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in the study. The psychometric properties of the scale were analysed using
confirmatory factor analysis, exploratory factor analysis, internal
consistency coefficient, criterion-related validity, and test-retest methods.
The exploratory factor analysis yielded a structure comprising 24 items
across six factors. This six-factor structure explained 71.73% of the
variance. The six-factor structure of the scale was validated through
confirmatory factor analysis. The reliability analysis, measured using
Cronbach's alpha, showed values ranging from .83 to .91 for the whole
scale and its sub-scales. In conclusion, the Proactive Career Behaviour
Scale has been proven to be a valid and reliable tool for administration
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Today, career has become an area of development associated with almost every aspect of life. Therefore,
planning their career well is now much more critical for individuals, especially for university students who
have not yet started working life but are in the preparation phase for this (Zhang et al., 2023). Different from
the past, the current business world expects university students to develop several new career competencies
(Koen et al., 2012; Sultana, 2022). In this regard, proactive career behaviours represent one of the essential
competencies anticipated for development (Sultana, 2022).

Proactive career behaviours, which are considered one of the important career competencies for the 21st
century (Sylva et al., 2019), began to be the subject of research in the late 1990s (Frese et al., 1997; Seibert et
al., 1999), when research on proactive career behaviours was very limited. As such, no studies at that time had
investigated the proactive career behaviours of university students. As research on proactive career behaviours
was conducted, the proactive career behaviours of university students were found to be a source of positive
effects in the transition to work life (De Vos et al., 2009). Proactive career behaviours were also reported to
have a significant relationship with career adaptability (Korkmaz, 2023) and visions about the future
(Doganiilkii, 2024). Proactive career behaviours also help university students to successfully manage their
career (Agrawal & Pradhan, 2023) and positively contribute to employability (Valls et al., 2020). With the
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positive effects of proactive career behaviours on university students, recent years have included more frequent
research on this issue (e.g. Doganiilkii & Korkmaz, 2023; Korkmaz, 2023; Okolie et al., 2023; Zhang et al.,
2023).

Besides these studies mentioned above, several theories also make assumptions about proactive career
behaviours, which involve two career theories in particular. The first one is Career Structuring Theory
(Savickas, 2005), which emphasizes four basic career adaptation skills such as control, curiosity, concern, and
confidence (Savickas, 2005). Individuals can adopt to and influence their environment through career
adaptation skills. Career Structuring Theory emphasizes that individuals' proactive career behaviours emerge
as a result of exhibiting these four basic career adaptation skills (Hirschi et al., 2015; Savickas, 2005). In other
words, practices that improve individuals' career adaptability could enable them to display more proactive
career behaviour. Another important career theory that offers perspective on proactive career behaviours is
“Social Cognitive Career Theory-(SCCT)” (Lent et al., 2002). In terms of SSCT, proactive behaviour within
the career self-management framework is considered a key active component that combines cognitive, social,
and personality mechanisms with a variety of career development and sustainability outcomes (Lent et al.,
2022). In other words, displaying proactive career behaviours is considered an active agent for individuals to
reveal their potential.

Proactive career behaviours include active participatory actions that people take to achieve goals related to
their professional and career life (De Vos et al., 2009). An analysis of the literature on proactive career
behaviours shows that proactive career behaviours are initially evaluated under four basic dimensions: career
planning processes, skill-talent development activities, networking, and idea consultation (Claes & Ruiz-
Quintanilla, 1998). Later studies developed a process model of proactive career behaviours by drawing on a
broader field of proactivity research (Crant, 2000, De Vos et al., 2009; Grant & Ashford, 2008; Raabe et al.,
2007). In this process model, proactive career behaviours consist of six factors under cognitive and behavioural
components.

While cognitive components refer to planning processes that include career exploration activities, goal setting,
and developing specific plans, behavioural components refer to activities aimed at networking, mentor support,
and skill development activities (Claes & Ruiz-Quintanilla, 1998; De Vos et al., 2009, Sonnentag, 2017). The
dimensions under the cognitive components refer to the insights that individuals develop in line with their
career aspirations, and the dimensions under the behavioural components refer to the behaviours initiated to
manage career (De Vos et al., 2009). In other words, behavioural components are clear and observable actions
undertaken by people to obtain their career objectives (King, 2004).

