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ABSTRACT

Since the sports sector is of great importance for the country, ensuring that the employees in sports
organizations work with precision will bring direct success. In this direction, the aim of the research
is to examine the career management levels of the employees in sports organizations in terms of
some variables. The study group of the research consists of 268 participants, 119 (44.4%) female
and 149 (55.6%) male, working in the provincial directorates of sports services in different
provinces. In the first part of the data collection tool, in order to determine the personal
characteristics of the participants, there are questions about demographic characteristics (such as
age, gender, education level, years of service) created by the researcher. In the second part, the
"Career Management Scale in Sports Organizations" developed by Eroglu, Yavuz Eroglu and
Karakus (2020) was used to measure the career management levels of the employees. The scale
consists of 3 sub-dimensions, namely "Adequacy of Human Resources", "Organizational Career
Management" and "Individual Career Management" and a total of 30 items. While analyzing the
data, t-test, one-way analysis of variance (Anova) and posthoc (Tukey, LSD) analyzes were used to
examine the differences in scale levels according to the descriptive characteristics of the
employees. Cohen (d) and Etasquare (n2) coefficients were used to calculate the effect size. In the
study, career management sub-dimensions (adequacy of human resources, individual career
management and organizational career management); When we look at whether it differs
according to gender, age, marital status, education status, unit of work, position in the institution,
length of service, previous employment in another job. The research results show that career
management according to the educational status of the participants, the unit worked and their
previous employment status. levels differed. However, there was no difference in career
management (human resources adequacy, organizational career management, individual career
management) level according to gender, age, marital status, length of service and position in the
institution. As a result, in order to increase the success of sports organizations that have a dynamic
structure, it is necessary to plan, direct and implement the career management of the employees.

Keywords: Career management, organizational career management, individual career management
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INTRODUCTION

Considering the point reached in organizations from the past to the present, one of the most important factors
that come to the fore is undoubtedly the necessity of human resources and career management. The satisfaction
of the employees in the organizations, the determination of the position they have in the organizational life by
integrating their own goals with the goals of the organization and their progress are directly related to the
satisfaction they feel from career management. Therefore, when the concept of career is considered, we can say
that career is a process and refers to the work that the employee has done throughout his life (Rencber & Bas,

2020).

Increasing the motivation and quality of work life of employees is directly related to career management. In other
words, career management increases the performance of the employees and enables them to move up the
career ladder more actively and successfully. Looking at the literature, the same views are encountered (Orpen,
1994; Yahya, Othman & Meruda, 2004; Kaya & Ceylan, 2014; Kiguk, 2012; Blyukyilmaz et al, 2018). It has been
revealed that the employees who have achieved career satisfaction play an important role in behaviors that
contribute to the effectiveness of the organization, such as meeting their career goals, helping in the
organization, solving or mitigating problems, putting the interests of the organization above their own interests,

reducing tension and engaging in constructive behaviors (Rengber & Bas, 2020).

If we list some of the aims of career management (Giiney, 2015), which has many goals in terms of individual

and organizational aspects;

- Helping to supply the skilled and skilled manpower that the businesses will need in the future
- Supporting the realization of the career plans of the employees,

- Ensuring that the employees are satisfied with the work they have done,

- Meeting the expectations of the employees regarding their work and careers,

- Harmonizing the career plans of the employees and the organization,

- Improving the communication between the employees and their managers,

- Helping employees to make their career plans realistic,

- Ensuring that all employees are treated equally in terms of career development,

- Helping employees to meet their needs for promotion in the organizational hierarchy,

It is to increase the performance and efficiency of both the employees and the organization.

The establishment of individual and organizational career management with the regular work of human
resources management in organizations increases the success of organizations in parallel with increasing the
performance of employees. Organization employees work for organizational purposes and are attached to the
organization to the extent that they can achieve their own goals (Ersoy & all,2014). When we look at sports
organizations, we see that they have a more dynamic structure compared to other organizations. This dynamism

allows employees to choose different career paths. The success of sports organizations makes positive
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contributions to the country. Therefore, the aim of our study is to reveal whether the career management levels
of the employees in sports organizations differ according to different variables. The hypotheses created for this

purpose are as follows;

H1: The career management sub-dimension scores of the employees differ according to the gender variable.
H2: The career management sub-dimension scores of the employees differ according to the age variable.

H3: The career management sub-dimension scores of the employees differ according to the marital status
variable.

H4: The career management sub-dimension scores of the employees differ according to the variable of
educational status.

H5: Employees' career management sub-dimension scores differ according to the unit they work in.

H6: The career management sub-dimension scores of the employees differ according to the position variable in
the institution.

H7: Employees' career management sub-dimension scores differ according to the variable of length of service.
H8: The career management sub-dimension scores of the employees differ according to the variable of having

previously worked at another job.

METHOD

This research was modeled according to the descriptive survey model. The descriptive method is a research
approach that aims to describe a past or present situation as it is (Seny(zl(, 2013). In this direction, it is based
on the descriptive survey model, as it is aimed to determine the career management levels of the employees in
sports institutions.

The necessary approval was obtained for the current research with the decision of the Scientific Research and

Publication Ethics Committee of Mus Alparslan University, dated 28.02.2022 and numbered 39712.

Working Group

The study group consists of 268 participants, 119 (44.4%) female and 149 (55.6%) male, working in the provincial
directorates of sports services in different provinces. The descriptive characteristics of the participants in the

research are given below.

Table 1. Distribution of Employees by Descriptive Characteristics

Groups Frequency (n) Percentage (%)

Gender

Female 119 44,4
Male 149 55,6

Age
20-30 69 25,7
31-40 129 48,1

40 and over 70 26,1
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Marital Status

Married 168 62,7
Single 100 37,3
Education Statiis

Hlgh School 44 16,4
University 188 70,1
Graduate 36 13,4

Unit Of Work
youth services 185 69,0
School Sports 25 9,3
Sport Service 58 21,6

Position in the organization
Sporty training specialist 44 16,4
Chef 16 6,0
training 64 23,9
Officer 144 53,7
Length of Service
1 Year and Less 20 7,5
2-4 Year 160 59,7
5-9 Year 64 23,9
10 Year and over 24 9,0
Previous Employment Status

Yes 126 47,0
No 142 53,0

According to the gender of the workers, 119 (44.4%) are female and 149 (55.6%) are male. According to age, 69
(25.7%) of the workers are 20-30, 129 (48.1%) are 31-40.70 (26.1%) are over 40. According to marital status, 168
(62.7%) of the employees are married and 100 (37.3%) are single. According to the education level of the
employees, 44 (16.4%) are high school, 188 (70.1%) are university, 36 (13.4%) are graduate. According to the unit
they work, 185 (69.0%) of them are youth services, 25 (9.3%) are school sports, 58 (21.6%) are sports services.
According to the position in the organization, 44 (16.4%) of them are sports training specialists, 16 (6.0%) are
chiefs, 64 (23.9%) are trainers, 144 (53.7%) are civil servants. disperses. According to the length of service, 20
(7.5%) of them are less than 1 year, 160 (59.7%) of them are 2-4 years, 64 (23.9%) of them are 5-9 years, 24 (9%)
0) It is distributed as 10 years and above. According to their previous employment status, 126 (47.0%) of them
are distributed as yes and 142 (53.0%) as no.

