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Abstract: This study aims to examine the key predictors between career maturity and career decision-
making self-efficacy on career adaptability among students in the Foundation Studies for the 

Agricultural Science programme at Universiti Putra Malaysia (UPM). A quantitative research design 

using a questionnaire consists of career maturity, career decision-making self-efficacy and career 

adaptabilities was disseminated to the respondents. Using the cluster sampling method, a total of 329 
students were involved in the study. The results indicate that these variables are significantly correlated 

and suggest that students who are able to have more career maturity or have more self-efficacy in their 

careers are more susceptible to self-adaptation. Employing hierarchical multiple regression analysis, it 
was discovered that career competency is the best predictor of career adaptability in relation to career 

maturity. Meanwhile, career goal-selection and career planning are the best predictors of career 

adaptability in relation to career decision-making self-efficacy. This study found that developing career 

maturity with a focus on students’ career competency and career decision-making self-efficacy with an 
emphasis on career goal-selection and career planning in higher education plays an important role in 

enhancing their overall career adaptability and preparing them for future career success. 

 
Keywords: Career adaptability, career maturity, decision-making, self-efficacy 

 

1. Introduction 
 

The rapid changes in the nature of employment structures have coincided with the advancement of 

technology and influenced the current generation. Technology can be the creator of new jobs, but can 

also be the destroyer that wipes out swaths of jobs (Mashelkar, 2018). Competitiveness between human 
and technology will affect the employment of low-level labour force, while increasing the employment 

of qualified labour force at the same time (Bal & Erkan, 2019). As a result, the labour market will 

become more competitive and ambiguous, resulting in increased unemployability, job insecurity, and 
forced career transitions for workers, particularly among young people (Di Maggio et al., 2020). This 

then creates the necessity for the younger generation to be able to adapt to the new challenges of 

employment in order to survive in the future. Therefore, in order to prepare students with the work and 
barriers they will face in career advancement, they will be required to have the cognitive flexibility to 

aggressively and holistically deal with complex problems in their future career, rather than being bound 

by their field of study and examination alone (Yıldız-Akyol & Boyacı, 2020). One of the resolutions is 

by developing students’ career adaptability to meet the challenges of today’s global economy.   
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Career adaptability, as conceptualized by Savickas (1997), is a psychological construct that 
refers to the ability of an individual to use their resources in dealing with a task and transitioning into 

an occupation and unpredictable adjustment in work and working condition. Glavin (2013) stated that 

career adaptability reflects an individual’s readiness to prepare resources for recurring career choices, 

transfer of jobs, and work traumas that have resulted from global post-corporate economy. Individuals 
with high levels of career adaptability, as explained by Savickas and Porfeli (2012), are able to become 

concerned with preparing their career task, have the control in becoming responsible towards their 

career development, display the curiosity to think about the self in various situations and roles by 
exploring possible future selves and collecting information regarding career opportunities, and have the 

confidence to face challenges in their future career and succeed in resolving any career-related 

problems.  
According to Monteiro and Almeida (2015), fostering individuals with the four career 

adaptability resources during their studies in higher education will help students with their career 

development, particularly in adapting to environmental changes and transitioning from school-to-work. 

Based on the career construction theory, which was proposed by Savickas (2013), adaptation is 
necessary for individuals to negotiate changing contexts such as work transitions. Besides that, students 

will be able to gain confidence towards their futures, which will subsequently lead to life satisfaction 

(Cabras & Mondo, 2014) where they done mind spending extra  time  and  effort  for  their task (Halim 
et al., 2021) and learn to deal with future career life difficulties (Hui et al., 2018). In terms of preparing 

for career advancement, factors that influence career adaptability have been studied numerous times. 

According to Joo et al. (2018) and Stead et al. (2021), one of the factors that have been thoroughly 
researched and can influence career adaptability is career self-efficacy. This is supported by Savickas 

et al. (2018), who stated that self-efficacy is an important factor in the model of career adaptation and 

situated between adaptability resources (career adaptability subcomponents) and adapting responses 

(refer to Rudolph et al. (2017): career planning, career exploration, occupational belief, and career 
decision-making). Rudolph et al. (2017) also pointed out that the origin country of the participants has 

been found to be an important moderator for measuring the relationship between career decision self-

efficacy and career adaptability. Therefore, it is crucial to understand the influence of the career decision 
self-efficacy dimension on career adaptability in the local context, particularly in Malaysia. 