Career exploration is defined as a lifelong process indicating that individuals collect information about their
careers and test hypotheses about themselves and their environment to achieve their career goals, especially
during transition periods of life (Zikic & Hall, 2009). Goal setting is the situation in which an individual
anticipates and decides on the career-related outcomes he or she wants to achieve (Greenhaus et al., 1995). In
other words, the individual determines the point she wants to reach in the future with the information she
obtains as a result of career exploration activities. Developing specific plans is defined as developing plans to
support individuals to obtain their career objectives (Seibert et al., 2013). Creating a system of commands for
behaviour and action is an indicative of the function of developing specific plans. The literature acknowledges
networking as one of the most basic proactive career behaviours. Networking refers to the actions individuals
take to initiate, maintain and preserve connections with different people who can support them in their
professional endeavours (Forret & Dougherty, 2004). Mentor support refers to a developmental relationship
between a younger and less experienced individual and an older and more experienced mentor (Eby et al.,
2013). It also involves consulting experienced people and receiving support from them during the career
journey (Eby et al., 2013). Skill development activities refer to activities aimed at initiatives and interventions
leading individuals to master and become competent in various tasks in their careers (Claes & Ruiz-
Quintanilla, 1998). These activities could also be considered participation of individuals in activities that aim
to improve themselves and provide them with unique skills to be successful.
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An analysis of the literature on proactive career behaviours, along with the research findings mentioned above,
reveals that university students exhibiting these behaviours experience positive influences in their career
development. Besides, individuals are expected to exhibit these behaviours in terms of career development
tasks. In this regard, reliable and valid measurement tools to reveal university students’ proactive career
behaviour levels are crucial, which help them to have an idea about the nature, form, duration, and direction
of the services to be offered. However, an analysis of the literature revealed no measurement tools suitable for
Turkish culture to measure university students’ proactive career behaviours. Only the “Career Engagement
Scale” adapted by Korkmaz et al. (2020) seems to be capable of measuring university students’ proactive
career behaviours. This scale was developed by Hirschi et al. (2014) in their study conducted with a group of
German university students, but they also stated a limitation on the applicability of the scale in other countries
and languages. Besides, different from western societies, Turkish society maintains a collectivistic cultural
structure (Tagay et al., 2016), which may be reflected in the way Turkish individuals display proactive
behaviours with the effect of cultural structure (Smale et al., 2019). Therefore, one of the main purposes of the
current study is to develop a measurement tool that is unique to Turkish culture and capable of measuring
proactive career behaviours in the local literature.

The “Career Engagement Scale” (Korkmaz et al., 2020), which is used in the local literature to measure
university students’ level of proactive career behaviours, is a one-dimensional scale. However, the proactive
career behaviours process model includes six main proactive career behaviours, each of which has special
importance (De Vos et al., 2009). Individuals or groups may be good at exhibiting one proactive career
behaviour but not others. Therefore, another important motivation for conducting the current study is to
develop a statistically reliable and valid measurement tool that informs about the level of each proactive career
behaviour of Turkish university students.

Method

Participants and Procedure

The individuals involved in the present research consist of university students enrolled in Cukurova University
in the 2022-2023 academic year. Students were included in the study using a convenient and easily accessible
sampling method. Written informed consent was received from the participants, and no personal information
was requested. The research followed the principles in the Declaration of Helsinki and received approval and
registration from the Cukurova University Ethics Committee (E95704281/604/02/02-443120). During the
scale development process, data were collected from three different groups at different times.

Table 1 presents findings in relation to participating individuals within the scope of the validity analysis
conducted in the study.

Table 1. Participating Individuals’ Characteristics

Variables f %
Female 210 534
Exploratory Gender Male 183 46.6
factor Total 393 100
analysis 1 59 15.1
2 113 28.8
School year 3 132 33.6
4 89 22.6
Total 393 100
Female 193 56.2
Gender Male 150 43.8
Confirmatory Total 343 100
factor 1 45 13.1
analysis 2 176 513
School year 3 85 24.8
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4 37 10.8
Total 343 100
Female 148 56.2
Criterion- Gender Male 115 43.8
related Total 263 100
validity 1 43 16.3
2 82 31.2
School year 3 71 27
4 67 25.5
Total 263 100

