenler 6rnekleminde yaptiklari
calismada kariyer tatmininin isten ayrilma niyetine negatif etki ettigini bulmuslardir. Joo ve Park (2010) ve
Laschinger (2012) calismalarina gore kariyer tatmininin isten ayrilma niyeti ile iliskili oldugunu bulmustur.
Baruch and Lavi-Steiner (2015), ¢alismalarinda kariyer tatmini ile isten ayrilma niyeti arasindaki negatif iliskiyi
ortaya koymuslardir. istanbul'da beyaz yakali calisanlarla yapilan bir calismada kariyer tatmini ile isten ayrilma
niyeti arasinda negatif bir iliski bulunmustur (Gergek vd., 2015). Makao'da yapilan bir arastirma, kariyer tatmini
ile isten ayrilma niyeti arasinda 6énemli bir iliski oldugu sonucuna varmistir (Chan ve Mai, 2015). Yapilan diger
calismalara gore de kariyer tatmini ile isten ayrilma niyeti ile negatif iliskilidir (Cerdin ve Le Pargneux, 2014,

Guan vd., 2014; Rodrigues vd., 2015; Anafarta ve Yilmaz, 2019; Kenek ve S6kmen, 2018).

isletme disinda istihdam edilebileceklerilerine yoénelik algilari yiiksek olan calisanlarin isten ayrilma niyetleri
yukselebilmektedir (De Cuyper vd. 2011b; Chan ve Dar, 2014) De Cuyper vd. (2011b), algilanan istihdam
edilebilirlik ve isten ayrilma niyetleri arasinda genel olarak kabul edilmis bir iliski oldugunu belirtmektedir,
clinkli calisanlar énemli kayiplar olmadan istifa edebileceklerine inandiklarinda, birakma konusunda daha
meyillidirler. Buna karsin, daha az istihdam edilebilir calisanlarin, istifalarina gére hareket etmeleri issizlik riski
tasidigi icin isi birakmayi disinmeyebilirler. Ayrica, degisen is hayati dolayisiyla g¢alisanlar yeni firsatlar ortaya
ciktiginda bunu degerlendirmekte ve kurumlarina sadik olma zorunlulugunu hissetmemektedirler (De Cuyper ve
De Witte, 2008; Forrier vd., 2009; De Cuyper vd., 2011a, Chan ve Dar, 2014). Tirkiye'de gesitli sektérlerden 721
¢alisan 6rneklem ile yapilan bir arastirma, istihdam edilebilirligi algilanan galisanlarin algilanan is glivencelerinin
yiksek ve kuruma baghliklarinin disik oldugu durumlarda isten ayrilma egiliminde olduklarini ortaya
koymustur. Ayrica, daha kisa gorev siiresine sahip calisanlar icin de iliski olumsuz olmustur (Acikgoz vd., 2016).
Baska bir galisma, algilanan istihdam edilebilirligin isten ayrilma niyetini anlamh sekilde yordadigini ortaya
koymustur (Van Der Vaart vd., 2015). Benzer sekilde Virga vd. (2017), algilanan istihdam edilebilirlik ile isten

ayrilma niyeti arasinda pozitif bir iliski oldugunu ortaya koymustur.
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YONTEM

Arastirmanin Hipotezleri ve Modeli

Literatlirdeki ¢alismalardan yararlanarak arastirma kapsaminda sekiz hipotez gelistirilmistir:

H1: Cok yonli kariyer tutumlari (Hla: kendi kendini yonetme, H1lb: degerlerine gére hareket etme) ile isten
ayrilma niyeti arasinda anlamli bir iliski vardir.

H2: Sinirsiz kariyer tutumlar (H1a: psikolojik hareketlilik, H1b: fiziksel hareketlilik) ile isten ayrilma niyeti
arasinda anlamh bir iligki vardir.

H3: Cok yonla kariyer tutumlari (H1a: kendi kendini yénetme, Hlb: degerlerine gore hareket etme) ile kariyer
tatmini arasinda anlaml bir iliski vardir.

H4: Sinirsiz kariyer tutumlari (H1a: psikolojik hareketlilik, H1b: fiziksel hareketlilik) ile kariyer tatmini arasinda
anlamh bir iliski vardir.

H5: Cok yonli kariyer tutumlari (H1a: kendi kendini yonetme, H1b: degerlerine gore hareket etme) ile algilanan
istihdam edilebilirlik arasinda anlamli bir iligki vardir.