Another factor that needs to be taken into account in this study is career maturity. According to 

Savickas (2002), attitude, belief, and competency in the career maturity model are fundamental 

dimensions towards career adaptability, and the main concept in career construction theory. Savickas 
(2002) added that career maturity occurs when the knowledge requirements in each stage of career 

development are magnificently achieved in line with age transition. Based on Super’s career 

development lifespan theory (Super, 1990), university students at the age of 18 to 21 are in the career 
development stage of specialization, including moving from the selection of various career options to 

career selection. Hence, this research is significantly relevant for the student in the Foundation Studies 

since their age was at specialization career development stage. At this stage, students were lack of 
knowledge and information about the job or career, as well as failure to recognize one’s own needs and 

abilities more deeply indicates a weakness in the level of maturity of an individual’s career. Therefore, 

it is appropriate to identify the relationship and influence of career maturity on career adaptability.    

Generally, many studies have been conducted to explore the predictors of career adaptability 
among employees and university students such as professional development-related features and 

psychological factors (Bocciardi et al., 2017), competencies and personality (AlKhemeiri & Khalid, 

2020), and social support (Ghosh & Fouad, 2017). However, only a few researches have been done 
extensively in Malaysia, and these comprised of graduated university students. An example is the study 

on the contribution of personal factors (Anas & Hamzah, 2020; Yahya et al., 2019) and career decision 

self-efficacy (Hamzah et al., 2021). Meanwhile, instead of evaluating only general career adaptability, 
there is also a lack in the study on the identification of the influence of the key components of career 

maturity and career decision-making self-efficacy on the subcomponents of career adaptability in 

Malaysia. 

Hence, the present study aims to examine the dimension of career maturity (attitude and 
competencies) and career decision-making self-efficacy (self-appraisal, occupational information, goal-

selection, planning, and problem-solving) in predicting career adaptability resources (concern, control, 

curiosity, and confidence).   
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2. Literature Review 

 

2.1 Career Maturity and Career Adaptability 

 
Career maturity is described as an individual’s ability to adjust to developmental task at a 

specific stage in their life; this ability includes both affective and cognitive elements (Super & Kidd, 

1979). Individuals with a high level of career maturity during the exploration stage of life are more 
likely to choose a future career and to be satisfied once they reach the establishment stage of life, 

according to Crites (1976). It also enables them to prepare for making the right decision based on 

adequate and realistic information about the career choice that is appropriate for their age (Walker, 
2010). Meanwhile, individuals who are unaware and unable to identify their own needs and capabilities 

in profundity have shown inadequacy in their career maturity, in addition to impacting their career 

adaptability when they encounter a real-life career environment. Individuals who are highly adaptive 

might be constructively dissatisfied with their work, as discovered by Rudolph et al. (2015). This applies 
especially to the current global labour market, where people who are more adaptable may not have to 

be as satisfied with their jobs because they know that they can swiftly move into another.  

 A previous study related to career maturity has indicated a positive relationship and is able to 
help to improve the ability of career adaptability and vice versa (Seifert, 1994; Tolentino et al., 2013). 

The curiosity and self-confidence dimensions of career adaptation have been found in previous studies 

to be positively associated with career maturity (Savickas & Porfeli, 2012). Savickas (2013) pointed 
out from his career construction theory that attitude and competency in the career maturity model are 

the basic dimensions towards the ability of career adaptability. Attitudes refer to the emotions or 

feelings of individuals when making career choices and venturing into the world of work. Competence, 

on the other hand, looks at the information and competencies possessed by an individual in relation to 
a career and how much planning skills are needed to make career decisions. As a consequence, career 

maturity makes a significant addition to Career Development Theory due to the fact that career 

development can occur concurrently with chronological age progression.  
Anas and Hamzah (2020) suggested that attitude should be inculcated, especially in new 

graduates who are entry-level employees. The ability to adapt among employees will improve the 

quality of work in a new or changed environment. The findings from Dini Natasya and Ariani Wulansari 