Data Collection Tools

In order to measure the career management levels of the employees, the "Career Management Scale in Sports
Organizations" developed by Eroglu, Yavuz Eroglu and Karakus (2020) was used. The scale consists of 3 sub-
dimensions, namely "Adequacy of Human Resources", "Organizational Career Management" and "Individual
Career Management" and a total of 30 items. The scale is a 5-point Likert-type scale ranging from “I totally agree”,

” o u

“agree”, “undecided”, “disagree” and “strongly disagree”.
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Statistical Analysis of Data

Frequency and percentage analyzes were used to determine the descriptive characteristics of the employees
participating in the research, and average and standard deviation statistics were used in the analysis of the scale.
Kurtosis (Kurtosis) and Skewness (Skewness) values were examined to determine whether the research variables
showed a normal distribution (Table 2). In the relevant literature, it is accepted as a normal distribution that the
results regarding the kurtosis skewness values of the variables are between +1.5 and -1.5 (Tabachnick &
Fidell,2013), +2.0 and -2.0 (George & Mallery,2010). T-test, one-way analysis of variance (Anova) and posthoc
(Tukey, LSD) analyzes were used to examine the differences in scale levels according to the descriptive
characteristics of the employees. Cohen (d) and Etasquare (n2) coefficients were used to calculate the effect size.
The effect size indicates whether the difference between the groups is large enough to be considered significant.
The Cohen value is 0.2: small; 0.5: medium; 0.8: large, the squared value 0.01: small; 0.06: medium; 0.14: large

(Buyukoztirk et al, 2018).

FINDINGS

For the career management of the employees; arithmetic mean, standard deviation and minimum-maximum

levels are given below.

Table 2. Career Management Average Scores

N Ort Ss Min. Maks. Kurtosis Skewness Alpha

Human Resources Adequacy 268 3,090 0,944 1,000 5,000 -0,431 -0,285 0,957
Organizational Career Management 268 2,910 0,929 1,000 5,000 -0,343 -0,030 0,944
individual Career Management 268 2,570 0,883 1,000 5,000 -0,058 0,423 0,958
Career Management General 268 2,950 0,881 1,000 5,000 -0,292 -0,169 0,976

The average "human resources adequacy" of the employees is moderate 3.090 + 0.944 (Min=1;Max=5), the
average of "organizational career management" is moderate 2.910 + 0.929 (Min=1;Max=5), the average of
"individual career management" is weak 2,570 = 0.883 (Min=1;Max=5), mean “career management general”

average was 2.950 * 0.881 (Min=1;Max=5).

The results of the analysis performed to examine the differentiation of career management scores according to

descriptive features are given below.

Table 3. T-test Results of Career Management Sub-Dimension Scores by Gender Variable

Group n Human Resources Organizational individual Career Career Management
Adequacy Career Management Management General
Gender Ort+SS OrtSS Ort+SS Ort+SS
Female 119 3,110+0,942 3,010+0,962 2,610+0,853 3,000+0,893
Male 149 3,060+0,948 2,830+0,898 2,530+0,908 2,910+0,873
t= 0,414 1,515 0,695 0,831
p= 0,679 0,131 0,488 0,407
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The adequacy of human resources, organizational career management, individual career management, and

career management general scores of the employees do not differ significantly by gender (p>0.05).

Table 4. Variance Analysis Results of Career Management Sub-Dimension Scores by Age

Human Resources

Organizational

individual Career Career Management
Group n Adequac Career Management General
quacy Management i

Age OrtSS Ort£SS OrtSS Ort£SS

20-30 69 3,13040,951 2,950+0,921 2,610+0,936 2,990+0,891
31-40 129 3,11040,904 2,880+0,902 2,610+0,831 2,960+0,848
2(3earnd 70 3,010+1,017 2,930+0,997 2,440+0,924 2,890+0,939

F= 0,338 0,125 0,927 0,229

p= 0,714 0,882 0,397 0,795

The adequacy of human resources, organizational career management, individual career management, and

career management general scores of the employees do not differ significantly according to age (p>0.05).

Table 5. T-test Results of Career Management Sub-Dimension Scores by Marital Status Variable

Human Resources Organizational individual Career Career

Group n Adequacy Career Management Management
Management General

Marital Status Ort£SS Ort+SS Ort#SS Ort+SS
Married 168 3,130+0,938 2,940+0,964 2,560+0,893 2,980+0,888
Single 100 3,010+0,954 2,860+0,869 2,580+0,871 2,890+0,872
t= 0,963 0,734 -0,194 0,750
p= 0,336 0,464 0,846 0,454

The adequacy of human resources, organizational career management, individual career management, and

career management general scores of the employees do not differ significantly according to marital status
(p>0.05).

Table 6. Variance Analysis Results of Career Management Sub-Dimension Scores by Educational Status Variable

Human Resources

Group n Organizational individual Career Career Management
Adequacy Career Management Management General

Educational ortsss Ort£ss Ort£ss Ort£ss

Status

High School 44 2,410+0,923 2,410+0,963 2,100+0,820 2,360+0,858

University 188 3,240+0,869 3,040+0,864 2,650+0,837 3,080+0,812

Graduate 36 3,100+1,006 2,860+1,027 2,690+1,023 2,960+0,981

F= 15,219 8,704 7,899 13,130

p= 0,000 0,000 0,000 0,000

PostHoc=

2>1,3>1(p<0.05) 2>1,3>1(p<0.05) 2>1,3>1(p<0.05) 2>1,3>1(p<0.05)

The human resources adequacy scores of the employees differ significantly according to their educational status
(F=15.219; p=0<0.05;n2=0.103). The reason for the difference is that the human resources adequacy scores of
those with a university education level are higher than the human resources adequacy scores of those with a

high school education level (p<0.05). The human resources adequacy scores of those with a postgraduate
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education level were higher than the human resources adequacy scores of those with a high school education

level (p<0.05).

The organizational career management scores of the employees differ significantly according to their educational
status (F=8,704; p=0<0.05;n2=0.062). The reason for the difference is that the organizational career management
scores of those with a university education level are higher than those with a high school education level (p<0.05).
The organizational career management scores of those with a postgraduate education level are higher than those

with a high school education level (p<0.05).

Individual career management scores of the employees differ significantly according to their educational status
(F=7,899; p=0<0.05;n2=0.056). The reason for the difference is that the individual career management scores of
those with a university education level are higher than the individual career management scores of those with a
high school education level (p<0.05). The individual career management scores of those with a postgraduate
education level are higher than the individual career management scores of those with a high school education

level (p<0.05).

The career management general scores of the employees differ significantly according to their educational status
(F=13.130; p=0<0.05; n2=0.090). The reason for the difference is that the career management general scores of
those with a university education level are higher than the career management general scores of those with a
high school education level (p<0.05). The career management general scores of those with a postgraduate
education level are higher than the career management general scores of those with a high school education

level (p<0.05).

