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Abstract

The current study examined the mediating role of general self-efficacy in the rela-
tionship between university students’ proactive career behavior and their proac-
tive personality. The participants of the study consisted of 457 university students
in Turkey. The Proactive Personality Scale-Short Form, the General Self-Efficacy
Scale, and the Career Engagement Scale were used as data collection tools. Analy-
sis results of the study showed that general self-efficacy had a mediating role in the
relationship between proactive career behavior and proactive personality. In addi-
tion, proactive career behavior was found to have significant and positive relation-
ships with proactive personality and general self-efficacy.
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Résumé

Le role de la personnalité proactive et du sentiment d’efficacité généralisé dans le
comportement de carriére proactif : Un modéle de médiation. La présente étude a
examiné le role médiateur du sentiment d’efficacité généralisé dans la relation entre le
comportement de carriere proactif des étudiant-e-s universitaires et leur personnalité
proactive. Les participant-e-s a I’étude étaient 457 étudiant-e-s universitaires en Tur-
quie. La Proactive Personality Scale-Short Form, la General Self-Efficacy Scale et la
Career Engagement Scale ont été utilisées pour récolter les données. Les résultats de
I’analyse de 1’étude ont montré que le sentiment d’efficacité généralisé avait un role
médiateur dans la relation entre le comportement de carriere proactif et la personnal-
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ité proactive. De plus, le comportement de carriere proactif a montré des liens signifi-
catifs et positifs avec la personnalité proactive et le sentiment d’efficacité généralisée.

Zusammenfasung

Die Rolle der proaktiven Personlichkeit und der allgemeinen Selbstwirksamkeit
fiir proaktives berufliches Verhalten: Ein Mediationsmodell. Die vorliegende Stu-
die untersuchte die mediierende Rolle der allgemeinen Selbstwirksamkeit in der Be-
ziehung zwischen dem proaktiven beruflichen Verhalten von Hochschulstudierenden
und ihrer proaktiven Personlichkeit. Die Teilnehmenden der Studie waren 457 Uni-
versitdtsstudierende in der Tiirkei. Als Datenerhebungsinstrumente wurden die Pro-
active Personality Scale-Short Form, die General Self-Efficacy Scale und die Career
Engagement Scale verwendet. Die Analyseergebnisse der Studie zeigten, dass die all-
gemeine Selbstwirksamkeit eine mediierende Rolle in der Beziehung zwischen pro-
aktivem beruflichem Verhalten und proaktiver Personlichkeit spielte. Dariiber hinaus
wurde festgestellt, dass proaktives berufliches Verhalten signifikante und positive Be-
ziehungen zu proaktiver Personlichkeit und allgemeiner Selbstwirksamkeit aufweist.

Resumen

El papel de la Personalidad Proactiva y la Autoeficacia General en el Compor-
tamiento Profesional Proactivo: un Modelo de Mediacion. El presente estudio
examind el papel mediador de la autoeficacia general en la relacién entre el com-
portamiento profesional proactivo de los estudiantes universitarios y su personali-
dad proactiva. Los participantes del estudio fueron 457 estudiantes universitarios de
Turquia. Se utilizaron como herramientas de recoleccion de datos la Escala de Per-
sonalidad Proactiva-Forma Corta, la Escala de Autoeficacia General y la Escala de
Compromiso con la Carrera. Los resultados del analisis del estudio mostraron que la
autoeficacia general tenia un papel mediador en la relacién entre el comportamiento
profesional proactivo y la personalidad proactiva. Ademas, se encontré que el com-
portamiento profesional proactivo tiene relaciones significativas y positivas con la
personalidad proactiva y la autoeficacia general.

Introduction

In the twenty-first century, the business world has undergone great changes through
economic and technological developments. With the effects of these changes,
employees often face changing jobs and students start their business life a long time
after graduation (Nodira & Nodir, 2022; Sonnentag, 2017). Changes in employ-
ment dynamics affect not only those who already have a job, but also young peo-
ple who have not yet reached their career goals (Li et al., 2019). Rapid and con-
tinuous environmental changes make individuals’ careers boundaryless (Wang et al.,
2022; Wiernik & Kostal, 2019). A boundaryless career is an extremely important
condition for both university students preparing for business life and those who are
already working in the business world in today’s Volatility, Uncertainty, Complex-
ity, and Ambiguity (VUCA) world (Guan et al., 2019; Wang et al., 2022). With these
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changes, the field of career counseling started to focus more on managing individu-
als’ careers rather than making career decisions (Greenhaus et al., 2010; Wang et al.,
2022). New concepts such as self-directedness (Hirschi & Koen, 2021) and career
meta-competencies (Lo Presti, 2009; Ramdhani et al., 2020) emerged as a result of
this condition. The changes in organizations, society, and technology require indi-
viduals to constantly manage themselves and their environment actively (Brown &
Lent, 2019; Fuller & Marler, 2009). In such an environment, individuals should be
“self-directed in their career” to transition from school to work and increase employ-
ability (Doganulku, 2022; Sultana, 2022).

These developments and changes highlighted skills different from the skills put
forward in traditional career approaches (Uy et al., 2015). Changing business and
working conditions led employers and researchers to focus on proactive personality
(proactivity) in individuals (Bakker et al., 2020;). Proactive career behavior is also
put forward in changing business and career conditions (Hirschi et al., 2015).