H6: Sinirsiz kariyer tutumlari (H1a: psikolojik hareketlilik, H1lb: fiziksel hareketlilik) ile algilanan istihdam
edilebilirlik arasinda anlamli bir iliski vardir.

H7: Kariyer tatmini ile isten ayrilma niyeti arasinda anlaml bir iliski vardir.

H8: Algilanan istihdam edilebilirlik ile isten ayrilma niyeti arasinda anlamh bir iligki vardir.

Arastirmanin hipotezlerinin ifade edildigi arastirma modeli Sekil 1 ‘de gosterilmektedir.

Kariyer
Tatmini

Cok Yonlu Kariyer Tutumlari
a) Kendi kendini yonetme
b) Degerlerine gore hareket etme

isten Ayrilma

-
>~

AN

Niyeti
Sinirsiz Kariyer Tutumlari y

a) Psikolojik hareketlilik

b) Fiziksel hareketlilik
g J

Algilanan
istihdam
Edilebilirlik

Figure 1. The Hypothesized Model

Orneklem ve Verilerin Toplanmasi

Arastirma kapsamina Nevsehir'de dort hizmet sektoriindeki (turizm, finans, egitim ve saglik) calisanlarla dahil
edilmistir. Arastirma 6rneklemi, turizm sektoriindeki dort ve bes yildizli otel calisanlari, finans sektortindeki
banka galisanlari, egitim sektériindeki 6gretmen ve akademisyenler, saglk sektoriindeki doktor ve hemsirelerle
sinirlandirildi. Bu sektorlerde calisan personel sayisi tam olarak belirlenemedigi icin n=z2(pq)/e? formili

kullanilarak 6rneklem sayisi 385 olarak hesaplanmistir (Chi ve Qu, 2008). Bu sayiya ulasmak icin Nisan 2019 ile
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Haziran 2019 arasinda 500 anket formu dagitilmistir. Anket formlarini toplam 392 calisan doldurmustur.

Anketin geri déniis orani% 78’dir.

Katilimcilarin gogunlugu 26-35 yaslari arasinda (%47.4) ve erkek (%51.3) katihmcilardan olugsmaktadir. Ayni
zamanda ¢ogunlugu (%70.9) evli ve lisans derecesine (%46.9'u) sahiptir. %38,3'linlin gocugu yoktur ve %59,9'u
ic Anadolu Bélgesi dogumludur. %34,7'si 6gretmen, %19,6'si akademisyen, %15,6'si turizm calisani, %12'si
hemsire, %11'i banka ¢alisani ve %7,1'i doktordur. %55,9'u 6zel sektdrde galismistir. %37,8'i ayni kurumda,

%40,6's! ayni statlide bir ile bes yil arasinda galismistir. %90,8'i ¢alisan, %9,2'si yonetici konumundadir.
Veri Toplama Araglari

Kariyer Tutumlari: Kariyer tutumlarini 6lgmek icin Brisco ve arkadaslari (2006a) tarafindan gelistirilen Glcek
kullanilmigtir. Sinirsiz kariyer 6lg¢egi 13 madde ve ¢ok yonlu kariyer Olgegi 14 maddeden olugmaktadir.
Katihmcilar, kariyerlerin yonetmekten ne derecede sorumlu olduklarina yonelik disiincelerini 6lgekte
degiskenler lizerinde belirtmislerdir. Bu ¢calismada 6lgek literatiirde oldugu gibi kullaniimis ve dort alt boyutu da
literatiirde adlandinldigi sekilde adlandinimistir. Tlrkiye'de yapilan birgok calismada bu 6lgeklerin Tirkge
versiyonu kullanilmistir (Kale ve Ozer, 2012; Akgemci vd., 2018). Bu calismada, kendi kendini y&netme
boyutunun giivenirligi (Cronbach's Alpha) .83, degerlerine gére hareket etme boyutunun glvenirligi .83,

psikolojik hareketlilik boyutunun giivenirligi .77, fiziksel hareketlilik boyutunun giivenirligi .85'dir.

Kariyer Tatmini: Kariyer tatminini 6lgmek igin Greenhaus ve arkadaslari (1990) tarafindan gelistirilen 5
maddeden olusan besli likert 6lgegi kullanilmistir. Katihmcilar, kariyerlerinden ne kadar memnun olduklarini
Olcekte belirtmislerdir (6r. "Kariyerimde basardigim basaridan memnunum"). Tirkiye'de yapilan bircok
calismada oOlgegin Tirkge versiyonu kullanilmistir (Kale 2019; Uzunbacak vd., 2019). Bu ¢alismada, kariyer

tatmini 6lgeginin glvenirligi (Cronbach's Alpha) .85'tir.