Table 7. Variance Analysis Results of Career Management Sub-Dimension Scores by Unit of Work

Organizational

Human Resources individual Career Career Management

Group n Adequacy Ma:l::;z:ent Management General
Unit Of Work Ort+SS Ort+SS Ort+SS Ort+SS
Youth Services 185 3,050+0,927 2,880+0,909 2,55040,856 2,92040,856
School Sports 25 2,730+1,196 2,560+1,189 2,280+1,105 2,600+1,154
Sport Service 58 3,360+0,812 3,150+0,816 2,75010,836 3,19040,772
F= 4,424 3,829 2,669 4,389

p= 0,013 0,023 0,071 0,013
PostHoc= 3>1,3>2(p<0.05) 3>2(p<0.05) 3>1,3>2(p<0.05)

The human resources adequacy scores of the employees differ significantly according to the unit they work in
(F=4.424; p=0.013<0.05;n2=0.032). The reason for the difference is that the human resources adequacy scores
of the employees in the sports service are higher than the human resources adequacy scores of the employees
in the youth services (p<0.05). The human resources adequacy scores of the employees in the sports service are

higher than the human resources adequacy scores of the employees in school sports (p<0.05).

The organizational career management scores of the employees differ significantly according to the unit they

work in (F=3.829; p=0.023<0.05;n2=0.028). The reason for the difference is that the organizational career
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management scores of the employees in the sports service are higher than the organizational career

management scores of the employees in school sports (p<0.05).

The career management general scores of the employees differ significantly according to the unit they work in
(F=4.389; p=0.013<0.05;n2=0.032). The reason for the difference is that the career management general scores
of the employees in the sports service are higher than the career management general scores of the employees
in the youth services (p<0.05). The career management general scores of the employees in the sports service are

higher than the career management general scores of the employees in school sports (p<0.05).

Individual career management scores of the employees do not differ significantly according to the unit they work

in (p>0.05).

Table 8. Variance Analysis Results of Career Management Sub-Dimension Scores by Position Variable in the

Institution

Human Resources Organizational individual Career Career

Group n Adequac Career Management Management
quacy Management & General

Position In the Ort5s Ort+ss Ort:ss Ort:ss
Organization
Sporty Training 44 3,240+0,884 2,94040,801 2,52040,927 3,030£0,824
Specialist
Chef 16 3,250+1,081 2,970+1,104 2,770%0,979 3,090+1,037
Training 64 3,020+0,829 2,820+0,828 2,500%0,796 2,870+0,779
Officer 144 3,050+0,994 2,930+0,992 2,590+0,900 2,940+0,927
F= 0,750 0,267 0,472 0,419
p= 0,523 0,849 0,702 0,739

The adequacy of human resources, organizational career management, individual career management, and

career management general scores of the employees do not differ significantly according to the position in the

institution (p>0.05).

Table 9. Variance Analysis Results of Career Management Sub-Dimension Scores by Service Length Variable

Human Resources

Organizational

individual Career

Career Management

Group n Adequacy Career Management Management General
Length of Ort+Ss Ort+ss Ort+Ss Ort+Ss
Service

iei‘:ar and 99 2,890+0,809 2,610+0,743 2,340+0,636 2,710+0,720
2-4 Year 160 3,040+0,958 2,870+0,940 2,540+0,883 2,910+0,891
5-9 Year 64 3,170+0,983 3,060+0,977 2,630+0,946 3,050+0,923
1

Of,):ar and oy 3,290+0,839 3,020+0,826 2,780+0,879 3,130+0,804
F= 0,960 1,456 1,099 1,187

p= 0,412 0,227 0,350 0,315

The adequacy of human resources, organizational career management, individual career management, and

career management general scores of the employees do not differ significantly according to the length of service

(p>0.05).
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Table 10. T-test Results of Career Management Sub-Dimension Scores According to the Variable of Previous
Employment

Human Resources Organizational individual Career Career
Group n Adequacy Career Management Management
Management General
Previous Ort+ss Ort:ss Ort+ss Ortsss
Employment Status
Yes 126 3,310+0,849 3,040+0,875 2,680+0,857 3,130+0,806
No 142 2,880+0,980 2,800+0,964 2,460+0,896 2,790+0,917
= 3,816 2,113 2,068 3,188
p= 0,000 0,036 0,040 0,002

The human resources adequacy scores of those who were previously employed in another job (x=3,310) were
found to be higher than the human resources adequacy scores of those who did not work in another job before

(x=2.880) (t=3.816; p=0<0.05; d=0.467;n2=0.052) .

Organizational career management scores of those who were previously employed in another job (x=3,040) were
higher than those of those who did not work in another job before (x=2,800) (t=2.113; p=0.036<0.05;
d=0.260;n2=0.017) .

CONCLUSION and DISCUSSION

In this part of the study, which was conducted to examine the career management levels of the employees in
sports organizations in terms of different variables, a literature review was made and the relevant findings were

discussed.

In the study we have done, the sub-dimensions of career management (adequacy of human resources, individual
career management and organizational career management); When we look at whether it differs according to
the variables of gender, age, marital status, education status, unit of work, position in the institution, length of
service, working in another job before, it is seen that there is a difference in all sub-dimensions (human resources
management, organizational career management) in the education status variable in the career management
levels of the participants. and individual career management) in favor of graduate students, and our H4
hypothesis was accepted. When we look at the studies in the literature, it was seen that the personnel of the
general directorate of sports did not differ according to the variable of educational status (Yerlikaya,2019) and it
was in contrast to the finding of our study. However, there are studies in which there is a statistically significant
difference between the educational status of the participants and their career satisfaction (Demirdelen & Ulama,
2013; ileri et al. 2009) and they are parallel to our study. Although the sample group is different (hotel businesses
and health sector), it can be said that there may be an increase in career management levels as the education

level increases. Because the determination of career paths is only possible with education.

In the unit variable studied at the career management levels of the participants, a significant difference was
observed in the general scores of human resources management, organizational career management and career
management. which are the sub-dimensions of career management, in favor of the employees in the sports

service, and our H5 hypothesis was partially accepted. In the findings in the literature, personality in individual
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career management was examined and it was determined that sports experts have goal-oriented personality
traits. Although the findings in the literature and our findings are not exactly similar, we can say that since sports
professionals working in sports services are experts in the field of sports management, their goal-oriented
personality means that they can determine their career goals well. On the other hand, in the study conducted by
Yerlikaya, it was seen that career satisfaction scores did not differ according to the unit of work, and we can say

that in our study, there was no difference in the individual dimension of career management.

When the career management levels of the participants are examined according to their previous employment
status, there is a significant difference in the adequacy of human resources and organizational career
management dimensions in favor of those who previously worked in another job. Our H8 hypothesis was partially
accepted. Career requires continuous advancement and seeing and evaluating alternatives in the work
environment. Therefore, individuals working in other jobs will also differ in their career management levels as

they encounter different management styles. Our result is an expected result.

The career management sub-dimension scores of the participants do not differ according to the variables of
gender, age, marital status, position in the institution and years of service. Our H1, H2, H3, H6, H7 hypotheses
were rejected. In the literature, the differentiation status of career satisfaction according to the gender variable
was examined and no significant difference was observed (Ulukdk and Akin, 2016; Yerlikaya, 2019), which is
parallel to our study. When we look at the age variable, Yerlikaya's work shows parallelism. However, the work
of Ulukdk and Akin is contradictory. It can be said that the contrast to our study result is due to the different
sample group being handled. On the other hand, it is thought that the lowest education level of the employees
in sports organizations is undergraduate and they start to work equipped and highly motivated after graduation.

Therefore, it can be thought that factors such as marital status, age and gender will not affect career levels.

As a result, although it is thought that career levels will change due to individual differences, it can be said that
the lack of any difference is due to the sample group discussed. It is recommended that the study be conducted

with different sample groups by considering different individual factors.