An analysis of previous studies on proactivity and proactive career behavior indi-
cates that studies were generally carried out in organizational contexts (i.e., Bauer
et al., 2019; Choi & Lee, 2019; Li et al., 2021; Lin et al., 2018; Zhu et al., 2021).
Furthermore, these studies examined factors related to individuals’ proactive ten-
dencies and proactive career behaviors in the organization. Hence, studies related
to proactive career behavior in terms of personality traits (proactive personality)
and subjective perceptions (self-efficacy), which can differ in an individual con-
text, seem to remain in the background. As an exception, Hirschi and Valero (2015)
tested individuals’ career adaptability profiles (concern, control, curiosity, and con-
fidence) as predictors of proactive career behavior (exploration, deciding, and plan-
ning). However, there is a need for studies to reveal the relationship between proac-
tive career behaviors and different individual-centered variables (Klehe et al., 2021).
Spurk et al. (2020) stated that there were few studies on proactive career behav-
ior in the context of individual development, and research on individual proactive
career behavior was neglected. In addition, most earlier studies on proactive career
behavior were conducted with working individuals (Bauer et al., 2019; Choi & Lee,
2019; Li et al., 2021; Lin et al., 2018; Zhu et al., 2021). Studies aiming to reveal the
variables related to the proactive career behavior of university students, who are in
the preparation stage for the transition to business life, seem to be neglected (Spurk
et al., 2020). However, as they could contribute to students’ individual employabil-
ity, studies to reveal structures that may be related to proactive career behavior are
encouraged (Ma & Chen, 2022). Different from previous studies, the current study
examining proactive career behavior was conducted in an individual context and
with students who were in the transition phase to business life. In this respect, the
study aims to fill the gaps that were not addressed much in previous studies.

The transition period of students to business life has become longer and more
difficult due to the economic difficulties worldwide, especially in Turkey. Consid-
ering the fact that proactive career behavior is an individual factor that facilitates
and accelerates the transition from student to business life and increases employ-
ability (Doganulku, 2022), revealing structures and models related to proactive
career behavior could provide clear roadmaps for creating these behavior patterns
in individuals. Therefore, the transition process of individuals from the student to
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the employee role can be facilitated and accelerated, which is the main motivation
for conducting the current study. There is an intense need for exploratory research in
the career field to reveal the structures that shape and motivate people’s self-directed
vocational behavior (Hofmans et al., 2020). Proactive career behavior is one of the
important vocational behavior patterns evaluated as self-directed (Doganulku, 2022;
Hirschi et al., 2015). Therefore, there is a need for exploratory research on proactive
career behavior. It is stated that proactive personality (Hu et al., 2021) and general
self-efficacy (Green, 2020; Marcionetti & Rossier, 2021) are related in shaping indi-
viduals® vocational behaviors and career processes. Accordingly, individuals’ pro-
active personality and general self-efficacy may be related to their proactive career
behavior. However, an analysis of the related literature indicated no studies that
examined the relationship between proactive career behavior, proactive personality,
and general self-efficacy in individual contexts. Knowing this could help to improve
initiatives to be taken to develop these behaviors in students. In a similar vein, it can
lead to research on different individual factors (e.g., different personality traits, self-
confidence, psychological needs, self-esteem, etc.). In this regard, another motiva-
tion for conducting the current study is to fill this gap in the literature and to reveal
the relationships between proactive personality, general self-efficacy, and proactive
career behaviors that have not been investigated before. Thus, the findings of the
current study are believed to shed light on future research and practices related to
proactive career behavior for both researchers and practitioners.

Proactive personality and proactive career behavior

A proactive personality is defined as “the relatively stable tendency to affect envi-
ronmental change.” It reflects an interactive structure that argues that the behavior
of the individual is in a dimension that could change the events and the environ-
ment (Bateman & Crant, 1993). Due to its structure, it directs individuals to see
growth opportunities (Parker & Collins, 2010). It involves creating new possibili-
ties for the existing order to become more advantageous, and opposing rather than
passively complying with usual conditions (Crant, 2000). Proactive individuals are
entrepreneurial, responsible, determined, and able to take appropriate risks (Bate-
man & Crant, 1993). Reactive individuals take personal initiatives to influence their
environment and actively shape their environment (Bakker et al., 2012; Bateman &
Crant, 1993).

This concept, which emerged in the early 1990s, has been widely used in many
fields (Gerhardt et al., 2009). The career field covering business and working life is
one of the areas where a proactive personality is widely used. A proactive person-
ality plays an important role in healthy career development (Crant, 1995; Presbit-
ero, 2015). This is because proactivity provides internal motivation to initiate and
strive for a different and better future (Abid et al., 2021). A proactive personality is
also considered to have an important place in business life. Personality is one of the
important sources that affect success in business life (Seibert et al., 1999). With the
help of their characteristics, individuals with a proactive personality solve problems
at work and in working conditions actively (Veldhoven & Dorenbosch, 2008). As a
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result, it seems that a proactive personality is an important contribution to an indi-
vidual’s career.

A behavior that is voluntarily performed by an individual to bring about new sit-
uations is described as proactive behavior (Doganer, 2014). One of the proactive
behaviors includes proactive career behavior demonstrated by individuals in their
career. Proactive career behavior is defined as career behavior, such as career plan-
ning, career exploration, networking, skill development, and voluntary participa-
tion (Hirschi & Freund, 2014; Hirschi et al., 2014). It also refers to a behavior in
which individuals take the initiative to build their career rather than simply respond
to opportunities (Peng et al., 2021). Such behavior is a behavior that individuals
demonstrate proactively (Strauss et al., 2012). Proactive career behavior is defined
as “person-environment fit behavior” (Parker & Collins, 2010). It is accepted that
proactive career behavior is an important structure that facilitates individuals to pro-
actively build their career and achieve positive career results (Kuijpers et al., 2006;
Peng et al., 2021). Proactive career behavior is reported to play a key role in positive
career outcomes such as career success (Zacher, 2014) and career satisfaction (Seib-
ert et al., 2001).