Algilanan istihdam Edilebilirlik: Algilanan istihdam edilebilirligi 6lcmek icin De Vos ve Soens (2008) tarafindan
gelistirilen 3 maddeli 5'li Likert 6lgegi kullaniimigtir. Katilimcilar, 6lgek izerinde ne olglide istihdam edilebilir
olduklarina inandiklarini belirtmislerdir (6r. "Baska bir isverenle kolayca karsilastirilabilir bir is bulabilecegime
inaniyorum"). Orijinal 8lgegin giivenilirligi (Cronbach's Alpha) .91 idi. Olcek, arastirmacilar tarafindan Tiirkgeye

cevrilmistir. Bu calismada 6lcegin glivenirligi .87'dir.

isten Ayrilma Niyeti: isten ayrilma niyetini 6lcmek icin Cammann ve digerleri (1979) tarafindan gelistirilen
Nadiri ve Tanova (2010) tarafindan atifta bulunulan 3 maddeli 5'li Likert Olgegi kullanilmistir. Katihmcilar,
mevcut isi birakip baska birini aramayi ne élgiide diisiindiiklerini 6lgeklerde belirtmislerdir (6rnegin, "isimi sik
stk birakmayi distiniyorum"). Tlrkiye'de yapilan bir ¢calismada 6lgegin Tlrkge versiyonu kullaniimistir (Sahin,

2011). Bu ¢alismada 6lgegin givenirligi .88'dir.
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Olceklerin glivenirlik katsayilari .70'in {zerinde oldugu igin tiim ®&lcekler giivenilir olarak kabul edilmistir
(Nunnaly, 1967). Olcme modeli icin gegerlilik analizleri yapilmis ve faktér yiikleri daha disiik olan maddeler

olgcekten gikarilmigtir. Arastirmada kullanilan tim olgekler igin faktor yiikleri Tablo 1'de gosterilmistir.
Verilerin Analizi

Arastirma modelini test etmek icin Kismi Kareler-Yapisal Esitlik Modellemesi (PLS-SEM) kullaniimistir. PLS-SEM,
orneklem boyutu ve olgeklerin varsayimlari karsilamalari agisindan minimum talepler sunmasi nedeniyle
modelleri analiz etmek i¢cin 6nemli bir aragtir. Ayrica PLS-SEM, analizlerin iki 6nemli sorun olan faktor belirleme
ve kabul edilebilirlik kosullari daha esnektir (Fornell ve Bookstein, 1982). PLS-SEM, verilerinin dagihmindan
bagimsiz bir tahminleme yontemi olmasi sebebi yapisal esitlik modellerini sinamak igin kullanilan yinelemeli bir
yontemdir (Fornell ve digerleri, 1996). Dolayisiyla, PLS-SEM, verilerinin dagilimindan bagimsiz bir yontem
oldugu icin kovaryans temelli tekniklere gore daha az istatistiksel kosul ve kisitlamaya sahiptir. Genellikle
acimlayici ¢alismalarda (Hair ve digerleri, 2014) ve ¢ok sayida degisken arasindaki iliskilerin incelendigi

¢alismalarda (Chin, 1998) PLS-SEM kullaniimasinin daha uygun oldugu kabul edilir.

Yol katsayilarinin anlamhligi ve t degerleri 5000 6rnekli bootsrapping metodu ile olusturulmustur. Bagimsiz
degiskenler ¢ok yonli ve sinirsiz tutumlarinin boyutlarini yansitmada reflective model kullaniimistir. Yapi
gecerliligi icin oncelikle 6l¢im modeli test edilmistir. Sonra arastirma modeli ve hipotezlerin test edilmesi igin

yapisal model olusturulmustur.

Olgiim modeli

Olciim modelinde 6ncelikle gdsterge yiikleri incelenmistir (Tablo 1). Gésterge yiiklemeleri .70'ten yiiksek
olmalidir; ancak .70 ile .40 arasindaki gosterge yikleri ise glivenirlik degeri artiyorsa modelden gikarilabilir (Hair
vd., 2011). Bilesik glivenilirligi artirmak igin, gosterge yiki .68'den az olan degiskenler (kendi kendine yonetme
boyutunda 1. ve 8. maddeler, degerlerine gére hareket etme boyutunda 9. ve 10. maddeler; psikolojik

hareketlilik boyutunda 3., 7. ve 8. maddeler, kariyer tatmini 6lceginden 3. madde) modelden ¢ikariimistir.

