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Abstract

This research aims to adapt the Kaleidoscope Career Model Scale (KCMS) developed in the USA
by Sullivan, Forret, Carraher, and Mainiero into Turkish. For the research, the opinions of 433
teachers and 93 school managers working in Istanbul in the 2020-2021 academic year were
consulted. The findings obtained from the analysis studies showed the reliability coefficients of the
sub-dimensions of the scale ranged from .62 to .73. The Kaiser-Meyer-Olkin (KMO) value was
determined as .71, and as a result of the factor analysis, the three-factor structure, including the
dimensions of "authenticity", "balance" and "challenge" was confirmed. The Kaleidoscope Career

Model Scale, which was adapted as a result of the analyzes obtained, was found to be reliable and
valid.
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Introduction

Kuzgun (2000) explains the concept of career as "a concept that expresses progress, pauses and
tensions in the general pattern and development line, especially in professional roles, which are
formed as a result of a lifelong sequence of events, the succession of occupations and other life
roles". The concept has also been defined in the literature as "an aspect of life-long events", "roles
played throughout life and its whole" (Niles & Bowlsbey, 2013 as cited in Naiboglu, 2020).
Individuals who aim to rise in the workplace see career steps in the past (O'Neil, & Jepsen, 2018);
nowadays, they are looking for faster transitions in their lives in the name of balance and originality
(Kaplan & Giilcan, 2020; O'Neil & Jepsen, 2018). In the 21st century, the concept of career has
gone beyond the hierarchical rise within the organization, depending on the individual's success
as a result of his work. It has taken a horizontal form rather than a vertical one (O'Neil & Jepsen,
2018).

The effects of technology and globalization that have developed from the past to the present have
caused individuals to face a more complex process on their career path (Malone, 2018). In studies
conducted within the framework of various disciplines, the ups and downs of the individual's career
processes were examined (Ellis et al., 2014). Individuals experience more frequent job or
occupation, location, or even country changes (Sullivan & Ariss, 2021). For centuries,
"urbanization, industrialization, and globalization" have brought along the difficulties that
individuals experience in their family and business lives (Ayoglu & Baraz, 2020). One of the new
career theories, the "Kaleidoscope Career Model" (KCM), Mainiero and Sullivan (2006), and
Sullivan et al. (2007), has emerged as a result of research conducted by. The purpose of this model
is to explain the decisions individuals make regarding their working lives (Tarhan, 2019; Goktiirk,
2019). The model provides a general framework for how individuals face changes in their career
journeys, how they maintain balance, and how these changes affect their decisions (Zimmerman
& Clark, 2016). At the same time, the model includes various dimensions of "social cognitive
career theory", which is one of the most preferred career theories recently (Cark, 2021; Sullivan
& Brauch, 2009). According to the model, the career has an active and dynamic structure, which
has been likened to a "kaleidoscope offering different visuals in every turn". The three mirrors
inside the kaleidoscope represent the three sub-dimensions in the model. These dimensions are
"authenticity — balance — challenge". These three dimensions simultaneously affect career
decisions and transition throughout life (Sullivan et al., 2009). The aim of this study is to adapt the
"Kaleidoscope Career Model Scale" developed in the USA by Sullivan, Forret, Carraher, and
Mainiero (2009), which can measure the dynamics by which individuals' career decisions are
affected in Turkish. It is aimed to make reliability and validity analyzes of the scale in order to
bring the Kaleidoscope Career Model, which offers a different perspective to current career
models, to the Turkish national literature.

Career and Career Approaches

Developing and changing living conditions have also changed people's choice between "working
for a living" to "working for development". In terms of business life, employers within the
organization have focused only on meeting their own demands throughout history; employees, on
the other hand, sought stability in the institution they work to meet these demands. A change in
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understanding brought about by the changing century has occurred, and it has become imperative
to treat employees as "individuals", consider their wishes, and follow and implement the necessary
progress (Duarte, 2009; Oztemel, 2020; Tarhan, 2019).

The business world managed by information technology has become a situation where employees
cannot see ahead, and the fact that there are risks in every step they will take has created insecurity
(Kalleberg, 2009). The individual is left alone with providing and managing his career
development, and the responsibility has shifted from the organization to the individual. This
change obliges individuals to know themselves and what their age brings. It should also be
underlined that the old career approaches are insufficient in the changing century (Pope, 2015;
Savickas, 2019). The changes experienced and the difficulties it brings have increased the
importance of the choices made by the individual in career decisions and brought along current
career approaches.