As shown in Table 1, exploratory factor analysis was conducted on a sample of 393 students to examine the
factor structure of the Proactive Career Behaviours Scale. The participants' ages ranged from 18 to 25, with an
average age of 22.2 years. The model fit of the six-factor structure, derived from exploratory factor analysis,
was assessed through first-level and second-level confirmatory factor analyses using data from 343 students.
The participants' ages ranged from 18 to 24, with an average age of 20.7 years. Finally, for the criterion-related
validity study, the measurement tools were administered to a group of 263 students. The participants' ages
ranged from 18 to 26, with an average age of 21.4 years. Hence, 999 students participated in the study during
the scale development process. Additionally, Cronbach's alpha coefficient, calculated for the reliability
analysis of the scale, was determined using data from 343 participants for the confirmatory factor analysis.
Another reliability analysis, the test re-test process, was conducted similarly by recollecting data three weeks
later from 214 participants in the group of 343 people from whom data were collected for confirmatory factor
analysis.

Data Collection Tools

In addition to the Proactive Career Behaviour Scale developed in this study, the “Career Engagement
Scale” (CES) and the “Career Adaptability Scale” (CAS) were also used as data collection tools.
The Career Engagement Scale (CES). The Career Engagement Scale (CES), which was developed by Hirschi
et al. (2014), assesses the extent to which individuals engage in proactive career behaviours. Korkmaz et al.
(2020) adapted the CES into Turkish. The adaptation study was conducted with university students. The CES
consists of nine items responded on a five-point Likert scale and measures single dimension. The response
options for the scale range from "(1) hardly ever" to "(5) very frequently." Higher scores obtained from the
scale indicate a greater level of proactive career behaviours. Cronbach's alpha coefficient determined during
the reliability analysis of the adaptation study was .88 for the whole scale. In this study, Cronbach's alpha
coefficient was found to be .90.
The Career Adaptability Scale (CAS). CAS was developed by Eryilmaz and Kara (2016) to measure
individuals' career adaptability. The scale is responded on a five-point Likert scale with options ranging from
“not at all suitable” to “very suitable.” Higher scores obtained from the scale indicate higher career adaptability.
The CAS consists of two sub-scales including "career exploration" and "career planning" and consists of 10
items. Cronbach's alpha values obtained from the reliability analysis during the development phase were .85
for the overall scale, .84 for career exploration, and .71 for career planning. In this study, Cronbach's alpha
values were .85 for the career exploration sub-scale, .74 for the career planning sub-scale, and .81 for the whole
scale.
Proactive Career Behaviours Scale Development Process

The procedures recommended by DeVellis (2016) were implemented during the development of the
Proactive Career Behaviours Scale, which included 1) setting the object of measurement, 2) generating the
item pool, 3) setting the format for measurement, 4) expert panel review of the pool, 5) creating the trial form
of the scale and piloting with the target audience, 6) evaluating the items, and 7) optimizing scale length. First
of all, the determination of the structure to be measured requires considering the development of the
measurement tool based on theoretical foundations related to the phenomenon to be measured. This provides
great convenience in clarifying the scale development process (DeVellis, 2016). In this regard, the relevant
literature and theoretical framework were reviewed in detail during the development of the Proactive Career
Behaviours Scale. These reviews indicated that the most detailed explanations of proactive career behaviours
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are put forward in the proactive career behaviours process model proposed by De Vos et al. (2009). In the
process model, proactive career behaviours are discussed under six basic factors: career exploration, goal
setting, developing special plans, networking, mentor support, and skill development activities (De Vos et al.,
2009).

The process model proposed by De Vos et al. (2009) includes a pool of 48 items developed based on
these six fundamental dimensions. Determining the scaling method is the next stage in the scale development
process. Likert scale is one of the most frequently used item formats. Utilizing a Likert-type scale allows the
declarative statement to benefit from response options that reflect different degrees of agreement or approval
with the statement (DeVellis, 2016). Likert-type scales could be 3-point, 5-point, or 7-point. Considering that
the number of categories was neither too few nor too many, a 5-point Likert form with options including "never,
rarely, sometimes, often, almost always" was preferred during the development of the Proactive Career
Behaviours Scale.

The 48 items in the item pool were arranged in line with the preferred scaling format and turned into
a form to be presented for expert opinion. This form, along with the information text, was first presented to
five academics who specialize in the field of Guidance and Psychological Counselling and work on career
development. Six items were removed from the item pool based on the evaluations of field experts, and the
final form was reduced to 42 items. This 42-item form was sent to two separate language experts. Revisions
were made in line with the suggestions received from language experts, and necessary language revisions were
completed. After these stages, 42 items in the item pool were turned into a pilot form for pilot administration.
This form was administered to a group of 30 people to determine its comprehensibility. During the
administration process, the feedback provided by the students was noted, and the items that were challenging
to understand were re-analysed to give their final form. After this stage, the scale was administered to the target
population for reliability and validity analysis. The scale includes no reverse-coded items, and higher scores
indicate increased proactive career behaviours.