A proactive personality reflects the individual’s tendency to act proactively (Bak-
ker et al., 2012; Bozbayindir & Alev, 2018; Crant, 1995). This trait refers to an indi-
vidual’s predisposition to act proactively to bring about meaningful changes in their
environment (Bateman & Crant, 1993). A proactive personality is one of the impor-
tant motivating sources of proactive behavior (Erdogan & Bauer, 2005). Therefore,
proactive people influence their environment through proactive behaviors (Fuller &
Marler, 2009).

A proactive personality is expressed as a characteristic associated with an indi-
vidual’s career success (Seibert et al., 1999). It is known that individuals with proac-
tive personality traits show certain characteristics, such as setting challenging goals,
seeking opportunities, having socially interactive and innovative moods, taking
initiative, and having high motivation (Korkmaz, 2020). Proactive individuals take
initiatives related to their career. These initiatives are career planning, skill develop-
ment, and consultation with others (Fuller & Marler, 2009). Considering the proac-
tive career behavior stated by Hirschi et al. (2014), it can be said that individuals
proactively reflect their proactive personality traits in their career behavior. How-
ever, there is little information about when and how someone with a proactive per-
sonality should act proactively (McCormick et al., 2019). Therefore, it seems that
the relationship between proactive personality and proactive behavior still needs to
be understood. Hence, the present study proposes the following hypothesis.

H1 Proactive personality has a positive, direct effect on proactive career behavior.

General self-efficacy as a mediator
Self-efficacy is defined as individuals’ beliefs about what they can do. Four main

sources of self-efficacy include mastery experiences, vicarious experiences, ver-
bal persuasion, and emotional and physiological states (Bandura, 1977). Social
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cognitive theory (SCT) argues that individuals should have strong self-efficacy
to use their skills efficiently (Kurbanoglu, 2004). Bandura (1977) states that self-
efficacy beliefs in any area can be generalized to similar areas. The concept of
general self-efficacy began to be used as a result of Bandura’s evaluation. General
self-efficacy is defined as the individual’s self-confidence in the face of new situa-
tions that are difficult to cope with or are unfamiliar (Scholz et al., 2002). In other
words, it refers to the belief used by the individual in coping with stressful and
difficult life events (Scholz & Schwarzer, 2005).

SCT emphasizes self-efficacy as a key concept underlying human behavior
(Abid et al., 2021). Self-efficacy is seen as the basis of human behavior and has
a strong influence on human behavior (Pajares, 1996, 2002). Bandura (1997)
stated that general self-efficacy beliefs had direct effects on behaviors. This fea-
ture determines how much effort individuals spend on a particular subject and
how long they continue their behavior despite obstacles (Bandura, 1977). General
self-efficacy is known to be a feature that helps to predict individuals’ behaviors
(Aypay, 2010).

Bandura’s (1991) SCT conceptualizes individuals as actively engaged in
thought and behavior processes to achieve their goals. Individuals become more
active and exert more effort as their self-efficacy belief gets stronger (Aypay,
2010). Bandura (1986) states that along with the abilities they have, individuals’
behaviors are affected by their beliefs about those abilities. Resources that moti-
vate individuals to act proactively are based on the idea of “I can do it” (Parker
et al., 2010). A high level of self-efficacy is known to increase the level of proac-
tive behavior (Cetin, 2011). Bandura (1977) argues that rather than the multiplic-
ity of skills individuals have, beliefs about what they can do with these skills are
more important. Therefore, only having proactive personality traits is not con-
sidered to be sufficient for the emergence of proactive behavior; one should also
have self-efficacy beliefs.

It is reported that the effect of personality on performance may not always
be valid. It is recommended to determine the mediator and moderator variables
between personality and performance to increase this validity (Beaty et al., 2001).
Self-efficacy affects an individual’s cognitive, affective, motivational, and choice
processes (Bandura, 1989). In other words, self-efficacy is effective on individu-
als’ thoughts that start a behavior, emotions that help to struggle with difficul-
ties, and performances that are exhibited to achieve the goals and choices that are
made. Little is known about when and how someone with a proactive personality
should act proactively (McCormick et al., 2019). From Bandura’s SCT point of
view (1986), individuals with proactive personality traits may exhibit proactive
behaviors in their career when they have higher self-efficacy beliefs. Therefore,
we expect that general self-efficacy acts as a mediator in the relationship between
proactive personality and proactive career behavior, which leads to Hypotheses
(Hs) 2, 3, and 4.

H2 Proactive personality predicts general self-efficacy positively.

H3 General self-efficacy predicts proactive career behavior positively.
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H4 General self-efficacy has a mediating role in the relationship between proactive
personality and proactive career behavior.

The present study

Having a university education is of great importance in Turkey; one of the reasons for
this interest in university education is the high perception of the contribution of uni-
versity education to individuals’ leading better lives. According to statistics in Turkey,
people with the highest income are university graduates (Turkish Statistical Institute
[TURKSTAT], 2019). However, individuals in Turkey have difficulties in transition-
ing from the student role to the employee role (Civilidag, 2019). In addition, there is
a labor market in which university graduates may face unemployment. According to
the latest data, the youth unemployment rate in Turkey is approximately 25% (TURK-
STAT, 2021). Therefore, in Turkey, where there is an opportunity and an unpredictable
environment in the labor market, having proactive career behavior can be an advantage
for university students, who are potential employees. This is because such behavior
involves dealing with career development tasks proactively (Peng et al., 2021). In Tur-
key, there is also a need to examine the obstacles in front of young people’s employ-
ment, especially the barriers, such as not being able to take initiative due to low self-
efficacy perception toward themselves (Yavuzaslan & Daglioglu, 2019). Therefore, it is
important to address the proactive career behavior of university students and the proac-
tive personality traits and general self-efficacy beliefs that may have an impact on such
behavior.