"Road and journey" and "stair climbing" are the most frequently used metaphors for a career
(Inkson, 2004; Baruch, 2006). Sullivan and Baruch (2009) define a career as "an individual's work-
related and other-related experiences, both inside and outside organizations, that form a unique
motif throughout the individual's life". A career can also be expressed as a living organism showing
"change, progress, regression, stagnation" in human life.

In the 20th century, the traditional career approach meant a hierarchy of "stable job, increase in
salary, promotion" and represented an agreement with the employer that would secure the future
of individuals in the organization by securing themselves (Duarte, 2009). The individual would
usually start working in a workplace, wait for a promotion, and then retire depending on his
performance and feel safe. From this point of view, it was not customary to change a profession
or job (Tarhan, 2019).

On the other hand, modern career approaches argue that individuals aim to rise in the workplace,
which they see as a career ladder (O'Neil & Jepsen, 2018). While the traditional approach defines
the concept of career as a hierarchical rise within the organization depending on the success of the
individual as a result of his work; the modern approach argues that individuals seek faster ways of
transition in their lives in the name of balance and originality (Kaplan & Giilcan, 2020; O'Neil &
Jepsen, 2018). The effects of technology and globalization that have developed from the past to
the present have caused individuals to face a more complex process on their career path (Malone,
2018). Hall (2004), "traditional career versus multifaceted career; defined as a career based on
subjective (psychological success) and objective (position, salary) success criteria, shaped around
the core values of freedom and growth, under the responsibility of the individual, not the
organization. Individuals with protean careers experience more frequent job, occupation,
workplace, location, and even country changes (Sullivan & Al Ariss, 2021).

The phenomena of "urbanization, industrialization, and globalization" bring along the difficulties
individuals experience in their family and business lives (Ayoglu & Baraz, 2020). The
digitalization brought about by the 4th Industrial Revolution and the change in jobs in the 21st
century has affected today's employees (as cited in Oztemel, 2020 from Schwab, 2017). In the
business life of the 2Ist century, "speed, flexibility, project-based and short-term tasks,
technological advances" have come to the fore. Individuals' adaptation to changes continues to
affect their career paths (Savickas, 2019). Some of the individual factors that follow environmental
changes can be given as examples of dual careers, single parenthood, different responsibilities,
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differences in family structures, and differences in personal development (Sullivan & Baruch,
2009). The rapid competition brought by the information age and the rapidly increasing selectivity
of human capital have made it important to use the employees' talents in the organizations in the
most effective way (Sullivan & Mainiero, 2008).

Kaleidoscope Career Model

Kaleidoscope Career Model (KCM), interviews applied to more than 3000 people, focus group
interviews, and three questionnaires were obtained from a total of five different studies. KCM aims
to explain how individuals experience changes in their relationships and roles while making career
decisions and progressing on their career paths and the directions of these changes. Individuals
evaluate the options available through the kaleidoscope lens to determine the most relevant
between their job demands, constraints, and opportunities, as their relationships and personal
values and interests. A decision will also affect the result of KCM (Sullivan et al., 2009). The three
parameters of KCM (authenticity, balance, and challenge) dynamically affect an individual's
career patterns throughout their lifespan. These parameters are effective in different degrees in life,
and none disappear completely; their importance and dominance change periodically.

The three parameters of KCM (the metaphor of the three mirrors of the kaleidoscope) add different
colors and shapes to the individual's career decisions. The dominance of the parameters that affect
the decisions of the individual during a lifetime varies. However, although they never disappear,
they feel their presence (Mainiero & Sullivan, 2005; Sullivan & Mainiero, 2008; Sullivan et al.,
2009).