RECOMMENDATIONS

It can be suggested that a similar study be conducted by examining the relationship between different variables.
In addition, it is recommended to work with the ministry of youth and sports, physical education teachers and
different youth sports provincial directorates. On the other hand, based on the results, studies can be carried

out to address and support it in institutions.
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SPOR ORGUTLERINDE iSGORENLERIN KARIYER YONETiIMi DUZEYLERINiN iNCELENMESI

0z

Spor sektorl Ulke igin blylk bir dneme sahip olmasi sebebiyle spor orgitlerindeki isgdrenlerin
hassasiyetle isgdormesinin saglanmasi dogrudan basariyi getirecektir. Bu dogrultuda, arastirmanin
amaci spor oOrgitlerinde isgorenlerin kariyer yonetimi dizeylerinin bazi degiskenler agisindan
incelenmesidir. Arastirmanin ¢alisma grubunu farkl illerde spor hizmetleri il mudurliklerinde
isgbren 119’u  (%44,4) kadin, 149’u (%55,6) erkek toplam 268 katilimci olusturmaktadir. Veri
toplama aracinin ilk bolumiinde, katimcilarin kisisel 6zelliklerini belirlemek amaciyla, arastirmaci
tarafindan olusturulan demografik 6zelliklerine iliskin sorular (yas, cinsiyet, egitim durumu, hizmet
yili gibi) yer almaktadir. ikinci bélimde ise isgrenlerin kariyer ydnetim diizeylerini 8lgmek amaciyla
Eroglu, Yavuz Eroglu ve Karakus (2020) tarafindan gelistirilen “Spor Orgiitlerinde Kariyer Yénetimi
Olgegi” kullaniimistir. Olgcek “insan Kaynaklarinin Yeterliligi” “Orgiitsel Kariyer Yénetimi” ve
“Bireysel Kariyer Yonetimi” olmak Uzere 3 alt boyut ve toplamda 30 maddeden olusmaktadir.
Veriler ¢o6zUmlenirken, isgorenlerin tanimlayici 6zelliklerine gore oOlgek dizeylerindeki
farklilasmalarin incelenmesinde t-testi, tek yonli varyans analizi (Anova) ve posthoc (Tukey,LSD)
analizlerinden faydalaniimistir. Etki biylkligiini hesaplamak icin Cohen (d) ve Etakare(n?)
katsayilari kullanilmistir. Calismada kariyer yonetimi alt boyutlarinin (insan kaynaklarinin yeterliligi,
bireysel kariyer yonetimi ve 6rgutsel kariyer yonetimi) ; cinsiyet, yas, medeni durum, 6grenim
durumu, cahsilan birim, kurumdaki pozisyon, hizmet siiresi, daha 6nce baska baska iste calisma
durumu degiskenlerine gore farklilasip farklilasmadigina baktigimizda, arastirma sonuglari,
katilimcilarin 6grenim durumu, calisilan birim ve daha once baska iste ¢alisma durumuna goére
kariyer yonetimi duzeyinde farkhhklar gdstermistir. Ancak, cinsiyet, yas, medeni durum, hizmet
stresi ve kurumdaki pozisyon durumlarina gore kariyer yonetimi (insan kaynaklarinin yeterliligi,
orgultsel kariyer yonetimi, bireysel kariyer yonetimi) dizeyinde farkliliklar gostermemistir. Sonug
olarak, dinamik bir yapiya sahip olan spor orgitlerinin basarisinin arttiriimasi icin isgérenlerin
kariyer yonetimlerinin planlanmasi, yénlendirilmesi ve uygulanmasi gerekmektedir.

Anahtar Kelimeler: Kariyer yonetimi, 6rglitsel kariyer yonetimi, bireysel kariyer yonetimi
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GiRIS

Gegmisten glinlimiize 6rgltlerde gelinen noktaya bakildiginda siiphesiz 6n plana ¢ikan en 6nemli unsurlardan
biri insan kaynaklarinin gerekliligi ve kariyer yénetimidir. isgérenlerin érgiitlerde tatminkar olmasi, érgitiin
amaglariyla kendi amaglarini bittinlestirerek 6rgutsel yasaminda sahip oldugu pozisyonu belirlemesi ve ilerlemesi
dogrudan kariyer yonetiminden duydugu memnuniyetle iliskilidir. Dolayisiyla kariyer kavrami ele alindiginda,
kariyerin bir slire¢ oldugunu ve isgérenin tim yasami boyunca yaptigi isleri ifade ettigini (Rencber ve Bas, 2020)

soyleyebiliriz

isgdrenlerin motivasyonlarinin ve is yasam kalitelerinin artmasi dogrudan kariyer ydnetimi ile iliskilidir. Diger bir
ifadeyle kariyer yonetimi isgérenlerin performansini arttirmakta ve kariyer basamaklarini daha aktif ve basaril
bir sekilde ilerlemesini saglamaktadir. Yazina bakildiginda ayni gorislere rastlanmaktadir (Orpen,1994; Yahya,
Othman ve Meruda, 2004; Kaya ve Ceylan, 2014; Kiiguk, 2012; Buyukyilmaz ve ark, 2018). Kariyer tatmini saglamis
isgorenlerin, kariyer hedeflerinin karsilanmasi orgiit igcinde yardimlagsma, sorunlarin ¢éziilmesi veya hafifletiimesi
ve Orgitin cikarlarini kendi gikarlarindan Gstlin Ustiin tutma, gerginligi azaltici ve yapici davranislarda bulunma
gibi orgltin etkinligine katki saglayan davranislarda bulunmasinda 6nemli rol oynadigi ortaya konulmustur

(Rengber ve Bas, 2020).

Bireysel ve orgiitsel agidan bir¢ok amaci olan kariyer yonetiminin bazi amaglarini (Giney, 2015) siralayacak

olursak;

- lIsletmelerin ilerleyen siiregte ihtiyac duyacagi bilgi-beceri sahibi, yetenekli insan giiciinii tedarik etmeye
yardimci olunmasi

- Gahsanlarin kariyerine dair planlarinin gergeklesmesi strecinin desteklenmesi,

- Cahsanlarin yapmis olduklari isten doyuma ulasmalarinin saglanmasi,

- Galisanlarin is ve kariyerleriyle ilgili olusan beklentilerinin karsilanmasi,

- Galisanlarin ve orgutiin kariyer planlarinin uyumlu hale getirilmesi,

- Cahsanlarla yoneticilerinin arasindaki iletisiminin saglikli hale getirilmesi,

- Gahsanlarin kariyer planlarinin gergekgi olmasina yardimci olunmasi,

- Butlin calisanlara kariyer gelisimi konusunda esit davraniimasinin saglanmasi,

- Galisanlarin orgiitsel hiyerarside yikselme ihtiyaglarinin giderilmesine yardimci olunmasi,

- Hem calisanlarin hem de 6rglitiin performansinin ve veriminin ylikselmesinin saglanmasidir.

Orgiitlerde insan kaynaklari ydnetiminin diizenli calismalariyla bireysel ve 6rgiitsel kariyer ydnetiminin

olusturulmasi isgorenlerin performansinin arttirilmasina paralel 6rgitlerin basarisini da arttirmaktadir.