There is a need to investigate the antecedents and mechanisms of proactive career
behavior in the literature (Peng et al., 2021). McCormick et al. (2019) reported the need
for revealing the process between proactive personality and proactive behavior. SCT
has been considered to be one of the most appropriate theoretical bases while carry-
ing out this review because resources that motivate individuals to act proactively are
based on the idea of “I can do it” (Parker et al., 2010). This idea expresses the belief in
self-efficacy, which is one of the most important aspects of SCT. In addition, although
career development theorists emphasize the important role of self-efficacy beliefs in
vocational behavior, it is stated that self-efficacy is functionalized as a career-spe-
cific self-efficacy (Green, 2020). The role of general self-efficacy in promoting peo-
ple’s career development tends to be overlooked (Song & Chon, 2012). For this rea-
son, Green (2020) states that there is a strong need for research to uncover the basic
processes of how general self-efficacy may affect vocational behavior to assist career
counselors in developing meaningful interventions in the future. In light of these expla-
nations, the current study aims to examine the effects of general self-efficacy and pro-
active personality on proactive career behavior. Figure 1 shows the mediation model of
the current study.
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Figure 1 The hypothesized structural model

Method
Participants

The participants of this study were university students enrolled in Cukurova Uni-
versity, which is located in the Eastern Mediterranean region of Turkey. The par-
ticipants consisted of a total of 457 students, of which 254 were female (55.6%) and
203 were male (44.4%). Convenience sampling method was utilized in this study.
The participants’ age ranged between 18 and 25 years, and their average age was
21.22 years (SD 1.46).

Measures
Proactive Personality Scale-Short Form

The scale was developed by Seibert et al. (1999) to determine individuals’ proactive
personality levels. The Turkish adaptation of the scale was performed by Akin and
Ozcan (2015) with a population of university students. The seven-point Likert-type
scale has a one-factor structure. There are ten items on the scale; for example, “I
look for new ways to improve my life.” The increase in the scores obtained from the
scale indicates high proactive personality traits. Cronbach’s alpha value was found to
be 0.86 in the Turkish adaptation study. In addition, the criterion-correlation validity
of the scale was examined within the scope of validity. In this context, the correla-
tion between the long version and the short version of the scale was examined, and
Cronbach’s alpha value was found to be 0.96.

The General Self-Efficacy Scale

The General Self-Efficacy Scale was developed by Schwarzer and Jerusalem
(1995) to measure individuals’ general self-efficacy belief levels. The Turkish
adaptation of the scale was performed by Aypay (2010) with university students.
The four-point Likert-type scale consists of one dimension. There are ten items
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on the scale; for example, “I can always manage to solve difficult problems if I
try hard enough.” The increase in the scores obtained from the scale indicates
increased general self-efficacy beliefs. During the development phase of the scale,
data were collected from 23 countries, and these collected data were analyzed
separately. As a result of the analyses performed, Cronbach’s alpha values were
found to range between 0.76 and 0.90. A single-factor dimension was obtained
in all confirmatory analyses within the scope of the validity analysis. In addi-
tion, within the scope of the criterion validity, data collected from 180 students
revealed significant correlations between general self-efficacy and extraversion at
a level of 0.49, hope for success at a level of 0.46, and fear of failure at a level of
0.45. The Cronbach’s alpha value was found to be 0.83 in the Turkish adaptation
study.

The Career Engagement Scale

The scale was developed by Hirschi et al. (2014) to measure individuals’ proac-
tive career behavior levels. The Turkish adaptation of the scale was conducted
by Korkmaz et al. (2020) with a population of university students. The five-point
Likert-type scale consists of one dimension. There are nine items on the scale; for
example, “...undertook things to achieve your career goals.” High scores obtained
from the scale indicate individuals’ higher proactive career behavior. Cronbach’s
alpha value calculated within the scope of the reliability analysis of the scale was
found to be 0.89. A confirmatory factor analysis was performed within the scope
of the validity analyses of the scale. The goodness of fit values of the model
related to the one-dimension structure was reported to be in an acceptable range:
)(Z/df = 2.03, p < 0.01; CFI (Comparative Fit Index) 0.97; TLI (Tucker-Lewis
Index) 0.95; RMSEA (Root Mean Square Error of Approximation) 0.06 [confi-
dence interval (CI) 0.04, 0.08]; and SRMR (Standardized Root Mean Squared
Residual) 0.04. Within the scope of criterion correlation validity, a correlation
coefficient was obtained between the scale and self-exploration (r = 0.57), envi-
ronmental exploration (r = 0.72), career planning (» = 0.46), networking (r =
0.41), and vocational identity (r = 0.32). Cronbach’s alpha value calculated in the
Turkish adaptation study was found to be 0.88.

Procedures and ethics

Ethical approval was obtained from Karamanoglu Mehmetbey University ethics
committee before collecting the research data (E-75732670-020-67387). Due to
restrictions of the coronoavirus disease 2019 (COVID-19) pandemic, data were
collected online (Google forms). Before filling out the measurement tools, the
participants were directed to the information page (informed consent), which
contained information regarding the purpose and scope of the study. Students
who approved the informed consent form and agreed to participate in the study
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answered the questions in the data collection tools. No personal information that
is not in line with the purpose of the study was requested from the participants.