Validity and Reliability Study of the Proactive Career Behaviours Scale

The validity of the Proactive Career Behaviours Scale was assessed through expert opinions, construct
validity, and criterion-related validity. Exploratory factor analysis and confirmatory factor analysis were
carried out for construct validity. Exploratory factor analysis seeks to identify a limited number of meaningful
structures from a larger set of items that can collectively explain the data (Biiyiikoztiirk et al., 2009).
Confirmatory factor analysis is employed to assess how well factors derived from various variables, grounded
in a theoretical framework, align with actual data (Kline, 2016). Internal consistency was calculated, and the
test-retest method was employed for the reliability assessment of the scale.

Data Analysis

Initially, the data collected from the participants were examined to determine whether there were any
missing data, and the data of the three individuals with missing data were removed. These data were then
entered into the SPSS 26.0 program on the computer. Then, extreme values were examined, normality and
linearity assumptions were analysed, and multicollinearity analysis was performed. The data from four
participants in the exploratory factor analysis group, the data from two participants in the confirmatory factor
analysis, and the data from six participants in the criterion-related validity analysis group were removed from
the data set because they had extreme values that would affect normality. Exploratory factor analysis to identify
the latent structure of the scale was performed using SPSS 26.0, while confirmatory factor analysis for
assessing model fit was conducted with AMOS 24.0. The goodness of fit for the model was assessed using the
following criteria: ¥*/df <5, TLI> .90, CFI > .90, GFI1> .90, RMSEA < .10, and SRMR < .08 (Marcoulides &
Schumacher, 2001; Tabachnick & Fidell, 2007). Pearson correlation analysis was used when performing
criterion-related validity analysis and test-retest analysis. Additionally, Cronbach's alpha was computed to
evaluate the internal consistency of the scale.

Results
Results Regarding the Validity of the Scale

Both construct validity and criterion-related validity were assessed as part of the validity for the

Proactive Career Behaviours Scale.
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Construct Validity

In terms of construct validity, exploratory factor analysis was initially conducted to identify the factor
structure of the scale. Confirmatory factor analysis was conducted to assess the accuracy of this factor structure
of the scale.

Exploratory Factor Analysis. To determine the factor structure of the Proactive Career Behaviours
Scale, a 42-item version of the scale was administered to the participants, followed by exploratory factor
analysis. In the exploratory factor analysis, Kaiser-Meyer-Olkin (KMO) and Bartlett's Test of Sphericity were
conducted to assess the appropriateness of the data collected from the study group for factor analysis. The
KMO test gives statistical insights into the appropriateness of the sample size for exploratory factor analysis
of the gathered data. Multivariate normality of the data can be demonstrated with Bartlett's Sphericity
(Blytukoztiirk, 2016; Cokluk et al., 2016). The KMO value indicates a medium value of 0.60, a good value of
0.70, a very good value of 0.80, and an excellent value of 0.90 (Kalayci, 2006). In exploratory factor analysis,
the eigenvalues of the items should be at least 1, each factor should contribute a minimum of 5% to the total
variance of the scale, and that the item factor loading values should be no less than .40 while determining
which items to be included in the scale. Additionally, items should load onto a single factor, and for those with
adequate factor loading values across two or more factors, there must be a minimum difference of .10 (Stevens,
2009; Tavsancil, 2010). Finally, when a measurement tool is developed, non-orthogonal techniques should be
used when it is assumed that the factors in the measurement tool may be related to each other in the exploratory
factor analysis. The most prominent non-orthogonal techniques are Direct Oblimin and Promax techniques
(Secer, 2018). The literature regarding the Proactive Career Behaviours Scale to be developed emphasizes that
the factors are potentially interrelated (De Vos et al., 2009). Therefore, this study used the ProMax technique.
Taking these requirements into consideration, firstty KMO and Bartlett's test of sphericity were conducted.
Table 2 presents the test results.