Orgiit calisanlari, &rgiitsel amaclar icin calisirlar ve érgiite bagh olduklari dlciide kendi hedeflerine ulasabilirler
(Ersoy ve ark, 2014). Spor orgitlerine bakildiginda diger 6rgitlere gére daha dinamik bir yapiya sahip oldugunu

gormekteyiz. Bu dinamiklik isgérenlerin farkli kariyer yollari segmesine olanak tanimaktadir. Spor orgiitlerinin
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basarisi Ulkeye olumlu katkilar sunmaktadir.  Dolayisiyla spor oOgitlerindeki isgérenlerin kariyer yonetimi
dizeylerinin farkli degiskenlere gore farkhlasip farkhlagsmadiginin ortaya konulmasi g¢alismamizin amacini

olusturmaktadir. Bu amag dogrultusunda olusturulan hipotezler asagidaki gibidir;

Ha: isgdrenlerin kariyer yénetimi alt boyut puanlari cinsiyete degiskenine gére farklilasmaktadir.

H.: isgdrenlerin kariyer yénetimi alt boyut puanlari yas degiskenine gére farklilagmaktadir.

Hs: isgdrenlerin kariyer yénetimi alt boyut puanlari medeni durum degiskenine gére farklilagmaktadir.

Ha: isgdrenlerin kariyer yénetimi alt boyut puanlari 8grenim durumu degiskenine gére farklilasmaktadir.

Hs: isgorenlerin kariyer yénetimi alt boyut puanlari calisilan birim degiskenine gére farklilasmaktadir.

He: Isgdrenlerin kariyer yénetimi alt boyut puanlari kurumdaki pozisyon degiskenine gére farklilagmaktadir.

H7: isgdrenlerin kariyer yénetimi alt boyut puanlari hizmet siiresi degiskenine gére farklilasmaktadir.

Hs: isgdrenlerin kariyer yénetimi alt boyut puanlari daha énce baska iste ¢alisma durumu degiskenine gore

farkhlagsmaktadir.

YONTEM

Bu arastirma betimsel tarama modeline gére modellenmistir. Betimleme ydntemi ge¢cmise ya da halen var olan
bir durumu var oldugu sekliyle betimlemeyi amagclayan arastirma yaklasimlaridir (Senyizli, 2013). Bu dogrultuda
spor kurumlarinda isgorenlerin kariyer yénetimi dizeylerinin belirlenmesi amaclandigi icin betimsel tarama

modeline dayanmaktadir.

Mevcut arastirma igin Mus Alparslan Universitesi Bilimsel Arastirma ve Yayin Etigi Kurulunun 28.02.2022 tarih ve

39712 sayili karari ile gerekli onay alinmigtir.
Calisma Grubu

Galisma grubunu farkli illerde spor hizmetleriil madirliklerinde isgoren 119’u (%44,4) kadin, 149’u (%55,6) erkek

toplam 268 katilimci olusturmaktadir. Arastirmaya katilanlarin tanimlayici 6zellikleri asagida verilmistir.

Tablo 1. isgdrenlerin Tanimlayici Ozelliklere Gére Dagilimi

Gruplar Frekans(n) Yiizde(%)
Cinsiyet
Kadin 119 44,4
Erkek 149 55,6
Yas
20-30 69 25,7
31-40 129 48,1
400zeri 70 26,1
Medeni Durum
Evli 168 62,7
Bekar 100 37,3
Ogrenim Durumu

Lise 44 16,4
Universite 188 70,1
Lisansusta 36 13,4
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CGalisilan Birim

Genglik Hizmetleri 185 69,0
Okul Sporlari 25 9,3
Spor Servisi 58 21,6
Kurumdaki Pozisyon

Sportif Egitim Uzmani 44 16,4
Sef 16 6,0
Antrenor 64 23,9
Memur 144 53,7

Hizmet Suresi
1Yildan Az 20 7,5
2-4 Yil 160 59,7
5-9Yil 64 23,9
10 Yil ve Uzeri 24 9,0

Daha Once Bagka iste Calisma Durumu

Evet 126 47,0
Hayir 142 53,0

isgbrenlar cinsiyete gére 119'u (%44,4 ) kadin, 149'u (%55,6) erkek olarak dagiimaktadir. isgdrenlar yasa gére
69'u (%25,7) 20-30, 129'u (%48,1) 31-40,70'i (%26,1) 40 {izeri olarak dagilmaktadir. isgérenlar medeni duruma
gore 168'i (%62,7) evli, 100'l (%37,3) bekar olarak dagiimaktadir. isgdrenler 6grenim durumuna gére44'i (%16,4)
lise, 188'i (%70,1) Universite,36'si (%13,4) lisansiistii olarak dagilmaktadir. isgérenlar galisilan birime gére 185'i
(%69,0) genglik hizmetleri, 25'i (%9,3) okul sporlari, 58'i (%21,6) spor servisi olarak dagilmaktadir. isgérenlar
kurumdaki pozisyona gére 44'l (%16,4) sportif egitim uzmani, 16's1 (%6,0) sef, 64'l (%23,9) antrendr, 144'G
(%53,7) memur olarak dagilmaktadir. isgérenler hizmet siiresine gére20'si (%7,5) 1 yildan az, 160" (%59,7) 2-4
yil, 64'( (%23,9) 5-9yil, 24'U (%9,0) 10 yil ve (izeri olarak dagilmaktadir. isgérenler daha &nce baska iste calisma
durumuna gore 126'si (%47,0) evet, 142'si (%53,0) hayir olarak dagilmaktadir.

Veri Toplama Araglari

isgbérenlerin kariyer ydnetim diizeylerini élcmek amaciyla Eroglu, Yavuz Eroglu ve Karakus (2020) tarafindan
gelistirilen “Spor Orgitlerinde Kariyer Yoénetimi Olgegi” kullanilmistir. Olgek “insan Kaynaklarinin Yeterliligi”
“Orgiitsel Kariyer Yénetimi” ve “Bireysel Kariyer Yonetimi” olmak {izere 3 alt boyut ve toplamda 30 maddeden
olusmaktadir. Olgek “Tamamen Katiliyorum”, “katiliyorum”, “kararsizim”, “katilmiyorum” ve “hic katilmiyorum”

arasinda degisen 5’li Likert tipi bir dlcektir.
Verilerin istatistiksel Analizi

Arastirmaya katilan isgorenlerin tanimlayici 6zelliklerinin belirlenmesinde frekans ve yilizde analizlerinden,
Olgegin incelenmesinde ortalama ve standart sapma istatistiklerinden faydalanilmistir. Arastirma degiskenlerinin
normal dagihm gosterip gostermedigini belirlemek Gzere Kurtosis (Basiklik) ve Skewness (Carpiklk) degerleri
incelenmistir (Tablo 2). ilgili literatiirde, degiskenlerin basiklik carpiklik degerlerine iliskin sonuglarin +1.5 ile -1.5
(Tabachnick ve Fidell,2013), +2.0 ile- 2.0 (George ve Mallery,2010) arasinda olmasi normal dagilim olarak kabul

edilmektedir. isgérenlerin tanimlayici 6zelliklerine gére lcek diizeylerindeki farklilasmalarin incelenmesinde t-
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testi, tek yonli varyans analizi (Anova) ve posthoc (Tukey, LSD) analizlerinden faydalanilmistir. Etki blyGklGgiinG
hesaplamak i¢in Cohen (d) ve Etakare(n?) katsayilari kullaniimistir. Etki blyikligu gruplar arasindaki farkin dnemli
kabul edilecek biyuk bir fark olup olmadigini gostermektedir. Cohendegeri 0.2: kiigiik;0.5: orta;0.8: biiyiik olarak,

etakare degeri0.01: kigik;0.06: orta;0.14: buyik olarak degerlendirilmektedir (Blylikodztlrk ve digerleri,2018).