Data analysis

Before the data obtained were analyzed, the extreme values of the data were exam-
ined by considering the z-scores. Data with values other than +3 were considered
outliers (Cokluk et al., 2016). No data with values other than +3 were found in the
dataset of the measurement tools used in the study, so no data were excluded from
the analysis. Normality assumptions were tested before the analyses. Kurtosis and
skewness coefficients of the variables within +1.5 are considered normal distribu-
tions (Tabachnick & Fidell, 2007). It was concluded that the data showed normal
distribution (Table 3). Relationships between proactive personality, general self-effi-
cacy, and proactive career behavior were examined by Pearson correlation analysis.

The structural equation model (using maximum likelihood) was used to test the
research model. In line with the suggestions of Anderson and Gerbing (1988), the
structural equation model was implemented in two stages. First, the measurement
model and then the structural model were tested. In testing the measurement model
and the structural model, )(2/df < 5, CFI > 0.90, GFI (Goodness of Fit Index) > 0.85,
TLI > 0.90, and RMSEA < 0.10 were considered as evaluation standards (Kline,
2005; Marcoulides & Schumacher, 2001; Tabachnick & Fidell, 2007). A structural
equation model, using full information maximum likelihood estimation, was con-
ducted to examine whether general self-efficacy had a mediating role in the relation-
ship between proactive personality and proactive career behavior. A one-stage medi-
ation model was designed as recommended by Zhao et al. (2010) in the examination
of the mediation effect. In this regard, all the variables were included in the media-
tion model together without examining the significant zero-order effect of proactive
personality on proactive career behavior. As Figure 1 shows, proactive personality
was considered an endogenous latent variable; general self-efficacy was considered
the latent variable acting as a mediator; and proactive career behavior was consid-
ered the latent and dependent variable. Bootstrapping tests were performed to exam-
ine whether general self-efficacy mediated the relationship between proactive per-
sonality and proactive career behavior (Preacher & Hayes, 2008). A 95% confidence
interval and a 10,000 resampling were used in the bootstrap analysis to determine
the mediating effect of general self-efficacy. Data analysis was performed using
SPSS 25 and AMOS Graphics 24 programs.

Results
Measurement model
The goodness of fit values of the measurement model was found to be within accept-

able limits [;(2(368’ N = a57) = 1005.317; p < 0.001; 2Hdf = 2.73; GFI = 0.865; CFI
= 0.912; TLI = 0.903; RMSEA = 0.062]. The validity and reliability values were
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Table 1. The validity and reliability values of the measurement model

Construct Item Factor loadings CR AVE  Cronbach alpha  McDon-
ald’s
omega

Proactive personality PP1 0.66 0.87 0.62 0.87 0.88

PP2 0.70
PP3 0.64
PP4 0.71
PP5 0.56
PP6 0.61
PP7 0.58
PP8 0.57
PP9 0.73
PP10 0.70
General self-efficacy GSE1 0.61 091 058 091 0.91
GSE2 0.62
GSE3 0.68
GSE4 0.79
GSE5 0.76
GSE6 0.66
GSE7 0.70
GSES8 0.74
GSE9 0.73
GSE10 0.74
Proactive career behavior PCB1 0.73 092 055 091 0.91
PCB2 0.83
PCB3 0.86
PCB4 0.81
PCB5 0.58
PCB6 0.69
PCB7 0.73
PCB8 0.68
PCB9 0.80

Table2 The square root of AVE

and inter-construct correlation ! 2 3
values 1. Proactive personality 0.78%

2. General self-efficacy 0.71 0.76*

3. Proactive career behavior 0.71 0.62 0.74*

“Diagonals are the square root of AVE
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also examined within the scope of the measurement model. The average variance
extracted (AVE), the factor loadings for convergent validity, the square root of
AVE, the inter-construct correlations for discriminant validity and composite reli-
ability (CR), Cronbach’s alpha, and the McDonald’s omega for reliability were
calculated. The calculated validity and reliability values are presented in Tables 1
and 2. Table 1 shows that the factor loadings and AVE values are greater than 0.50
(Fornell & Larcker, 1981; Hair et al., 2010). In addition, the CR, Cronbach’s alpha,
and McDonald’s omega values are greater than 0.70 (Nunnally & Bernstein, 1994;
Taber, 2018).

As presented in Table 2, the square root of AVE was greater than the inter-con-
struct correlations (Fornell & Larcker, 1981). In addition, inter-construct correla-
tions appeared to be no greater than 0.85 (Kline, 2005). It can therefore be said that
the values in Tables 1 and 2 are acceptable in terms of validity and reliability.

Findings regarding the correlation analysis between the variables

Correlation analysis was conducted to determine the relationships between proactive
personality, general self-efficacy, and proactive career behavior. The analysis results
are presented in Table 3.

As can be seen in Table 3, proactive career behavior had positive and significant
relationships with proactive personality (r = 0.64, p < 0.01) and general self-effi-
cacy (r = 0.58, p < 0.01). These findings indicated that while proactive personal-
ity and general self-efficacy scores increased, proactive career behavior scores also
increased. In addition, a significant, positive relationship was found between proac-
tive personality and general self-efficacy (r = 0.63, p < 0.01).

Findings regarding the structural equation model of the research

The model regarding the mediating role of general self-efficacy in the relationship
between proactive personality and proactive career behavior was tested. The find-
ings are shown in Figure 2.