Table 2. Results of the KMO and Bartlett's Test of Sphericity

KMO 93

x2 11260.449
Barlett’s Sphericity Test sd 86

p .000

The KMO value approaching 1 indicates that the sample size is adequate, while a significant y* value
from Bartlett's Test of Sphericity suggests that the data satisfy the criteria for multivariate normality. The 42-
item scale was organized into 6 factors with eigenvalues exceeding 1, and these factors explained 66.94% of
the overall variance. However, the analysis revealed 13 items that were not associated with any factors and
were redundant; these items were subsequently excluded. After 13 items were removed, exploratory factor
analysis was repeated with the remaining 29 items. To assess the appropriateness of the data collected from
the study group for factor analysis, KMO and Bartlett's test of sphericity were conducted once more, and the
results are demonstrated in Table 3.

Table 3. Results of the KMO and Bartlett's Test of Sphericity

KMO 91

%2 7037.600
Barlett’s Sphericity Test sd 406

p .000

As seen in Table 3, The KMO value nearing 1 indicates the adequacy of the sample size. According to
Bartlett's Test of Sphericity, x2 is significant and the data meet multivariate normality. The exploratory factor
analysis revealed that 29 items were grouped into 6 factors with eigenvalues greater than 1, which accounted
for 70.46% of the variance (Table 4).
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Table 4. Eigenvalues and Variance Values of Factors

Factors Factor Explained Total Variance
Eigenvalue Variance (%) (%)

Factor 1 9.74 33.61 70.46

Factor 2 3.13 10.79

Factor 3 2.23 7.69

Factor 4 2.08 7.19

Factor 5 1.76 6.07

Factor 6 1.47 5.07

Considering DeVellis's (2016) recommendation on making the scale length appropriate, exploratory
factor analysis was conducted again by removing five items with item factor loadings less than .50 to increase
the practicality and quality of the 29-item scale version. As in other procedures, KMO and Bartlett's Sphericity
Test were first conducted and the results showed that the number of participants was appropriate and the data
met multivariate normality (Table 5).

Table 5. Results of the KMO and Bartlett's Test of Sphericity

KMO .89

x2 5204.265
Barlett’s Sphericity Test sd 276

p .000

Consistent with the initial exploratory factor analysis, 24 items were organized into 6 factors with eigenvalues
greater than 1, and these factors explained 71.73% of the total variance. By removing five items with factor
loadings below .50, the percentage of the remaining items explaining the total variance increased by
approximately 1.5 points (Table 6). The examination of the scree plot reveals a 6-factor structure with
eigenvalues exceeding 1 (Figure 1).

Figure 1. Scree Plot Graph of Proactive Career Behaviours Scale

Eigenvalue

Component Number

The proactive career behaviours process model (De Vos et al., 2009) served as the theoretical
framework during the development of the Proactive Career Behaviours Scale. Taking into account the six
fundamental proactive career behaviours (career exploration, goal setting, developing special plans,
networking, mentor support, and skill development activities) outlined in this model, a pool of items was
developed and the created items were submitted for expert review. The six-dimensional structure reached
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following the exploratory factor analysis showed parallelism with the 6 basic proactive career behaviours in
the proactive career behaviours process model, which is the theoretical framework used when creating the item
pool. Accordingly, each factor was named by the item contents using the names of the proactive career
behaviours in the process model. In this direction, factor 1 is named as career exploration, factor 2 as goal
setting, factor 3 as developing special plans, factor 4 as networking, factor 5 as mentor support, and factor 6
as skill development activities. Following the final exploratory factor analysis, the eigenvalues of the 6-factor
structure and the variances they explain are presented in Table 6.

Table 6. Eigenvalues and Variance Values of Factors

Factors Factor Explained Total Variance
Eigenvalue Variance (%) (%)

Factor 1 7.79 32.45 71.73

Factor 2 2.68 11.16

Factor 3 1.96 8.16

Factor 4 1.80 7.53

Factor 5 1.62 6.77

Factor 6 1.35 5.64

As seen in Table 6, this structure of the measurement tool, consisting of 24 items and 6 factors, explains
71.73% of the total variance value. The order of variance values explained by the factors, from highest to
lowest, is factor 1 (32.45%), factor 2 (11.16%), factor 3 (8.16%), factor 4 (7.53%), factor 5 (6.77%) and factor
6. (5.64%). In the scale development process, the variance explained by each factor is recommended to be a
minimum of 5% (Stevens, 2009). As seen in Table 6, the variance values for all factors are above 5%. Table 7
presents the factor load values for each item in the scale, along with the common variances they account for,
item-total correlation coefficients, and their mean and standard deviation values.