Tablo 1. Olceklere iliskin Veriler: Yakinsak Gegerlik (n = 392)

Boyutlar Faktor Yukii CR AVE a
Kendi kendini PC2 .814
yonetme PC3 .749
PC4 747
.882 . .
PCS 861 88 600 834
PC6 .723
PC7 .834
Degerlerine PC11 .686
gore  hareket PC12 .799
etme PC13 736 .873 .581 .835
PC14 .792
Psikolojik BC1 .706
hareketlilik BC2 721
BCA 742 .837 .508 775
BC5 .697
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BC6 .695
Fiziksel BC9 .761
hareketlilik BC10 .878
BC11 .758 .893 .627 .850
BC12 .782
BC13 773
Kariyer tatmini CS1 .699
CS2 .869
csa 906 .902 .700 .857
CS5 .857
Algilanan PE1 912
istihdam PE2 .885 914 728 .879
edilebilirlik PE3 .745
isten ayrlma TI1 .891
niyeti TI2 925 .929 .814 .886
TI3 .891

Yakinsak gecerlik icin, AVE degerinin .50'den yiiksek ve CR degerinin AVE'den yliksek olmasi gerektigi
belirtilmektedir. Mevcut calismada AVE degerleri .508 ile .814 arasinda ve tim degerler .50'nin lzerindedir.
Ayrica CR degerleri AVE degerlerinden daha yiksektir (Tablo 1). Her yapi i¢in hesaplanan AVE degerlerinin
karekoki diger degiskenlerle her bir degiskenin korelasyon katsayisindan yiksek oldugunda ayirt edici
gecerliligin saglandigi ileri strtlmistir (Hair vd., 2006; Fornell ve Larcker, 1981; Ringle vd. al., 2015). Calismada
her bir yapinin AVE degerinin karekdékiniin bir degiskenin diger degiskenlerle korelasyon katsayilarindan daha

yiksek olmasi (Tablo 2) yakinsak ve ayirt edici gegerliligin saglandigini géstermistir.

Tablo 2. Ayirt Edici Gegerlik

1 2 3 4 5 6 7
1-Kendi kendini ydnetme 775
2-Degerlerine gore hareket etme 438 .762
3-Psikolojik hareketlilik .146 223 712
4-Fiziksel hareketlilik .280 .090 .062 .792
5-Kariyer tatmini 312 .130 .193 -.291 .837
6-Algilanan istihdam edilebilirlik .143 .136 .209 .011 .285 .853
7-isten ayrilma niyeti -.019 -.011 137 .199 -.246 .006 .902

Not: AVE degerleri koyu gosterilmektedir.

Son olarak, Harman'in tek faktor testi, yaygin yontem yanliligini analiz etmek igin kullanilmistir (Grafton
vd.,2010; Burney vd., 2009). Bu testte butlin degiskenler birlikte faktér analizine tabi tutulmaktadir. Harman
testine gore; 6nemli diizeyde bir ortak yontem sapmasi, tek bir faktériin veya toplam varyansin blyuklGgin
gosteren genel bir faktoriin gikmasiyla anlasilabilmektedir. Mevcut ¢alisma kapsaminda yapilan faktor analizi
sonuglari, 6zdegeri 1’den biiylik olan ve toplam varyanslarin %63’lnl olusturan 7 faktor ortaya cikartmistir.
Birinci faktor toplam varyansin %17.4’Un0 olusturmakta, bu degerde toplam varyansin ¢ogunluguna karsilk
gelmemektedir. Cikan sonuglara gore, bu ¢alismadaki ortak yontem sapmasiyla ilgili bulgularin anlamli diizeyde

olmadigini séylemek mimkinddr.
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Yapisal model