Bu calismada Mus Alparslan Universitesi Bilimsel Arastirma ve Yayin Etik Kurulu'nun 28.02.2022 tarih ve 39712

saylili karari ile mevcut arastirma igin gerekli izin alinmistir.
BULGULAR

isgbrenlerin kariyer ydnetimine ydnelik; aritmetik ortalama, standart sapma ve minimum-maksimum diizeyleri

asagida yer almaktadir.

Tablo 2. Kariyer Yonetimi Puan Ortalamalari

N Ort Ss Min. Maks. Kurtosis Skewness Alpha
insan Kaynaklarinin Yeterliligi 268 3,090 0,944 1,000 5,000 -0,431 -0,285 0,957
Orgiitsel Kariyer Yénetimi 268 2,910 0,929 1,000 5,000 -0,343 -0,030 0,944
Bireysel Kariyer Yonetimi 268 2,570 0,883 1,000 5,000 -0,058 0,423 0,958
Kariyer Yonetimi Genel 268 2,950 0,881 1,000 5,000 -0,292 -0,169 0,976

isgbérenlerin “insan kaynaklarinin yeterliligi” ortalamasi orta 3,090 + 0,944 (Min=1;Maks=5), “6rgiitsel kariyer
yonetimi” ortalamasi orta 2,910 + 0,929 (Min=1;Maks=5), “bireysel kariyer yénetimi” ortalamasi zayif 2,570 +
0,883 (Min=1;Maks=5), “kariyer yonetimi genel” ortalamasi orta 2,950 * 0,881 (Min=1;Maks=5), olarak

saptanmigtir.

Kariyer yonetimi puanlarinin tanimlayici 6zelliklere gore farklilasma durumunu incelemek igin yapilan analiz

sonuglari asagida verilmistir.

Tablo 3. Kariyer Yonetimi Alt Boyut Puanlarinin Cinsiyet Degiskenine Gore t-testi Sonuglari

Grup n insan Kaynaklarinin Orgiitsel Kariyer Bireysel Kariyer Kariyer Yonetimi
Yeterliligi Yonetimi Yonetimi Genel
Cinsiyet OrtSS OrtSS OrtSS Ort+SS
Kadin 119 3,11040,942 3,010+0,962 2,610+0,853 3,000£0,893
Erkek 149 3,060£0,948 2,830+0,898 2,530+0,908 2,91040,873
t= 0,414 1,515 0,695 0,831
p= 0,679 0,131 0,488 0,407

isgdrenlerin insan kaynaklarinin yeterliligi, drgiitsel kariyer ydnetimi, bireysel kariyer yénetimi, kariyer yénetimi

genel puanlari cinsiyete gore anlamli farkllik géstermemektedir (p>0.05).
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Tablo 4. Kariyer Yonetimi Alt Boyut Puanlarinin Yas Degiskenine Gore Varyans Analizi Sonuglari

Grup n insan Kaynzj\li!?rlnm 6rgﬁtsel I'(ar_iyer Birey"sel K'ar_iyer Kariyer Yonetimi Genel
Yeterliligi Yonetimi Yonetimi

Yas OrtSS Ort£SS Ort£SS Ort£SS

20-30 69 3,130+0,951 2,95040,921 2,610+0,936 2,990+0,891
31-40 129 3,110+0,904 2,880+0,902 2,61040,831 2,960+0,848
400zeri 70 3,010+1,017 2,930+0,997 2,440+0,924 2,890+0,939

F= 0,338 0,125 0,927 0,229

p= 0,714 0,882 0,397 0,795

isgbérenlerin insan kaynaklarinin yeterliligi, orgiitsel kariyer yonetimi, bireysel kariyer yénetimi, kariyer yénetimi

genel puanlari yasa gére anlamli farklilik géstermemektedir (p>0.05).

Tablo 5. Kariyer Yonetimi Alt Boyut Puanlarinin Medeni Durum Degiskenine Gore t-testi Sonuglari

insan Kaynaklarinin Orgiitsel Kariyer Bireysel Kariyer I'('arly.er.
Grup n R PR Yonetimi
Yeterliligi Yoénetimi Yoénetimi
Genel
Medeni Durum Ort+SS Ort+SS Ort+SS Ort+SS
Evli 168 3,130+0,938 2,940+0,964 2,560+0,893 2,980+0,888
Bekar 100 3,010+0,954 2,860+0,869 2,580+0,871 2,890+0,872
t= 0,963 0,734 -0,194 0,750
p= 0,336 0,464 0,846 0,454

isgdrenlerin insan kaynaklarinin yeterliligi, drgiitsel kariyer ydnetimi, bireysel kariyer yénetimi, kariyer yénetimi

genel puanlari medeni duruma goére anlamli farklilik gostermemektedir (p>0.05).

Tablo 6. Kariyer Yénetimi Alt Boyut Puanlarinin Ogrenim Durumu Degiskenine Gére Varyans Analizi Sonuglari

Grup n insan Kaynaklarinin Orgiitsel Kariyer Bireysel Kariyer Kariyer Yénetimi
Yeterliligi Yonetimi Yonetimi Genel

Ogrenim Ort+5s Ort+ss Ort+ss Ort+Ss

Durumu

Lise 44 2,410+0,923 2,410+0,963 2,100+0,820 2,360+0,858

Universite 188 3,24010,869 3,040+0,864 2,650+0,837 3,080+0,812

Lisansusti 36 3,100+1,006 2,860+1,027 2,690+1,023 2,96040,981

F= 15,219 8,704 7,899 13,130

p= 0,000 0,000 0,000 0,000

PostHoc= 2>1,3>1(p<0.05) 2>1,3>1(p<0.05) 2>1,3>1(p<0.05) 2>1,3>1(p<0.05)

isgdrenlerin insan kaynaklarinin yeterliligi puanlari 6grenim durumuna gére anlaml farkliik géstermektedir
(F=15,219;p=0<0.05;n?=0,103). Farkin nedeni 6grenim durumu lniversite olanlarin insan kaynaklarinin yeterliligi
puanlarinin 6grenim durumu lise olanlarin insan kaynaklarinin yeterliligi puanlarindan yiksek olmasidir (p<0.05).
Ogrenim durumu lisansiistii olanlarin insan kaynaklarinin yeterliligi puanlarinin 8grenim durumu lise olanlarin

insan kaynaklarinin yeterliligi puanlarindan yiiksek olmasidir (p<0.05).

isgérenlerin orgiitsel kariyer ydnetimi puanlari 6grenim durumuna gore anlamli farklilik gostermektedir
(F=8,704;p=0<0.05;n%=0,062). Farkin nedeni &grenim durumu universite olanlarin érgiitsel kariyer yénetimi

puanlarinin 6grenim durumu lise olanlarin 6rgiitsel kariyer yonetimi puanlarindan yiksek olmasidir (p<0.05).
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Ogrenim durumu lisansiistii olanlarin orgiitsel kariyer ydénetimi puanlarinin égrenim durumu lise olanlarin

orgutsel kariyer yonetimi puanlarindan yiiksek olmasidir (p<0.05).