Table 7. Item Factor Loadings, Common Variance, Item Total Correlation, and Mean and Standard Deviation Values of
the Proactive Career Behaviours Scale

Factor Loadings Common Item Total Average Standard
I Variance Correlation Deviation
F1 F2 F3 F4 F5 F6

11 .85 73 56 3.50 .99
12 .84 73 57 3.68 .85
14 77 .68 52 3.17 1.10
16 74 .67 57 3.70 91
19 .64 47 40 3.66 .86
112 .82 .68 42 3.67 91
113 .86 73 43 3.67 .92
114 .88 77 41 3.79 91
117 .85 74 64 3.54 97
118 .89 77 61 3.47 1.02
119 .86 73 60 3.53 1.00
120 .89 .79 62 3.54 1.01
122 .66 .66 63 3.46 .93
123 .56 .60 63 3.50 91
126 .89 .76 50 3.13 1.14
127 .87 .69 46 3.27 1.06
129 .89 5 59 3.20 1.05
130 .86 7 64 3.15 1.05
131 .83 1 62 3.19 1.06
135 .81 .68 59 2.93 1.08
136 .84 7 63 2.90 1.17
138 .82 74 58 3.16 1.06
139 .86 7 61 3.04 1.17
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141 .83 .70 58 3.11 1.15
Note 1: Every correlation is significant at the p < .001 threshold.
Note 2: Load values less than .50 are not shown in the table.
Note 3: I: Items.

As shown in Table 7, item factor loadings range from .56 to .89. Item factor load values of .32 or higher
suggest that the loadings are adequate (Cokluk et al., 2016; Tabachnick & Fidell, 2007). The lowest common
variance explained by the items was .47, while the highest variance was found to be .79. An analysis of the
item-total correlations shows that the values are between .40 and .64. Item-total correlations of .30 and above
reflect that the scale items are effective in differentiating the measured feature (Biiyiikoztiirk, 2016). Therefore,
the scale is sufficient in terms of item-total correlation. Correlation values between the factors were calculated
to reveal the relationship between the sub-scales of the Proactive Career Behaviours Scale. The results are
shown in Table 8.

Table 8. Correlations between the Proactive Career Behaviours Scale Sub-scales

Sub-Dimensions 1 2 3 4 5 6
1. Career exploration -

2. Goal setting 247 -

3. Developing special plans 477 367 -

4. Networking 417 357 437 -

5. Mentor support 447 28 397 34" -

6. Skill development activities 417 29" 337 347 527 -

Note. **p < .01

An examination of Table 8 reveals significant correlations among all sub-scales of the Proactive Career
Behaviours Scale, with values ranging from .24 to .52. It is recommended that the correlation coefficient
between the sub-scales should not be .85 or above in terms of multicollinearity problem (Cokluk et al., 2016).
Therefore, the results indicate no multicollinearity problem.

Confirmatory Factor Analysis. The fit of the six-dimensional structure of the Proactive Career
Behaviours Scale, derived from exploratory factor analysis, was assessed through first-level and second-level
confirmatory factor analysis. Meydan and Sesen (2011) state that when confirmatory factor analysis is
performed, second-level multi-factor models of multidimensional scales should also be tested. Therefore, first,
confirmatory factor analysis was conducted at the first level, followed by the second-level confirmatory factor
analysis.

The goodness of fit values from the first-level confirmatory factor analysis indicate that the model falls
within an acceptable range [2 (237, N = 343) =476.308; p <.001; 2/ df =2.01; TLI=.94; CFI1 = .95; GF1 =
.90; RMSEA =.05; SRMR = .04]. Figure 2 illustrates the model for the first-level confirmatory factor analysis,
which consists of six factors.

Figure 2. Coefficients of the Diagram for the First-level Confirmatory Factor Analysis Model
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Note. F1: Career exploration. F2: Goal setting. F3: Developing special plans. F4: Networking. F5: Mentor support. F6:
Skill development activities.

An analysis of the factor load values of the model shows that they range from .67 to .86. Given that
the minimum item-factor loading value suggested in the literature is .30, the item-factor loadings in the model
are deemed acceptable (Cokluk et al., 2016). In addition, item-factor load values of .46 and above indicate a
good measurement (Biiyiikoztiirk, 2016). Therefore, the outcomes of the first-level confirmatory factor
analysis indicate that the measurement is reliable.