First of all, the model’s goodness of fit values were tested, and it was found to
be within acceptable limits [y* 365, y = 457) = 1005.317; p < 0.001; y*/df = 2.73;
GFI =0.865; CFI1 = 0.912; TLI = 0.903; RMSEA = 0.062]. The total effect of the
proactive personality on the proactive career behavior was found to be significant

Table 3 The correlation coefficients between the study variables

M + SD Kurtosis Skewness Cronbach’s alpha 1 2 3
1. Proactive personality — 54.49 +8.10 1.4 -0.77 0.87 -
2. General self-efficacy ~ 30.19 +5.62 —-0.55 -0.12 0.91 0.63%* —
3. Proactive career 3071 £7.27 -0.17  -0.20 091 0.64%* (.58%* —

behavior

#¥p<.01, M mean, SD standard deviation
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Proactive
Personality

Proactive Career
Behavior

5877 (747

General
Self-Efficacy

Figure 2 Mediation model. The coefficients between the latent variables (those in the ellipses) are stand-
ardized coefficients. The coefficient expressed in parentheses is the proactive personality’s total effect
coefficient on proactive career behavior. *p < 0.05, **p < 0.01, ***p < 0.001

(# =0.74, p < 0.001). The direct effects of proactive personality on general self-
efficacy (f = 0.73, p < 0.001) and proactive career behavior (f = 0.58, p < 0.001)
were found to be statistically significant. In addition, the direct effect of general
self-efficacy on proactive career behavior (f = 0.22, p < 0.001) was found to be
statistically significant. Proactive personality and general self-efficacy explained
57% of the variance in proactive career behavior.

Bootstrapping analysis was performed to test the significance of the mediating
role of general self-efficacy in the relationship between proactive personality and
proactive career behavior. The results of the analysis are presented in Table 4.

As can be seen in Table 4, the lower and upper confidence intervals of all the
path coefficients of the variables did not include zero. The mediating role of gen-
eral self-efficacy in the relationship between proactive personality and proactive
career behavior was significant (f = 0.16, p < 0.001; CI 0.04-0.26). Therefore,
general self-efficacy was found to have a partial mediating role in the relationship
between proactive personality and proactive career behavior.

Table 4 Bootstrapping test of the mediating effect
Pathways p SE 95% C1

Direct effect

Proactive personality — General self-efficacy 0.73%#% 0.04 0.65-0.80
Proactive personality — Proactive career behavior 0.58#:#* 0.08 0.43-0.74
General self-efficacy — Proactive career behavior 0.22%%* 0.08 0.05-0.36
Indirect effect

Proactive personality — General self-efficacy — Proactive  0.16%%* 0.05 0.04-0.26

career behavior
Total effect
Proactive personality — Proactive career behavior 0.74%** 0.03 0.66-0.80

##¥kp< 001, CI confidence interval

Standardized beta coefficients (f) were reported

@ Springer



International Journal for Educational and Vocational Guidance

Discussion

The current study examined the relationships among proactive personality, gen-
eral self-efficacy, and proactive career behavior. Consistent with the hypothetical
model, it was found that the positive relationship between proactive personality
and proactive career behavior could be mediated by general self-efficacy. These
results contribute to the relevant literature and present important theoretical and
practical implications.

First, when H1 was tested, a positive relationship was found to exist between
proactive personality and proactive career behavior. Therefore, H1 was accepted.
It is known that there is a need to investigate the relationship between proac-
tive career behavior and personality traits (Korkmaz et al., 2020). When the lit-
erature was examined, no studies were found to have examined the relationship
between proactive personality and proactive career behavior. However, a number
of research findings can help to understand the relationship between proactive
personality and proactive career behavior. For example, proactive personality was
reported to be related to individuals’ behaviors at work and in the workplace; for
example, organizational citizenship behavior (Bakker et al., 2012) and innova-
tive behavior (Kong & Li, 2018; Li & Mao, 2014; Su & Zhang, 2020). However,
the literature reported a positive relationship between a proactive personality and
certain career behaviors and attitudes. For example, Mensmann and Frese (2019)
and Seibert et al. (2001) found a positive relationship between career initiative,
which included career planning and other career behavior, and proactive person-
ality. Similarly, Lochab and Nath (2020) and Briscoe and Hall (2006) found a
positive relationship between proactive personality and boundaryless and protean
career attitudes. This result of the study extends the earlier research findings by
revealing that individuals with a proactive personality demonstrate their proactive
behavior in the career field as well. This result is consistent with Crant’s (2000)
view indicating that “proactive personality was effective on behavior.” A proac-
tive personality was reported to be one of the two internal resources that were
important in understanding proactive career behavior (Abid et al., 2021). A proac-
tive personality was indicated as important for a successful career, as it strength-
ened individuals’ career development (Herrmann et al., 2015). Research showed
that proactive personality was an important construct associated with career suc-
cess (Byrne et al., 2008; Ng et al., 2005; Ugwu et al., 2021). In addition, proac-
tive personality is known to be associated with important career-related concepts
such as career adaptability (Jiang, 2017). To sum up, the present study revealed
that the relationship between proactive personality and proactive career behavior
was strong.