(2019) indicated that a career attitude without limits has a positive and significant influence on career 
adaptation. This means that career attitudes can enhance the ability of career adaptability in individuals, 

and the broader a person is in being open-minded, the better his career adaptation will be. Besides that, 

Monteiro and Almeida (2015) mentioned that individuals who have more positive attitudes towards 
work transition with higher levels of control can be better prepared to deal with the tasks inherent to 

that challenge. 

Career adaptability was predicted by career competences, according to Akkermans et al. (2018) 
and Safavi and Bouzari (2019). Akkermans et al. (2018) also added that career competency is 

interconnected with achieving life satisfaction. Therefore, employees in their early careers, particularly 

recent graduates who have invested in career competencies, have a greater chance of long-term career 

success (Blokker et al., 2019). However, it depends on the individual’s proactive efforts (AlKhemeiri 
& Khalid, 2020).   

 

2.2 Career Decision-Making Self-Efficacy and Career Adaptability 

 

Self-efficacy can be defined as an individual’s belief towards their ability to achieve goals; for instance, 

to perform a certain task or behaviour successfully and is postulated to influence behavioral choices, 
performance, and persistence (Bandura, 1978). Although self-efficacy theory has been numerously 

implemented in the particular context of career behaviours, Betz et al. (1996) have mentioned self-

efficacy in career decision-making as one of the most widely known psychometric characteristics worth 

studying for career development from the process of making a career decision. Career decision-making 
self-efficacy (CDMSE), as described by Betz et al. (1996) and Betz and Hackett (2006), is an 

individual’s ability to believe that they can successfully complete tasks necessary for making career 
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decisions. Bozgeyikli and Eroğlu (2009) also added that CDMSE is regarded as an individual’s ability 
to manage and implement the actions required to achieve a set of performance goal. 

 Preparing students with CDMSE is important in successful school-to-work transition and 

adaptation (Kim et al., 2015; Pinquart et al., 2003). Savickas et al. (2018) emphasized that, by increasing 

individuals’ self-efficacy, it will help them to succeed in future career developmental tasks and further 
fostering career adaptability. However, if the students have low self-efficacy, their performance will 

also decrease due to lack of self-belief, particularly their confidence, as well as mastery of knowledge 

and skills in the target career field. This has been pointed out by Boyd and Vozikis (2017) that self-
efficacy will influence students’ attitudes and intentions or tendencies that will ultimately change their 

behaviour, especially towards the process of career development. A study by Hamzah et al. (2021) has 

demonstrated that CDMSE has an impact on career decisions, achievements, as well as adjustment 
behaviours, all of which are essential for the development of career adaptability.  

 Previous studies related to CDMSE have shown that self-efficacy among students in higher 

education has a positive relationship with career adaptability (Duffy et al., 2015; Ebenehi et al., 2016; 

Guan et al., 2016; Işık et al., 2018; Shin et al., 2019). Besides that, self-efficacy has also been found to 
be the largest predictor of variance influence in career adaptability (Ebenehi et al., 2016; Karacan-

ozdemir & Yerin Guneri, 2017). A meta analysis carried out by Rudolph et al. (2017) has found that 

career adaptability is positively related to CDMSE. Meanwhile, the meta analysis conducted by Stead 
et al. (2021) revealed that CDMSE is positively related to career adaptability resources, with control, 

concern, and curiosity having slightly higher relationships with CDMSE than confidence. Furthermore, 

a study by Bocciardi et al. (2017) indicated that the concern and curiosity dimensions of career 
adaptability are strongly predicted by career self-efficacy factors.    

 Santos et al. (2018) suggested that, in order to improve CDMSE, intervention that is central to 

career adaptability has to focus on the foundations for self-appraisal, goal-selection, career planning, 

problem-solving, and identification of occupational information. Zaini et al. (2021) added that, to 
nurture students’ capabilities in career decision-making, universities should have proper planning, 

particularly in inculcating the dimensions of CDMSE in students’ programmes or courses. 