After the first-level confirmatory factor analysis was completed, a second-level confirmatory factor
analysis was performed. The goodness of fit values from the second-level confirmatory factor analysis indicate
that the model falls within an acceptable range [¥2 (246, N = 343) = 539.074; p < .001; x2/ df =2.19; TLI =
.93; CFI = .94; GFI = .88; RMSEA = .06; SRMR = .06]. Figure 3 illustrates the model for the second-level
confirmatory factor analysis, which consists of six factors.

Figure 3. Coefficients of the Diagram for the Second-level Confirmatory Factor Analysis Model
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Note. PCBS: Proactive Career Behaviours Scale. F1: Career exploration. F2: Goal setting. F3: Developing special plans.
F4: Networking. F5: Mentor support. F6: Skill development activities.

An analysis of Figure 3 shows that the factor load values within the model range from .68 to .86. Given
that the literature suggests a minimum item-factor load value of .30, the item-factor load values in the model
are deemed acceptable (Cokluk et al., 2016). In addition, item-factor load values of .46 and above indicate a
good measurement (Biiylikoztlirk, 2016). Therefore, the second-level confirmatory factor analysis results also
show a good measurement. These results reveal the suitability of the scale in terms of validity criteria.
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Criterion-Related Validity

Another method used within the scope of validity reviews included the criterion-related validity
method. While criterion-related validity analysis of the Proactive Career Behaviours Scale was conducted, the
one-dimensional “Career Engagement Scale” (Korkmaz et al., 2020) and the two-dimensional (career planning
and career exploration) “Career Adaptability Scale” (Eryilmaz & Kara, 2016) were used. Table 9 displays the
correlation values among the scales.

Table 9. Correlation Values for Total and Sub-Scale Scores of Measurement Tools
Variables 1 2 3 4 5 6 7 8 9 10 11

1. Career exploration -
2. Goal setting 52 -

3. Developing special plans 657 67T -

4. Networking 527 417 49 -
5. Mentor support 627 47 587 68T -

6. Skill development activities .60™ 32" 47™ 52 56" -

7.CAS-Career exploration A9 43" 47 39 447 39 -

8.CAS-Career planning A3 38" 44T 377 427 347 627 -

9.CES SI7 36 537 49 59 557 617 617 -

10.CAS A5 46T 51T 427 48" 417 83 86" .67 -
11.PCBS 817 71 80" .78 83" 76" 53" 50 .65 .58 -

Note 1. **p <.01
Note 2. CAS: Career Engagement Scale. CES: Career Adaptability Scale. PCBS: Proactive career behaviours Scale.

An analysis of Table 9 shows that there are moderate and significant relationships between the PCBS
and CES (r = 0.65, p <0.01) and between the PCBS and CAS (r = 0.58, p < 0.01). It was also concluded that
there were moderate and significant relationships between the PCBS and the career exploration (r = .53, p <
.01) and career planning (r = .50, p < .01) sub-scales of the CAS. Besides, all sub-scales of the PCBS (career
exploration, goal setting, developing specific plans, mentor support, networking and skill development
activities) were found to be positively and significantly related to the CES and CAS. In summary, increased
PCBS is associated with increased CES and increased CAS.

Results Regarding the Reliability of the Scale

Cronbach’s alpha internal consistency coefficient was calculated from the data collected from 343
people for confirmatory factor analysis to conduct the reliability analysis of the Proactive Career Behaviours
Scale. In addition, reliability analyses based on the test-retest method were calculated with the data obtained
from the Proactive Career Behaviours Scale, which was administered to a group of 214 people with three-
week intervals. Table 10 presents the analysis results.
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Table 10. Cronbach’s alpha Internal Consistency Coefficients and Test-Retest Correlations for the Proactive Career
Behaviours Scale Total and Sub-Scale Scores

Sub-scale Cronbach’s Alpha Test-Retest Correlation
Career exploration .83 .70

Goal setting .84 .82
Developing special plans .89 73
Networking .85 73

Mentor support .87 .69

Skill development activities .89 71

Proactive Career Behaviours Scale 91 .86

Total

Note. Al correlations are significant at the p < .01 level.