Arastirma hipotezleri kurulan yol modeli ile test edilmistir. ilk olarak, yordayan yapilarin endojen yapilarla
yakindan iliskili olup olmadigini belirlemek igin, dogrusallik (collinearity) analizi uygulanmistir. Yordayici
yapilarin varyans biyitme faktoriiniin (VIF) 3'Gn altinda oldugu ve dogrusallik olmadigi sonucuna variimistir.
Ardindan, blindfolding prosediiriinden sonra Q¥ nin sifirdan biyik oldugu bulunmustur. Hair ve ark. (2011)'na
gore, bu bulgu yapisal modelin yordayici iligkilerini yansitmaktadir. Analizlerin bulgular Tablo 3'te verilmistir.
Modelin sonuglarina goére, ¢cok yonli kariyerin her iki boyutu ile (kendi kendini yonetme, degerlerine gére
hareket etme) isten ayrilma niyeti arasinda herhangi bir iliski bulunmamustir (p>0.05). Bu etkiye iliskin kurulan
Hla ve H1lb reddedilmistir. Psikolojik sinirsizlik ile isten ayrilma niyeti arasinda her hangi bir iliski
bulunamazken, fiziksel sinirsizlik ile isten ayrilma niyeti pozitif iliskilidir. Fiziksel sinirsizlik tutumlarina sahip

bireylerin isten ayrilma niyetleri yiiksek olmaktadir. H2a reddedilmistir, H2b kabul edilmistir.

Kariyer tutumlari ile kariyer tatmini iligkilerine bakildiginda, ¢ok yonlu kariyerin kendi kendini ydnetme boyutu
ile kariyer tatmininin pozitif iliskili oldugu gérilmektedir. Kariyerlerin sorumlulugu isletmelerinden ziyade kendi
Gzerine alan bireylerin kariyer tatminleri de yiiksek olmaktadir. H2a kabul edilmistir. Cok yonli kariyerin
degerlerine gore hareket etme boyutu ile kariyer tatmini arasinda anlamh bir iliski bulunamamistir. H2b
reddedilmistir. Sinirsiz kariyer boyutlarinin her ikisi de (psikolojik ve fiziksel sinirsizlik) kariyer tatmini ile
iliskilidir. Psikolojik sinirsizhik tutumlari kariyer tatmini ile pozitif iliskili iken fiziksel sinirsizhk tutumlari negatif

iliskilidir. H3a ve H3b kabul edilmistir.

Cok yonli kariyer tutumlarindan hem kendi kendini yonetme boyutu hem de degerlerine goére hareket etme
boyutunun algilanan istihdam edilebilirlik ile aralarinda anlamh bir iliski tespit edilememistir. H5a ve H5b
reddedilmistir. Fiziksel sinirsizlik ile algilanan istihdam edilebilirlik arasinda anlaml bir iliski tespit edilemezken,
psikolojik sinirsizlik ile algilanan istihdam edilebilirlik arasinda pozitif yonlu bir iliski oldugu goérulmistir. Héa
kabul edilmis ancak H6b reddedilmistir. Kariyer tatmininin isten ayrilma niyeti ile negatif iliskili oldugu
gorllmustir. Yani, kariyerlerin tatmin olan bireylerin isten ayrilma niyetleri azalmaktadir. H7 kabul edilmistir.
Algilanan istihdam edilebilirlik ile isten ayrilma niyeti arasinda anlamli bir iliski bulunamamistir ve dolayisiyla H8

reddedilmistir.

Tablo 3. Yapisal Modelin Sonuglari

Endojen yapilar R? Q?

Kariyer tatmini .164 .096

Algilanan istihdam edilebilirlik .060 .035

isten ayrilma niyeti .103 .070

iliskiler Yol

(Yollar) katsayisi t p

Hla= Kendi kendini ydnetme -> isten ayrilma niyeti .100 1.581 114 Desteklenmedi
Hlb=Degerlerine gore hareket etme-> isten ayrilma niyeti .004 0.064 .949 Desteklenmedi
H2a= Psikolojik hareketlilik - isten ayriima niyeti 115 1.834 .067 Desteklenmedi
H2b= Fiziksel hareketlilik - isten ayrilma niyeti .152 2.549 .011* Desteklendi
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H3a= Kendi kendini yonetme - Kariyer tatmini .242 4.084 .000* Desteklendi
H3b= Degerlerine gore hareket etme - Kariyer tatmini -.029 0.362 717 Desteklenmedi
H4a= Psikolojik hareketlilik - Kariyer tatmini .150 2.631 .009* Desteklendi
H4b= Fiziksel hareketlilik - Kariyer tatmini -.217 3.996 .000* Desteklendi
H5a= Kendi kendini yonetme - Algilanan istihdam edilebilirlik ~ .102 1.456 .145 Desteklenmedi
H5b= Degerlerine gore hareket - Alg. istihdam edilebilirlik .054 0.618 .537 Desteklenmedi
H6a= Psikolojik hareketlilik - Algilanan istihdam edilebilirlik .184 2.681 .007* Desteklendi
H6b= Fiziksel hareketlilik = Algilanan istihdam edilebilirlik .034 0.516 .606 Desteklenmedi
H7= Kariyer tatmini - Isten ayrilma niyeti -.235 3.919 .000* Desteklendi
H8= Algilanan istihdam edilebilirlik - isten ayriima niyeti .085 1.175 .240 Desteklenmedi
*p<.05