isgdrenlerin bireysel kariyer ydnetimi puanlari &grenim durumuna gére anlaml farkhilik gdstermektedir
(F=7,899;p=0<0.05;n2=0,056). Farkin nedeni dgrenim durumu Universite olanlarin bireysel kariyer yénetimi
puanlarinin 6grenim durumu lise olanlarin bireysel kariyer yonetimi puanlarindan yliksek olmasidir (p<0.05).
Ogrenim durumu lisansuistii olanlarin bireysel kariyer ydnetimi puanlarinin 6grenim durumu lise olanlarin bireysel

kariyer yonetimi puanlarindan yiiksek olmasidir (p<0.05).

isgdrenlerin kariyer yénetimi genel puanlari 8grenim durumuna gére anlamli farklihk géstermektedir (F=13,130;
p=0<0.05; n?=0,090). Farkin nedeni dgrenim durumu Universite olanlarin kariyer yénetimi genel puanlarinin
dgrenim durumu lise olanlarin kariyer yénetimi genel puanlarindan yiiksek olmasidir (p<0.05). Ogrenim durumu
lisansUstl olanlarin kariyer yonetimi genel puanlarinin 6grenim durumu lise olanlarin kariyer yonetimi genel

puanlarindan yiiksek olmasidir (p<0.05).

Tablo 7. Kariyer Yonetimi Alt Boyut Puanlarinin Calisilan Birim Degiskenine Gére Varyans Analizi Sonuglari

Grup n insan Kaynaklarinin Orgiitsel Kariyer Bireysel Kariyer Kariyer Yonetimi
Yeterliligi Yonetimi Yonetimi Genel

Cahisilan Birim Ort+SS Ort+SS Ort+SS Ort+SS

Genlik 185 3,05040,927 2,880+0,909 2,550+0,856 2,920+0,856

Hizmetleri

Okul Sporlari 25 2,73041,196 2,560+1,189 2,280+1,105 2,600+1,154

Spor Servisi 58 3,360+0,812 3,150+0,816 2,750+0,836 3,190+0,772

F= 4,424 3,829 2,669 4,389

p= 0,013 0,023 0,071 0,013

PostHoc= 3>1,3>2(p<0.05) 3>2(p<0.05) 3>1,3>2(p<0.05)

isgérenlerin insan kaynaklarinin yeterliligi puanlari ¢alisilan birime goére anlamli farklhlik gdstermektedir (F=4,424;
p=0.013<0.05;n?=0,032). Farkin nedeni spor servisinde isgérenlerin insan kaynaklarinin yeterliligi puanlarinin
genglik hizmetlerinde isgdrenlerin insan kaynaklarinin yeterliligi puanlarindan yiiksek olmasidir (p<0.05). Spor
servisinde isgorenlerin insan kaynaklarinin yeterliligi puanlarinin okul sporlarinda isgérenlerin insan kaynaklarinin

yeterliligi puanlarindan yliksek olmasidir (p<0.05).

isgdrenlerin drgiitsel kariyer yénetimi puanlari ¢alisilan birime gére anlamli farkhlik gdstermektedir (F=3,829;
p=0.023<0.05;n%=0,028). Farkin nedeni spor servisinde isgdrenlerin drgiitsel kariyer yénetimi puanlarinin okul

sporlarinda isgorenlerin 6rgitsel kariyer yonetimi puanlarindan yiksek olmasidir (p<0.05).

isgbérenlerin kariyer yénetimi genel puanlari calisilan birime goére anlamh farkhlik géstermektedir (F=4,389;
p=0.013<0.05;n=0,032). Farkin nedeni spor servisinde isgérenlerin kariyer yénetimi genel puanlarinin genclik
hizmetlerinde isgorenlerin kariyer yonetimi genel puanlarindan yiiksek olmasidir (p<0.05). Spor servisinde
isgorenlerin kariyer yonetimi genel puanlarinin okul sporlarinda isgérenlerin kariyer yénetimi genel puanlarindan
yiiksek olmasidir (p<0.05). isgdrenlerin bireysel kariyer yénetimi puanlari calisilan birime gére anlamh farklilik

gostermemektedir (p>0.05).
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Tablo 8. Kariyer Yonetimi Alt Boyut Puanlarinin Kurumdaki Pozisyon Degiskenine Gére Varyans Analizi Sonuglari

Grup n

insan Kaynaklarinin

Orgiitsel Kariyer

Bireysel Kariyer

Kariyer Yonetimi

Yeterliligi Yénetimi Yonetimi Genel
Kurumdaki Ort+Ss Ort+5s Ort+Ss Ort+Ss
Pozisyon
32‘;:;';|Eg't'm a4 3,240+0,884 2,940+0,801 2,52040,927 3,03040,824
sef 16 3,250+1,081 2,970+1,104 2,770+0,979 3,090+1,037
Antrenér 64 3,02040,829 2,820+0,828 2,500+0,796 2,870+0,779
Memur 144 3,050+0,994 2,930+0,992 2,590+0,900 2,940+0,927
F= 0,750 0,267 0,472 0,419
p= 0,523 0,849 0,702 0,739

isgbérenlerin insan kaynaklarinin yeterliligi, orgiitsel kariyer ydnetimi, bireysel kariyer yénetimi, kariyer yénetimi

genel puanlari kurumdaki pozisyona gore anlamli farklilk géstermemektedir (p>0.05).

Tablo 9. Kariyer Yonetimi Alt Boyut Puanlarinin Hizmet Suresi Degiskenine Gore Varyans Analizi Sonuglar

insan Kaynaklarinin

Orgiitsel Kariyer

Bireysel Kariyer

Kariyer Yonetimi

Grup n Yeterliligi Yénetimi Yénetimi Genel
Hizmet Ort+5s Ort+5s Ort+SS Ort+5s
Suresi

1YidanAz 20 2,890+0,809 2,610+0,743 2,340+0,636 2,710£0,720
2-4 Vil 160 3,040+0,958 2,870+0,940 2,540+0,383 2,910+0,891
5-9 Vil 64 3,170+0,983 3,060+0,977 2,630+0,946 3,050+0,923
32;': ve 24 3,290+0,839 3,020+0,826 2,7800,879 3,13040,804
F= 0,960 1,456 1,099 1,187

p= 0,412 0,227 0,350 0,315

isgbérenlerin insan kaynaklarinin yeterliligi, drgiitsel kariyer ydnetimi, bireysel kariyer yénetimi, kariyer ydnetimi

genel puanlari hizmet siiresine goére anlamli farklilik gostermemektedir (p>0.05).

Tablo 10. Kariyer Yonetimi Alt Boyut Puanlarinin Daha Once Baska iste Calisma Durumu Degiskenine Gére t-
testi Sonuglari

insan Kaynaklarinin Orgiitsel Kariyer Bireysel Kariyer Kariyer Yonetimi

Grup n

Yeterliligi Yonetimi Yonetimi Genel
Daha Once Baska Ort+ss Ort£ss Ort+ss Ort£ss
Iste Calisma Durumu
Evet 126 3,310+0,849 3,040+0,875 2,680+0,857 3,130+0,806
Hayir 142 2,880+0,980 2,800+0,964 2,46010,896 2,790+0,917
t= 3,816 2,113 2,068 3,188
p= 0,000 0,036 0,040 0,002

Daha o6nce baska iste isgorenlerin insan kaynaklarinin yeterliligi puanlari (x=3,310), daha 6nce baska iste
¢alismayanlarin insan kaynaklarinin yeterliligi puanlarindan (x=2,880) yiksek bulunmustur (t=3,816; p=0<0.05;
d=0,467;n?=0,052).