As seen in Table 10, Cronbach’s alpha values for both the Proactive Career Behaviours Scale as a
whole and all sub-scales of the scale range between .83 and .91. Taber (2018) reports that values between .76
and .95 are quite high in terms of reliability. In other words, the internal consistency coefficients of the
Proactive Career Behaviours Scale indicates that the scale is reliable. Test-retest correlation values range
between .69 and .86. High positive correlation values resulting from test-retest correlations also show the
stability of the scale across time (Erkus, 2005).
Discussion, Conclusion and Recommendations

The purpose of the current research was to produce a reliable and valid tool for evaluating the proactive
career behaviours of university students. In this regard, first of all, a comprehensive literature review was
conducted to create an item pool for the feature to be measured. The created item pool was revised using the
opinions of five field experts and two language experts. Then, a pilot test was conducted on a small group of
participants to test the comprehensibility of the items. Following the pilot test, revisions were made based on
the feedback received, and the scale was administered to the target audience for validity and reliability analysis.
An analysis of the data collected from the participants indicated a measurement tool with valid and reliable
psychometric properties consisting of 24 items with 6 factors.

Proactive career behaviours are one of the most important competencies expected from individuals in
the career-field in the 21st century (Sylva et al., 2019). Demonstration of these behaviours is considered one
of the important elements of a successful career path. Employers expect individuals to take the initiative and
be proactive and show proactive behaviours (Brown et al., 2006). Proactive career behaviours are behaviours
that have developmental features in both the professional and personal development journey (Doganiilkii,
2024). Proactive career behaviours have an important function, which makes measurement tools that reveal
the level at which these behaviours are exhibited by individuals important. Only by using these measurement
tools can information be collected about proactive career behaviours, which have an important function for
individuals. Therefore, it is very important that these scales comply with validity and reliability criteria. This
study aims to develop a scale to serve this function.

Recent employment problems in Turkey cause individuals to experience difficulties in transitioning to
work life (Civilidag, 2019). Proactive career behaviours facilitate and accelerate the transition to business life
(De Vos et al., 2009). Additionally, proactive career behaviours are an important predictor of successful career
management (Agrawal & Pradhan, 2023). Therefore, there is a need for practices and studies that improve the
proactive career behaviours of university students, to both increase the employment of individuals and support
them in carrying out a successful career process. In this regard, measurement tools to provide information
about various proactive career behaviour levels of university students have an important role. There are
different proactive career behaviours, and each of them is critically important. Therefore, the measurement
tool to measure proactive career behaviours should be capable of providing information about the level of each
of these behaviours. Thus, by having information about which proactive career behaviours of university
students need to be developed, the direction, size, and duration of interventions could be designed to improve
these.

Two scales that are frequently used in studies conducted abroad stand out in proactive career
behaviours. The Proactive Career Behavior Scale developed abroad by Strauss et al. (2012) is one of these,
and this scale consists of 13 items and four sub-scales, which include career planning, skill development, career
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consultation, and networking. Another commonly used tool to measure proactive career behaviours is the
“Career Engagement Scale” developed by Hirschi et al. (2014). This scale, which included nine items and is
one-dimension, was adapted to Turkish by Korkmaz et al. (2020). In other words, the scale does not provide
information about the level of each proactive career behaviour of individuals but provides information about
the general level of proactive career behaviours. No other measurement tools apart from this were found to
have been adapted and developed to measure the proactive career behaviours of Turkish university students.
The scale we developed addresses more areas in terms of content compared to these two scales and can measure
six different proactive career behaviours. In summary, this research attempted to eliminate this deficiency by
developing a measurement tool that would provide information about the level of each of the different proactive
career behaviours of Turkish university students.

The current study revealed two important recommendations that may be related to individuals' careers
as well as individuals who conduct research and practices in the field of career. Proactive career behaviours
are important not only for college students but also for blue-collar and white-collar workers (Bauer et al.,
2019). In other words, individuals working for career success are expected to exhibit proactive career
behaviours. However, career behaviours demonstrated in a student position and an employee position indicate
differences. The Proactive Career Behaviours Scale developed in this research is aimed at university students.
Therefore, researchers are recommended to develop the Proactive Career Behaviours Scale Working
Individuals Form. The other recommendation presented within the scope of the study is for the staff working
in university career centres. One of the important functions of university career centres is to support students
and graduates to be proactive and show proactive behaviours (Niles, 2002). In this context, it is suggested that
practitioners working in career centres should first apply this scale to the university students and graduates and
obtain information about the level of their proactive career behaviours. These measurements enable to identify
the proactive career behaviours lacking in students and graduates and design intervention programmes
accordingly, which is believed to improve the quality of the services provided to them.
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