Secondly, when H2 was tested, it was found that a proactive personality had a
positive effect on general self-efficacy. Therefore, H2 was accepted. The literature
includes studies that indicated a relationship between proactive personality and
self-efficacy. For example, in their study on college students, Hsieh and Huang
(2014) found a positive relationship between proactive personality and career
decision self-efficacy. In their study on primary and middle school teachers, Li
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et al. (2017) found a positive relationship between proactive personality and self-
efficacy. Several studies in the literature documented similar relationships (Akin,
2014; Bozbayindir & Alev, 2018; Brown et al., 2006; Er, 2018; Huang, 2017;
Kalkan, 2019; Peker, 2018). A proactive personality provides a transition to self-
directed, that is, internal action (Karimi et al., 2021). Furthermore, Tierney and
Farmer (2011) emphasized that self-efficacy was activated by internal factors.
Therefore, the predictive role of the proactive personality on self-efficacy may
also be influenced by the internal orientation of the proactive personality.

Thirdly, when H3 was tested, general self-efficacy was found to have a positive
effect on proactive career behavior. Therefore, H3 was accepted. General self-effi-
cacy was one of the two internal resources important to understanding proactive
career behavior. General self-efficacy was reported to be another resource that acti-
vated individuals’ proactive career behavior as well as proactive personality (Abid
et al., 2021). Bandura (1997) stated that general self-efficacy beliefs affected behav-
iors directly. Self-efficacy has always played an important role in human life. Self-
efficacy becomes important in situations such as how individuals think, what goals
they have, and how they struggle in the face of difficulties (Bandura, 1982). There-
fore, by its nature, self-efficacy has a strong effect on human behaviors (Pajares,
1996, 2002).

The SCT emphasized the importance of cognition in affecting behaviors (Ban-
dura, 1991). Resources that motivate individuals to act proactively were based on
the idea of “I can do it” (Parker et al., 2010). Self-efficacy determines whether the
behavior will be shown, and how much effort the individual will put into fulfilling
the behavior (Lankard Brown, 1999). High self-efficacy belief is expressed as one
of the antecedents of proactive career behavior (Bozbayindir & Alev, 2018). The
literature reported a relationship between self-efficacy and proactive career behavior.
For example, Ohly and Fritz (2007) found that work-related self-efficacy led to pro-
active behavior at work. Bledow and Frese (2009) found that high self-efficacy led
to more proactive behavior. Korkmaz et al. (2020) found a relationship between pro-
active career behavior and career decision self-efficacy in their study with univer-
sity students. Another study reported that general self-efficacy was related to cop-
ing behavior associated with proactive career behavior, such as planning, searching
for information, and approaching problems positively (Luszczynska et al., 2005). In
addition, some studies showed that high self-efficacy increased the level of proactive
behavior (Cetin, 2011).

Finally, when H4 was tested, general self-efficacy was found to have a mediating
role in the relationship between proactive personality and proactive career behav-
ior. The current study suggests that individuals should believe in themselves so that
they can use their proactive personality traits more effectively in proactive career
behavior. Bandura (1986) stated that individuals’ behaviors were more affected by
their beliefs about those abilities; namely, by their self-efficacy, than their abilities.
Self-efficacy was reported to mediate completing certain tasks or exhibiting certain
behaviors (Hackett & Betz, 1981). In this line of research, the detecting role of gen-
eral self-efficacy in the current study revealed a mechanism through which proactive
personality shaped proactive career behavior. This result explained what the effect
of a proactive personality would be on proactive career behavior. This explanation
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is consistent with Bandura’s (1986) view that along with their abilities, individuals’
behaviors are influenced by their beliefs about those abilities. Strengthening individ-
uals’ proactive personality traits could increase their general self-efficacy. Strength-
ening general self-efficacy could also encourage individuals to act proactively in
their career. The results of the current study revealed that general self-efficacy had
a mediating role in the relationship between proactive personality traits and proac-
tive career behavior. This result indicates the importance of encouraging university
students and graduates to increase their self-efficacy to prepare them for the busi-
ness world with the global economy. Therefore, this result of the study revealed that
general self-efficacy was an important variable that determined whether and for how
long an individual would display proactive career behavior.

In Turkey, students take an exam at the end of high school to be enrolled in one of
the undergraduate programs at a university. Students show high interest in this exam
because university education in Turkey is believed to offer students great opportuni-
ties for the life and career they want. However, with the latest regulations, the score
criterion application applied to enter a university has been removed (The Council of
Higher Education, CoHE, 2022). With this application, students can now choose a
program by sorting according to the score on the exam without the score criterion.
This regulation gives more opportunities to students who want to be enrolled in a
university. Therefore, the number of university graduates will increase even more in
the future. In the previous application, students had to obtain the required minimum
score (threshold score) to be able to choose programs at a university. With the cur-
rent application, if they wish, students will be placed in a program at university. Fur-
thermore, programs such as medicine, education, and engineering still attract great
attention in Turkey, and these programs offer a good future and career opportuni-
ties for students. However, unemployment or decent work is an important reality for
graduates from programs other than those that attract such attention. While unem-
ployment in Turkey was around 10% over the last 10 years, it was calculated to be
12% in 2021. More specifically, the youth unemployment rate has been calculated to
be around 20% over the last 10 years, and 25% in 2021 (TURKSTAT, 2021). There-
fore, a large number of university students in Turkey may face uncertain and unpre-
dictable conditions in the labor market after graduation. University students can see
growth opportunities through the proactive personality feature. After graduation,
proactive personality, such as career planning, career exploration, networking, skills
development and voluntary participation, can increase the likelihood of finding a job
or decent work. When individuals encounter uncertain and unpredictable situations
(problematic situations in their careers) in the labor market, along with the idea of
self-efficacy regarding their potential, they can turn proactive personality traits into
proactive behaviors in their career.