Authenticity, the first parameter of KCM, defines the individual to behave in accordance with his
personality and uniqueness (Peterson & Seligman, 2004). Authenticity in KCM means that the
values and behaviors of the individual are compatible with the organization in which they belong;
be honest/loyal to his values and to himself. It considers it as knowing its strengths and limitations
and acting with the best information at that moment (Sullivan & Mainiero, 2006; Dabss, Graham,
& Gibson, 2020; Mainiero & Gibson, 2018; Wang, 2020). Balance, which is the second parameter
of KCM, is the balance that the individual wants to establish between his/her job and all ties
(family, friends, personal wishes...) outside of work; management of all successful business and
non-business connections; refers to the intersection of work and life (Sullivan & Mainiero, 2006;
Dabss, Graham, & Gibson, 2020; Mainiero & Gibson, 2018; Wang, 2020). Challenge, the last
parameter of KCM; personal, skill-based, linear, and side progressions; express the need to
participate in studies and develop their skills (Sullivan, & Mainiero, 2006, Dabss, Graham, &
Gibson, 2020; Mainiero & Gibson, 2018; Wang, 2020).

The individual will need all three of these parameters throughout his life and exhibit them in
different intensities. Three parameters will actively and interactively manifest themselves in the
individual's career path. The individual will guide his decisions in line with these parameters in
the career steps he will take for the period he is in (Mainiero, 2018):

*If the balance is off, maybe it is time to slow down and find a job elsewhere at a smaller firm.
*If the challenge is missing, it may be time to switch careers.

*If authenticity is required, finding ways to tell the organization the truth can be valuable or
develop hobbies or outside interests.
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KCM also reveals how women and men think about their careers throughout their lives and reflect
on their lives. Mainiero and Sullivan (2006) shared their research on the career journeys of men
and women for five years in their book called "The Opt-Out Revolt". According to the research
results, women prioritize how others will be affected in their choices and act according to current
circumstances; On the other hand, it has been found that men are more flexible by giving priority
to their work and family focus in the background. While both men and women have the same life
issues, it is seen that their priorities are different. While women are divided into many things, men
focus on what needs to be done (Mainiero & Sullivan, 2006).

In the early career stages, women struggle to achieve their goals, and while the dominant
"challenge" comes to the fore, "balance and originality" remains in the background. In their mid-
career periods, women focus on "balance" and try to balance their families and other
responsibilities. "Challenge and originality" requests are in the background. The late-career
periods of women are the periods of seeking "authenticity". Although the desire for "balance and
challenge" persists, "authenticity" is dominant (Mainiero & Sullivan, 2005).

It is seen as a "challenge" predominantly in males in early career periods; focusing on their careers
and coping with difficulties are their priorities. The "challenge" parameter involves a long-term
process, and men who focus on their careers often avoid other responsibilities. By slowing down
from mid-career to late career, they focus more on "authenticity" and begin to question themselves.
In late career periods, as retirement approaches, the search for "balance" comes to the fore and
they turn to issues related to their other relationships and responsibilities (Mainiero & Sullivan,
20006).

KCM explains how women and men experience changes in their career paths and how they move
according to their wants, needs, and desires and their living standards. Three parameters of the
model play an active role in each career period and affect career decisions. It is thought that it
would be beneficial to adapt the scale of KCM to the Turkish language to bring it into the Turkish
national literature and expand the studies to be done in this field. For this purpose, the adaptation
study of the scale and its reliability and validity analysis are presented in the next section.

Method
Research Sample
The sample of the study was selected by random sampling method; It consists of 93 school
managers and 433 teachers working in the province of Istanbul. 68.6% of the participants were
female, 31.4% were male; 38.2% of Generation X (born between 1965-1979) 57.2% of Generation
Y (born between 1980-1995); 72.6% undergraduate, 27.4% graduate; 27.9% are school managers
and 72.1% are teachers.
Translation Study
The researchers who developed the scale were contacted, and necessary permissions were obtained
without making the adaptation study of the scale. In the translation phase of the scale, the five-
stage model suggested by Brislin et al. (1973) was used. In the first stage, three linguists and a
specialist in the field of guidance and psychological counseling, fluent in English and Turkish,
made the scale translation from English. Researchers and field experts evaluated the translation
made in the second stage. In the third stage, the scale was translated into English. In the fourth
stage, the translation into English was checked and evaluated by experts who were fluent in both
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languages. In the last stage, the translation items were examined by two experts, and the Turkish
language expert finalized the scale.