 Teychenne et al. (2019) proposed that, in order to enhance career adaptability and improve 
graduate employability, career planning is the key integral skills that needs to be embedded into the 

university curriculum, since many students have a limited understanding of the relevant jobs in their 

field. In addition, to develop students’ future career success and confidence in making career decision, 

they need to generate more accurate self-appraisal and gain occupational information more effectively 
(Xin et al., 2020). Besides that, proactive career-decision advice should be given to the students who 

do not have a clear career goal or career goal-selection (Chuang et al., 2020). Teychenne et al. (2019) 

again suggested that, to enhance students’ career adaptability, additional strategies have to be 
introduced to develop students’ ability in problem-solving, particularly in the process of finding 

solutions for complex issues. Based on the literature review, the current study suggests the following 

conceptual framework (see Fig. 1).       
 

 
 

Fig 1. The conceptual framework 
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Career Decision-Making 

Self-Efficacy 

Career adaptability 
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3. Methodology 

 

This study employed a quantitative research design with survey method. Using an established 

questionnaire scales to collect the data, this study aims to explore the predictors of career adaptability, 

particularly career maturity and CDMSE as the key variables. 
 

3.1 Respondents 

 
The respondents of this study consisted of students from the Foundation Studies for 

Agricultural Science (ASPer) at Universiti Putra Malaysia (UPM). The total of ASPer students was N 

= 988. According to Krejcie and Morgan (1970), the minimum sample size required for N = 1000 
population to attain a 95% confidence level is comparable to 278 respondents. In addition, Salkind 

(2012), suggested that the number of questionnaires should be raised from 40% to 50% in order to avoid 

insufficient data and meet the desired information needs. There are twenty classes in the ASPer 

programme, each with 40 to 50 students. Using the random sampling method with the fishbowl 
technique, eight classes were selected to meet the required sample size. Thus, a total of 400 

questionnaires were distributed to the respondents. The response rate, together with the complete 

responses returned, was 329/400 (82.25%). From the data that have been collected, a total of 65% was 
female students, and the rest were male students. 

 

3.2 Measures 

 

3.2.1 Career Maturity Inventory-Revised (CMI-R) 

 

The students’ career maturity was measured using Career Maturity Inventory-Revised (CMI-
R) by Crites and Savickas (1996). It was selected for use in this study because the content is relevant 

for postsecondary adults (Busacca & Taber, 2002). CMI-R consists of two components related to career 

maturity, which are Attitude Scale and Competence Test. Both components have 25 items, and the 
responses used a 5-point Likert agreement scale format that ranged from (1) = strongly disagree to (5) 

= strongly agree. Busacca and Taber (2002) reported that CMI-R has low internal consistency, as the 

total inventory is .61. However, other studies using this scale have stated that the coefficients is 0.89 

(Birol & Kralp, 2010). Meanwhile, a pilot test has also shown that this instrument has a good internal 
coefficient (α = 0.83). This means that, regardless of time, the reliability of the scale is strong and 

consistent.  

 

3.2.2 Career Decision-Making Self-Efficacy (CDMSE) 

 

Career decision-making self-efficacy (CDMSE) scale was originally developed by Taylor and 
Betz (1983). This instrument has been widely used for numerous studies and consists of 50 items. 

However, because the instrument is somewhat longer than what is desirable for the research purpose, 

especially in this context of study, the measurement of CDMSE in this current study therefore used the 

short form of CDSME developed by Betz et al. (1996). This particular instrument only has 25 items, 
and the content includes these five behaviours: (a) Self-Appraisal, (b) Occupational Information, (c) 

Goal-selection, (d) Planning, and (e) Problem-Solving. The responses were obtained using a 5-point 

confidence continuum that ranged from (1) = no confidence at all to (5) = complete confidence. The 
scale scores were computed by summing up the responses to each scale’s items, and the total score was 

the sum of the five-scale scores. Betz et al. (1996) reported that the total scale value of Cronbach’s 

alpha is 0.94. Previous studies (for example, Ebenehi et al., 2016; Guan et al., 2016) have also revealed 
that CDMSE has an internal coefficient of more than 0.9. A pilot study indicated that the instrument 

has a high reliability as well (α = 0.84). 