Study limitations
The current study has a number of limitations. Cross-sectionally collected data do

not allow true cause-and-effect inferences regarding the results from the current
study. These results can be analyzed through intervention studies and longitudinal
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studies. Another limitation is that this study was conducted with university stu-
dents, which may limit the generalization of research results to other groups, such
as employees. Therefore, similar models could be tested in working groups in future
studies. Another limitation is the use of only one variable in the model that reflects
individuals’ beliefs, such as general self-efficacy. Other belief variables (career self-
efficacy, irrational beliefs in career choices, dysfunctional career beliefs, career pla-
teau beliefs, and career-planning beliefs) could also be considered in the relationship
between proactive personality and proactive career behavior.

Conclusions

It is becoming increasingly important for individuals to have proactive features in
their career and to exhibit such behaviors. In the current study, we argue that an indi-
vidual’s proactive personality traits are important in activating proactive behaviors
through general self-efficacy beliefs. The current study showed that individuals with
more proactive personality traits and a higher belief in what they can do are more
likely to exhibit proactive career behavior. According to the results of the current
research, individuals strengthen their self-beliefs when they are more proactive. Pro-
active career behavior increases as individuals’ self-beliefs become stronger. These
results empirically and theoretically extend proactive personality theory, social cog-
nitive theory, and proactive career theory.

The current study also has theoretical implications. First of all, it contributes to
the career counseling literature in terms of examining the relationship between pro-
active career behavior, proactive personality traits, and general self-efficacy. In addi-
tion, as the SCT suggests, the findings support the view that beliefs affect behav-
iors. It has also been proven that this view applies to career behavior as well. The
current study responds to McCormick et al.’s (2019) call for revealing the process
between proactive personality and proactive behavior. It also extends this call to pro-
active career behavior. Research on proactive career behavior has been conducted
in the past, mostly in organizational contexts and with working individuals. How-
ever, proactive career behavior is a behavioral pattern that contributes to individu-
als’ employability positively. In a world where employment problems are increas-
ing daily, there is a need for studies to clarify which variables are related to the
proactive career behavior of university students who are in the preparation stage for
business life. The current study makes a theoretical contribution to meet this need.
The role of general self-efficacy in promoting people’s career development tends to
be overlooked (Song & Chon, 2012). However, the effect of general self-efficacy
on individuals’ career processes is expected to be revealed (Green, 2020). In the
current study, proactive career behavior, which is an important vocational behavior,
was handled in the context of general self-efficacy rather than in the context of field-
specific self-efficacy, and the study focused on an area that is not sufficiently focused
on by career researchers.

The current study may have certain practical implications. First, the results show
that proactive personality and general self-efficacy beliefs are important predic-
tors of proactive career behavior. This result suggests that individuals who want to

@ Springer



International Journal for Educational and Vocational Guidance

have a successful career should acquire proactive personality traits and strengthen
their self-belief. The findings can help psychological counselors, policymakers, and
human resource departments in companies to plan and design interventions. Results
from the study can guide university students to prepare for a more dynamic work
environment. For this, psychoeducational studies that increase proactive personal-
ity and general self-efficacy could be conducted by psychological counselors to pre-
pare university students for business life. When hiring newly graduated university
students, human resource managers could create a strategy for recruiting proactive
employees by examining individuals’ proactive personality traits and general self-
efficacy. Proactive personality traits and general self-efficacy beliefs of university
graduates and individuals who are about to start working life can be examined. Indi-
viduals who need to develop themselves in terms of these features could be included
in preparatory trainings by relevant institutions and organizations before work. One
of the most important missions of universities is to prepare young people for busi-
ness life. In this context, there are career centers and psychological counseling cent-
ers that provide services for students to support their career development processes.
The results obtained in the current study are considered to guide professionals who
provide services in these units at universities. These professionals can take proactive
personality and general self-efficacy as a basis in their studies to develop students’
proactive career behavior, and can carry out studies based on strengthening these
features.

Appendix 1: Scales and Sample Items from Scales

Proactive Personality Scale-Short Form

Strongly Disagree More Undecided More or  Agree Strongly
disagree or less less agree agree
disagree
1. I am constantly on the 1 2 3 4 5 6 7
lookout for new ways to
improve my life
2. Nothing is more exciting 1 2 3 4 5 6 7
than seeing my ideas turn
into reality
3. No matter what the odds, 1 2 3 4 5 6 7
if I believe in something
I will make it happen
4. 1 excel at identifying 1 2 3 4 5 6 7
opportunities
5. If I believe in an idea, no 1 2 3 4 5 6 7

obstacle will prevent me
from making it happen
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General Self-Efficacy Scale

Not at all Hardly true  Moderately Exactly true
true true
1. I can always manage to solve dif- 1 2 3 4
ficult problems if I try hard enough
2. It is easy for me to stick to my aims 1 2 3 4
and accomplish my goals
3. Thanks to my resourcefulness, I 1 2 3 4
know how to handle unforeseen
situations
4.1 can remain calm when facing 1 2 3 4
difficulties because I can rely on my
coping abilities
5. If T am in trouble, I can usually 1 2 3 4
think of a solution
Career Engagement Scale
To what extent have you in the Strongly  Disagree  Undecided — Agree Strongly
past 6 months. disagree agree
1. Actively sought to design your 1 2 3 4 5
professional future
2. Cared for the development of 1 2 3 4 5
your career
3. Sincerely thought about 1 2 3 4 5

personal values, interests,
abilities, and weaknesses

4. Established or maintained 1 2 3 4 5
contacts with people who can
help you professionally

5. Assumed duties or positions 1 2 3 4 5
that will help you progress
professionally
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