Kaleidoscope Career Model Scale

The Kaleidoscope Career Model was designed as a result of various qualitative and quantitative
studies (Mainiero & Sullivan, 2005; 2006). Based on these studies, Sullivan et al. (2009) developed
the "Kaleidoscope Career Model Scale" (KCMS), which includes the sub-dimensions of
"authenticity", "balance" and "challenge", in the USA. The scale includes a total of 15 items:
'authenticity' dimension 1, 2, 3, 4, 5; 'balance' dimension 6, 7, 8, 9, 10; The 'challenge' dimension
is measured with items 11, 12, 13, 14, 15. The scale was prepared in a 5-point Likert type and
definitions between “this does not describe me at all”” and “this describes me very well” were used
in the original. Coefficient alphas for the authenticity, balance, and challenge scales were 0.76,
0.81, and 0.84 respectively. In this study, it was decided to use the definitions between “strongly
disagree” and “‘strongly agree” for evaluation options, considering that they would not distort the
statements.

Data Analysis and Process

SPSS and Jamovi programs were used in the analysis of the data obtained in the research. The
internal consistency of the scale was found by calculating the Cronbach Alpha coefficient. For the
content validity of the scale, the opinions of experts in the field were consulted. Construct validity
was determined by exploratory factor analysis and confirmatory factor analysis.

Findings
Results regarding content validity and reliability for the adaptation study of the Kaleidoscope
Career Model Scale are given below. First, exploratory factor analysis of the adapted scale was
performed, and then confirmatory factor analysis was performed. The steps of the relevant
analyzes are explained below. Afterwards, the reliability calculation was made and the scale was
finalized.
Exploratory Factor Analysis (EFA)
In order to test the suitability of the data obtained in the study for exploratory factor analysis,
Barlett normal distribution analysis was performed (x2= 879.55; df, 105; p<.001). As a result of
the analysis, the Kaiser-Meyer-Olkin (KMO) value was found to be .75. As a result of the first
EFA using the Varimax rotation technique, four factors with eigenvalues greater than one were
obtained. However, since the difference between the two factor loads of the 10th item was .10 low,
the relevant item was removed from the scale and the analysis was repeated. As a result of the
repeated analysis, the factor loads of the 3rd item, 5th item, and 9th item were below .40, so they
were removed from the scale, and the analyzes were repeated. As a result of the third analysis, it
was seen that the scale items were gathered under three factors in accordance with the original
scale. The KMO value of the third analysis was found to be .71 (x2: 1047, df, 55; p<.001). As a
result of EFA, a 3-factor scale consisting of 11 items was obtained. It is seen that the factor loadings
of the scale items vary between .44 and .73.
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Table 1.
Kaleidoscope Career Model Scale Exploratory Factor Analysis Results

Items Factor 1 Factor 2 Factor 3
12 .69

I11 .61

113 .60

115 .56

114 44

16 .68

17 .62

I8 .59

I 73
12 .59
14 .50

Confirmatory Factor Analysis (CFA)

The CFA of the 11-item and 3-factor scale obtained as a result of the EFA was made using the
Jamovi program. In factor analysis, the maximum likelihood estimation technique was used.
Goodness-of-fit values obtained as a result of CFA are given in Table 2.

Table 2.
Kaleidoscope Career Model Scale CFA Goodness of Fit Values

X2 df X2/df CFI SRMR RMSEA
140 41 341 .90 .05 .06

It was seen that the CFA analysis obtained according to the data in Table 2 was within the limits
of good agreement (Kline, 2011; Meydan & Sesen, 2015). As a result of the goodness of fit values
obtained, a scale consisting of 3 factors and 11 items was obtained. The factor loadings obtained
after performing CFA are given in Table 3.
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Table 3.
Kaleidoscope Career Model Scale CFA Factor Loadings

Stand.
Factor Indicator Estimate SE p Estimate
Factor 1 I-13 0.64 0.05 .00 0.56
(Challenge) I-15 0.42 0.04 .00 0.54
I-12 0.72 0.05 .00 0.71
I-14 0.48 0.05 .00 0.46
I-11 0.74 0.05 .00 0.66
Factor 2 I-1 0.89 0.07 .00 0.81
(Authenticity)  I-2 0.54 0.06 .00 0.50
I-4 0.60 0.07 .00 0.50
Factor 3 I-6 0.83 0.07 .00 0.65
(Balance) I-7 0.66 0.05 .00 0.65
I-8 0.64 0.05 .00 0.61

As a result of CFA, factor loadings in the challenge sub-dimension were between .42 to.74; .54 to
.89 in the authenticity sub-dimension; It was found that it varied between .64 and .83 in the balance
sub-dimension. In order to determine the reliability of the adapted Kaleidoscope Career Model
Scale, the Cronbach Alpha coefficients of the scale and its sub-dimensions are given in Table 4.