Dolayl etkilere bakildiginda, li¢ anlamh yol oldugu gorilmektedir. Kendi kendini yonetme kariyer tutumlari,
kariyer tatmini araciligiyla isten ayrilma niyeti Gzerinde dolayli olarak etkilidir (B = -.057, t =2.831, p =0.005).
Benzer sekilde psikolojik hareketlilik(B = -.035, t =2.121, p =0.034) ve fiziksel hareketlilik de (B =.051, t =2.688, p
=0.007) kariyer tatmini araciligiyla isten ayrilma niyeti izerinde dolayh olarak etkilidir. Analizlerden sonra kabul

edilen hipotezlere iliskin yollar Sekil 2'de gosterilmektedir.

Kariyer

Kendi kendini

yOnetme

tatmini

isten ayrilma

Psikolojik

o niyeti
hareketlilik

Fiziksel
hareketlilik

Alg. istihdam
Edilebilirlik

Sekil 2. Kabul Edilen Hipotezlere iliskin Yollar

SONUC VE TARTISMA

Degisen is hayati, geleneksel kariyer anlayisindaki farkliliklari ortaya ¢ikarmistir ve 6zellikle ¢cok yonli ve sinirsiz
kariyer olmak Uzere yeni kariyer anlayislarinin ortaya ¢ikmasina neden olmustur. Bu nedenle bu galismada,
hizmet sektoriindeki ¢alisanlardan olusan bir 6rneklem tzerinde, cok yonli kariyer, sinirsiz kariyer, isten ayrilma
niyeti, kariyer tatmini ve algilanan istihdam edilebilirlik arasindaki iliski incelenmistir. Cok yonli kariyer ve
sinirsiz kariyerin 6zellikleri ve degerleri arasinda 6zglrlik, hareketlilik ve kisinin kendi kariyerine yon vermesi
yer aldigindan, calisanlarin isten ayrilma niyetleri oldugu disliniilmektedir. Bununla birlikte, ¢alisma, kendi
kendini yonetme, degerlerine gore hareket etme ve psikolojik hareketliligin isten ayrilma niyetine dogrudan

etkisi olmadigini ortaya koydu. Sonucglar literatirdeki bazi calismalarla uyumludur. Baruch vd. (2016b) ¢ok yonli
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kariyer tutumlari ile isten ayrilma niyeti arasinda bir iliski bulamamustir. Bu sonug ¢alisanlarin yasam kosullarini

etkileyen diger faktorlerden (aile iliskileri, calisma kosullari, ekonomik durumlar vb.) kaynaklanabilir.

Beklentiler ve literatlirdeki bazi arastirmalar dogrultusunda (Cerdin ve Le Pargneux, 2014; Rodrigues vd., 2015)
yapilan calismada fiziksel hareketliligin isten ayrilma niyetini dogrudan etkiledigi bulunmustur. Fiziksel
hareketlilik, is glivenliginden uzaktir ve yiiksek isten ayrilma niyetine neden olabilir. De Cuyper vd. (2011a)
sinirsiz kariyer tutumlari olan galisanlarin mevcut organizasyonlarina daha az bagh olduklarini, ¢linki genellikle
daha o6zgiivenli olma egiliminde olduklarini belirtmislerdir. Ayrica Cakmak (2011), fiziksel hareketlilik tutumu

olan sinirsiz kariyer odakh bireylerin daha dustk 6rgitsel baghliga sahip olduklarini bulmustur.