Daha o6nce baska iste isgorenlerin orgutsel kariyer yonetimi puanlari (x=3,040), daha Once baska iste
¢alismayanlarin orgiitsel kariyer yonetimi puanlarindan (x=2,800) yiiksek bulunmustur (t=2,113; p=0.036<0.05;
d=0,260;n?=0,017).
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TARTISMA ve SONUC

Spor orgitlerinde isgdrenlerin kariyer yonetimi dlzeylerinin farkli degiskenler agisindan incelenmesi amaciyla

yapilan ¢alismanin bu boéliminde literatir taramasi yapilmis olup konuyla ilgili bulgular tartisilmistir.

Yapmis oldugumuz calismada kariyer yonetimi alt boyutlarinin (insan kaynaklarinin yeterliligi, bireysel kariyer
yonetimi ve orglitsel kariyer yonetimi); cinsiyet, yas, medeni durum, 6grenim durumu, ¢ahsilan birim, kurumdaki
pozisyon, hizmet siiresi, daha Once bagka baska iste galisma durumu degiskenlerine gore farklilagip
farkhlagsmadigina baktigimizda, katiimcilarin kariyer yonetimi diizeylerinde 6grenim durumu degiskeninde btiin
alt boyutlarinda (insan kaynaklari yénetimi, 6rgltsel kariyer yonetimi ve bireysel kariyer yonetimi) lisansisti
olanlar lehine anlamli farkllik goriilmis olup Ha hipotezimiz kabul edilmistir. Yazinda yer alan galismalara
bakildiginda, spor genel midiirliigl personelinin egitim durumu degiskenine gore farklilasmadigi (Yerlikaya,2019)
ve calismamiz bulgusuna tezat oldugu gorilmastir. Ancak katihmcilarin egitim durumlari ile kariyer tatmini
arasinda istatistiksel olarak anlamh farkhhk oldugu tespit edilen ¢alismalar mevcuttur (Demirdelen ve Ulama,
2013; ileri ve dig. 2009) ve calismamiza paralellik gdstermektedir. Her ne kadar érneklem grubu farkl olsa da
(otel isletmeleri ve saglik sektor) egitim dizeyi arttikca kariyer yonetimi diizeylerinde de artis olabilecegi

soylenebilir. Canki kariyer yollarinin belirlenmesi ancak egitimle miimkiin olmaktadir.

Katiimcilarin kariyer yonetimi dizeylerinde calisilan birim degiskeninde kariyer yénetimi alt boyutlarindan insan
kaynaklari yonetimi, 6rgltsel kariyer yonetimi ile kariyer yénetimi genel puanlarinda spor servisinde isgérenler
lehine anlamli farkhlik gériilmis olup Hs hipotezimiz kismen kabul edilmistir. Yazinda yer alan bulgularda bireysel
kariyer yonetiminde kisilige bakilmis ve spor uzmanlarinin hedef yonelimli kisilik 6zelligine sahip olduklari tespit
edilmistir. Her ne kadar yazinda yer alan bulgu ile bizim bulgumuz bire bir benzer olmasa da spor servisinde
isgdren spor uzmanlari spor yonetimi alaninda uzman bireylerden olustugu icin hedef yonelimli kisiligi olmalari
kariyer hedeflerini iyi belirleyebilmeleri anlamini tasidigini séyleyebiliriz. Diger taraftan Yerlikaya’nin yapmis
oldugu calismada kariyer tatmini puanlarinin calisilan birime goére farklilasmadigi gorilmis olup bizim

¢alismamizda kariyer yénetiminin bireysel boyutunda fark ¢cikmamasiyla paralellik gdsterdigini sdyleyebiliriz.

Katiimcilarin kariyer yonetimi diizeylerinde daha 6nce baska iste ¢alisma durumuna gore bakildiginda insan
kaynaklarinin yeterliligi ve orgitsel kariyer yonetimi boyutlarinda daha 6nce baska iste ¢alisanlar lehine anlamli
farklilik gériilmistir. Hg hipotezimiz kismen kabul edilmistir. Kariyer strekliilerleme ve is ortaminda alternatifleri
gorme ve degerlendirmeyi gerektirir. Dolayisiyla bagka iste isgéren bireyler farkli ydnetim sekilleriyle
karsilastiklari icin kariyer yonetimi dizeylerinde de farklilik gésterecektir. Ortaya ¢ikan bulgumuz beklenen bir

sonugctur.

Katilimcilarin kariyer yonetimi alt boyut puanlari cinsiyet, yas, medeni durum, kurumdaki pozisyon ve hizmet yili
degiskenlerine gore farklilasmamaktadir. Hi, Hz, Hs, Hs, H7 hipotezlerimiz reddedilmistir. Yazinda kariyer
tatmininin cinsiyet degiskenine gore farkhlasma durumlarina bakilmis ve anlamli farklilik gérilmemis olup (
Ulukdk ve Akin, 2016; Yerlikaya, 2019 ) ¢alismamiza paralellik géstermektedir. Yas degiskenine baktigimizda

Yerlikaya’nin ¢alismasi paralellik gostermektedir. Ancak Ulukok ve Akin’in ¢alismasi tezat gérilmektedir. Calisma
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bulgumuza tezat olmasi farkh 6érneklem grubunun ele alinmasindan kaynaklandigi séylenebilir. Diger taraftan
spor oOrgutlerinde isgorenlerin en dlstk egitim dlzeyi lisans olup mezuniyetten sonra donaniml ve
motivasyonlari ylksek bir sekilde ise basladiklari diistinilmektedir. Dolayisiyla medeni durum, yas ve cinsiyet gibi

faktorler kariyer diizeylerini etkilemeyecegi dustnulebilir.

Sonug olarak, bireysel farklardan dolayl kariyer dizeylerinin degisecegi duslnillse de herhangi bir farkin
¢ikmamasi ele alinan érneklem grubundan kaynaklandigi soylenebilir. Calisma farkl 6rneklem gruplariyla farkh

bireysel faktorler ele alinarak yapilmasi 6nerilir.

ONERILER

Benzer calisma farkli degiskenler ile arasindaki iliski incelenerek yapilmasi 6nerilebilir. Ayrica benzer ¢alisma
gengclik ve spor bakanligi, beden egitimi 6gretmenleri ve farkh genglik spor il madurlikleri ile galisilmasi 6nerilir.

Diger taraftan g¢ikan sonuglardan yola ¢ikarak kurumlarda ele alinmasi ve desteklenmesi igin galismalar yapilabilir.

Etik Metni

Bu makalede dergi yazim kurallarina, yayin ilkelerine, arastirma ve yayin etigi kurallarina, dergi etik kurallarina

uyulmustur. Makale ile ilgili dogabilecek her tiirli ihlallerde sorumluluk yazarlara aittir.

Mevcut arastirma igin Mus Alparslan Universitesi Bilimsel Arastirma ve Yayin Etigi Kurulunun 28.02.2022 tarih ve

39712 sayili karari ile gerekli onay alinmigtir.

Yazarlarin Katki Orani Beyani: Bu arastirmaya birinci yazar % 60 ikinci yazar %40 oraninda katkida bulunmustur.
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