Table 4.
Kaleidoscope Career Model Scale Reliability Coefficient

Scale Name Cronbach's Alpha
Scale Total .65
Authenticity Sub-Dimension .62
Balance Sub-Dimension .66
Challenge Sub-Dimension 71
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Discussion, Conclusion, and Recommendations
With the research, Kaleidoscope Career Model was explained, and the scale of the model was
adapted to Turkish. As a result of the analyses, it was revealed that the reliability and validity
values of the Kaleidoscope Career Model Scale were acceptable.
Before starting the scale adaptation, necessary permissions were obtained from Sullivan (2009),
who developed the scale, and the scale was translated into Turkish. The translated scale was
applied to 433 teachers and 93 administrators. Explanatory and confirmatory factor analyzes of
the scale were performed. Before performing EFA, Barlett normal distribution analysis was
performed to determine whether the data were suitable for EFA. The Kaiser-Meyer-Olkin (KMO)
value was found to be .75. According to this value obtained, the scale was subjected to EFA.
Principal component analysis as a factorization method in order to determine the factor pattern;
As a rotation, the "varimax" method, one of the vertical rotation methods, was used. As a result of
the EFA, it was seen that the scale items were collected under three factors in accordance with the
original scale. The KMO value obtained as a result of EFA was found to be .71 (x2: 1047; df, 55;
p<.001).
As aresult of the CFA for the obtained scale, it was found that there was a significant relationship
between the sub-dimensions of the Kaleidoscope Career Model Scale and the relationships
between all sub-dimensions. The goodness of fit values obtained as a result of CFA was found to
be within the limits of good fit (X2/df=3.41; CFI=.90; SRMR=.05; RMSEA=.06). As a result of
these analyzes, the Kaleidoscope Career Model Scale, consisting of 11 items and three factors, was
adapted into Turkish. The scale was found to be at an acceptable level.
Since a structure with predetermined dimensions was repeated, items (3rd, Sth, 9th, and 10th) with
low factor loads as a result of the analyzes made in the research were excluded from the scale. It
is seen that the 3rd and 5th items removed from the scale are within the dimensions of balance and
the 9th and 10th items are in the dimensions of authenticity. The fact that these items do not
contribute to the authenticity and balance dimensions is a result of cultural differences' influence.
It can be said that the elements of authenticity and balance have a more dominant difference
between cultures.
Among the career scales adapted to Turkish in the literature, Biiyiikgdze-Kavas (2012) made the
Turkish adaptation of the Career Decision Scale developed by Osipow, Carney, Winer, Yanico,
and Koschier (1976). They found the reliability coefficient for the career indecision sub-scale to
be .84. and .77 for the precision subscale. In their study, Ak¢akanat and Uzunbacak (2019) found
the internal consistency reliability coefficient as .80 in the Turkish version of the Career Stability
Scale developed by Lounsbury et al. (1999). Ozaydin and Siyez (2022), in their research, Tracey
et al. (2006) in the Turkish adaptation of the Career Discovery Scale; they obtained model fit by
removing a single item, and the Cronbach alpha reliability coefficient was found to be .83. They
attributed this item's disrupting the harmony to the culture and education system as the reason why
it belongs to another concept. As a result of the analyzes performed in the adaptation study of the
Career Paths Scale developed by Sarioglu (2018), Smith et al. (2012), the Cronbach alpha
reliability coefficient was found .64 and consistency with the original scale could not be achieved.
While the original scale was 38 items, the resulting scale consisted of 4 dimensions and 18 items.
In this study, as in the previous studies, some items were discarded, but it was observed that the
decreased items were collected in the same sub-dimensions.
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Simmons et al. (2022) reached interesting results in their longitudinal research conducted for seven
years (2012/2019). In the study, it was found that the authentic sub-dimension significantly
affected the communication (networking) that individuals would establish with the local
communities to which they belonged. However, the changes in authenticity did not have the same
effect. Changes in the balance sub-dimension significantly affect the interaction of the individual
with his colleagues, family, and other friends. The challenge sub-dimension was positively related
to career success measures (career satisfaction, salary, promotions). Changes in the balance sub-
dimension only had a significant increase in the promotion rate; Authenticity, on the other hand,
has not been found to have any relationship with career success criteria.