Cok yonlu kariyerin kendi kendini yonetme boyutu ile kariyer tatmini arasinda pozitif bir iliski bulunmustur.
Kendi kariyerini yoneten calisanlarin kariyerlerinden daha memnun olmalari normaldir, ¢linki bu ¢alisanlar
kariyerlerinde s6z sahibidir ve kariyerlerine istedikleri gibi yon verirler. Bu sonug, literatlirdeki énceki bircok
¢alismanin sonuglarini desteklemektedir (Volmer ve Spurk, 2011; Enache vd., 2011; Briscoe vd., 2012; Cerdin ve
Le Pargneux, 2014; Zhang vd., 2015; Herrmann vd., 2015; Lo Presti vd., 2018; Stauffer vd., 2019). Ancak
arastirmada ¢ok yonli kariyer tutumlarinin degerlerine gore hareket etme boyutu ile kariyer tatmini arasinda
anlamli bir iliski bulunamamistir.  Bunun nedeni, c¢alisanlarin degerleriyle tutarli kariyer firsatlariyla
karsilasmamasi veya degerlerinin 6rgitsel gereksinimlere uymamasi olabilir. Bu bulgularin, literattirdeki pek ¢ok
calismanin bulgulariyla benzerlik tasidigi goriilmektedir (Volmer ve Spurk, 2011; Cerdin ve Le Pargneux, 2014;
Herrmann vd., 2015).

Sinirsiz kariyer boyutlarindan psikolojik sinirsizlik tutumlari kariyer tatmini ile pozitif iliskilidir. Bu durum, genel
olarak yeni durumlar ve deneyimlerden heyecan duyan galisanlarin algilarindan kaynaklanmis olabilir (Briscoe
vd., 2006). Literatirde bazi ¢calismalarda (Enache vd., 2011; Verbruggen 2012; Volmer ve Spurk 2011; Cerdin ve
Le Pargneux 2014) psikolojik sinirsizhk tutumlari ile kariyer tatmini arasinda iliski bulunamazken, bazi
¢alismalarda (Briscoe et al. 2012), pozitif iliski bulunmustur. Tlrkiye'de yapilan bir arastirma, sinirsiz kariyer
tutumlar ile kariyer basarisi arasinda pozitif bir iliski bulmustur (Uzunbacak vd., 2019). Calismamizin
sonuglarina gore fiziksel sinirsizlik ile kariyer tatmini arasinda ise negatif iliski bulunmaktadir. Bu bulgu
literatlirdeki calismalarla (Enache et al. 2011; Cerdin ve Le Pargneux 2014) paralellik gostermektedir. Mevcut
mesleklerinden daha az memnun olan ¢alisanlar daha kétlu performans gosterirler ve genellikle daha dusiik
maas alirlar ve bu nedenle organizasyonlarini degistirme egilimindedirler. Dahasi, daha uzun oOrgiitsel gorev
siresine sahip calisanlar daha az fiziksel hareketlilige sahip olma ve kariyer yollarindan tatmin olma

egilimindedir (Verbruggen, 2012).

Beklentilerin ve literatlirdeki galismalarin aksine (Lin 2015; Zafar vd., 2017; Hofstetter ve Rosenblatt 2017;
Rodrigues vd., 2019) ¢ok yonlu kariyer tutumlari ile (kendi kendini yénetme, degerlerine gore hareket etme)
algilanan istihdam edilebilirlik arasinda anlamli bir iliski bulunamamistir. Cok yonli kariyer tutumlarina sahip
bireylerin kendi yeteneklerine daha fazla giivendikleri igin isletme disinda istihdam edilebileceklerine dair

algilarinin yiksek olmasi dogaldir. Ancak bu ¢alismada iki degisken arasinda iliski clkmamasinin sebebi, bireysel
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yeteneklerinin disinda ¢evresel sartlardaki olumsuzluklar (ekonomik kosullar veya isglicii piyasasindan
kaynaklanan is bulma sikintisi gibi) etkili olabilir. Clinki bu ¢calismada ¢ok yonli ve sinirsiz kariyer tutumlarinin

algilanan istihdam edilebilirlik Gzerinde agiklayicilik gliciiniin de diisiik oldugu gorilmektedir.

Psikolojik sinirsizlik kariyer tutumlari ile algilanan istihdam edilebilirlik arasinda pozitif bir iliski bulunmustur. Bu
sonug literatlirdeki ¢alismalarla (Hofstetter ve Rosenblatt 2017; Lo Presti vd., 2018; Rodrigues, vd., 2019)
paralellik gostermektedir. Sinirsizlik zihniyetine sahip bireylerin degisime, yeni seyler 6grenmeye ve firsatlari
arastirmaya istekli olmalari, yeni islere kolayca adapte olmalari istihdam edilebilirliklerine yonelik algilarini
arttirmaktadir. Beklentilerin ve literatlirdeki calismalarin aksine (Rodrigues vd., 2019) fiziksel sinirsizlk kariyer

tutumlari ile istihdam edilebilirlik arasinda herhangi bir iliski bulunamamistir.

Kariyer tatmini, isten ayrilma niyeti ile negatif iliskilidir ve bu sonu¢ hem Turkiye’deki hem de yurt disindaki
orneklem Gzerinde yapilan calismalarla (Anafarta ve Yilmaz, 2019; Kenek ve Sékmen, 2018; Gergek vd., 2015;
Joo ve Park, 2010; Baruch ve Lavi-Steiner, 2015; Cerdin ve Le Pargneux, 2014; Guan vd., 2014; Guan vd., 2015;
Chan ve Mai, 2015; Rodrigues vd., 2015) benzerlik tasimaktadir. Kariyerlerinden tatmin olan bireylerin isten
ayrilma niyetleri azalmaktadir. Ayni zamanda ¢ok yo6nli kariyerin kendi kendini yonetme boyutu ve sinirsiz
kariyerin psikolojik ve fiziksel kariyer boyutlari kariyer tatmini araciligiyla isten ayrilma niyeti izerinde dolayl

olarak etkilidir ve literatiirdeki ¢alismalar (Baruch ve Lavi-Steiner, 2015) bu iliskiyi desteklemektedir.

Algilanan istihdam edilebilirlik ile isten ayrilma niyeti arasinda ise bir iliski bulunamamustir. Literatirdeki pek ¢cok
calismada (Van Der Vaart vd. 2015; Acikgoz vd., 2016; Virga vd., 2017) algilanan istihdam edilebilirlik ile isten
ayrilma niyeti arasinda pozitif bir iliski bulunmasina ragmen, bu ¢alismadaki bulgularla paralel olarak De Cuyper

vd. (2011) ¢alismalarinda aralarinda bir iliski bulamamustir.

Bu calisma teoriye birkac¢ acidan katki saglamaktadir. Bu ¢alisma ile ¢cok yonli ve sinirsiz kariyer tutumlarini,
kariyer tatmini, istihdam edilebilirlik ve isten ayrilma niyeti birlikte ele alinmistir. Daha once bu iligkileri
inceleyen bir galismaya rastlanmadigindan bu ¢alismanin teorik katkisi énemlidir. Ayni zamanda Tirkiye ve
hizmet sektoéri 6rnekleminde kariyer tutumlari ile ilgili ¢calismalarin sinirli olmasi nedeniyle, bu kapsamdaki
literatlire de katkisi bulunmaktadir. Bu ¢alisma ayni zamanda calisanlar ve isletmeler icin de katki saglayabilir.
Fiziksel sinirsizlik tutumu hari¢ diger kariyer tutumlarinin isten ayrilma niyeti tGzerinde d6nemli bir etkisinin
olmamasi, yoneticilerin bu tutumlara sahip bireyleri ise alirken kisa siirede isten ayrilabileceklerine yonelik
kaygilarini azaltacaktir. Kendi kendini yonetme ve psikolojik hareketlilik tutumlarina sahip bireylerin kariyer
tatminlerinin yliksek olmasi ve kariyer tatmininin de isten ayrilma niyetini azaltmasi, hem isletmeler hem de

bireyler igin kariyer tatmininin saglanmasinin énemine dikkat cekmektedir.

Bu ¢alismanin bazi sinirhliklari bulunmaktadir. Oncelikle ¢alismada kariyere yonelik ¢alisanlarin &rgiitsel veya
mesleki davranislari degil, kariyer tutumlan dlgiilmiistiir. ikinci olarak, élciimler daha dzneldir ¢linki katilimcilar
kendi kendilerini degerlendirdikleri 6lcekler kullanilmistir. Bu c¢alismada c¢cok yonli kariyer, sinirsiz kariyer,

kariyer tatmini, algilanan istihdam edilebilirlik ve isten ayrilma niyeti arasindaki iliski incelenmistir diger
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calismalarda bulgulari genisletmek icin kariyer tutumlari ile st yonetim destegi, orgitsel baglilik, is tatmini

veya yasam doyumu arasindaki iliski arastirilabilir.
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