Mouratidou and Grabarski (2021) conducted a qualitative study on the idea that KCM may differ
in Greek culture. As a result of the study, they found that the participants were at the middle point
in the authenticity dimension, the balance was in a fixed and desired dimension, and the challenge
was in the desired but unattainable position. Researchers stated that security and financial stability
variables should also be addressed besides these dimensions. As in this research example, it is
predicted that different sub-dimensions suitable for Turkish culture may emerge with a more
comprehensive study to be carried out in the qualitative dimension.

Wu et al. (2021) revealed that authenticity and self-efficacy, which are the sub-dimensions of
KCM, and balance sub-dimension and social support are positively related. Due to the limited
number of quantitative studies (Simmons et al., 2022), it is thought that KCMS, which is thought
to contribute to the literature by adapting it into Turkish, will contribute to future research that
goes beyond the traditional and will focus on the individual career process. The validity and
reliability findings obtained in the study related to KCMS are limited within the framework of the
participants in this study. It is recommended to supplement with different participants in future
research and add qualitative studies to capture different cultural dimensions. It would be beneficial
to repeat the scales in different periods and with different samples. Times New Roman 12 pt., single
line spacing and justified.
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ANNEX-1
KALEIDOSCOPE CAREER MODEL SCALE TURKISH VERSION

OTANTIKLIK

1. Yasamimda, kendime uygun daha biiyiik bir amag¢ bulmay1 umuyorum.

2. Yasamimda, daha biiylik bir ruhsal gelisime 6zlem duyuyorum.

3. Eger su anda hayalimin pesinden gidebilseydim, giderdim.

DENGE

4. Gerekirse, ailevi sorunlari ¢dzebilmek veya endiseleri giderebilmek igin isimden
vazgecebilirim.

5. Isimi her zaman ailemin ihtiyaglarina gore diizenlerim.

6. Aileme vakit ayirramiyorsam, isimin bir anlami1 yoktur.

MEYDAN OKUMA

7. Yaptigim her seyde, siirekli olarak yeni meydan okuyuslar ararim.

8. Ben aksilikleri listesinden gelinmesi gereken sorunlar olarak degil, ¢6ziim gerektiren meydan
okumalar olarak goriiriim.

0. Ek ig sorumluluklari, beni endiselendirmez.

10. Cogu insan beni hedef odakli olarak tanimlar.

11. Is zorluklarnin iistesinden gelirim ve is sorunlarini degisim firsatlarina doniistiiriiriim.
1. Hig katilmiyorum

2. Cok az katiliyorum

3. Biraz katiliyorum

4. Oldukga katiltyorum

5. Cok fazla katiliyorum

‘Otantiklik’ alt boyutu maddeleri: 1./2./ 3.
‘Denge’ alt boyutu maddeleri: 4./5./ 6.
‘Meydan okuma’ alt boyutu maddeleri: 7./8./9./10./11.

Journal of Educational Leadership and Policy Studies (JELPS) Volume 7 Spring 2023 Issue 13



ANNEX-2
KALEIDOSCOPE CAREER MODEL SCALE ORIGINAL VERSION

AUTHENTICITY

1. I hope to find a greater purpose to my life that suits who I am.

2. I hunger for greater spiritual growth in my life.

3. I have discovered that crises in life offer perspectives in ways that daily living does not.

4. If I could follow my dream right now, I would.

5. I want to have an impact and leave my signature on what I accomplish in life.

BALANCE

6. If necessary, I would give up my work to settle problematic family issues or concerns.

7. I constantly arrange my work around my family needs.

8. My work is meaningless if I cannot take the time to be with my family.

0. Achieving balance work and family is life’s holy grail.

10. Nothing matters more to me right now than balancing work with my family
responsibilities.

CHALLENGE

11. I continually look for new challenges in everything I do.

12. I view setbacks not as problems to be overcome but as challenges that require solutions.

13. Added work responsibilities don’t worry me.

14. Most people would describe me as being very goal-directed.

15. I thrive on work challenges and turn work problems into opportunities for change.
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