 

3.2.3 Career Adapt-Abilities Scale (CAAS) 

 

Career Adapt-Abilities Scale (CAAS) was developed by Savickas and Porfeli (2012). This 

instrument is widely used to measure career adaptabilities and has been reconstructed and revalidated 
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with various versions of study (for example, Di Maggio et al., 2015; Ryba et al., 2017). CAAS consists 
of four adaptability resources, namely concern, control, curiosity, and confidence. A scale for managing 

occupational transitions, developmental tasks, and work traumas is included in these resources to 

promote self-regulation strategies. Each scale consists of six items. The scale responses used a 5-point 

strength format that ranged from (1) = not strong to (5) strong. Previous researches have shown that 
this instrument has a high reliability, with the value of Cronbach’s alpha at more than 0.9 (Savickas & 

Porfeli, 2012; Zacher et al., 2015). Findings from the pilot study reported that the instrument also has 

good and high reliability (α = 0.84). 
 

3.3 Procedure and Analysis  

 

Prior to the pilot and field studies, an application for data collection permission was submitted 

to the Centre of Foundation Studies for Agricultural Science, UPM. Following the approval, the pilot 

study was conducted with 75 ASPer students from a class that would not be involved in the field study. 

The questionnaire with the three instrument measurements: CMI-R, CDMSE, and CAAS was then 
distributed to the students with the help of the class lecturer. The purpose of the pilot study is to 

investigate the validity and reliability of the instruments, as well as the relevance of the items utilised 

in the study. To assess the instruments' validity, an inter-rater technique was used, and the instrument's 
content was validated by three experts in psychology and counselling. Based on the higher proportion 

of expert validation agreement, this instrument was appropriate to employ in the study. Meanwhile, 

reliability analyses revealed that the instrument has good and strong internal consistency (values of 
around 0.83 and 0.84). 

In order to analyse the data, the statistical software: SPSS Version 25 was employed. The 

variables’ means (m), standard deviations (SD), and correlation coefficients were computed. The goal 

correlation coefficients is to determine the extent to which the variations in one factor are proportional 
to the variations in one or more other factors (Noah, 2002). Furthermore, correlation studies are carried 

out to determine the strength and direction of the association between the variables (Pallant, 2013). The 

subsequent analysis that was conducted in this study was hierarchical multiple regression. The purpose 
of this analysis is to predict the value of a dependent variable based on the values of two or more other 

independent variables (Tabachnick & Fidell, 2013). Apart from that, Pallant (2013) stated that 

hierarchical multiple regression is also used to investigate the prediction capacity of a set of independent 

variables against one dependent variable for a continuous measuring instrument. In order to perform 
the analysis in this study, a three-step hierarchical multiple regression (Model 1 to Model 3) with the 

“enter” method was conducted using the total measure of career adaptability, including its resources 

(namely concern, control, curiosity, and confidence), as the dependent variable. In analysing the 
predictors, Model 1 used only one of the categories of the demographic information, which is gender. 

Model 2 included the career maturity and its components (attitude and competency), while Model 3 

included CDMSE and its components (self-appraisal, occupational information, goal-selection, 
planning, and problem-solving). The predictive power of each regression model (R2 adjusted) and its 

incremental validity (∆R2) in explaining career adaptability measures was also calculated.     

   

4. Results 

 

Table 1 shows the results of the Pearson product-moment correlation between the components 

of career maturity and CDMSE towards career adaptability. The findings revealed that there is a 
significant (r = 0.269, p < 0.01) and positive relationship between career maturity and career adaptability 

in terms of competency. Similar findings were also revealed among all the components of CDMSE and 

career adaptability. The results have found a significantly strong and positive relationship between 
career adaptability and self-appraisal (r = 0.525, p < 0.01), occupational information (r = 0.559, p < 

0.01), goal-selection (r = 0.599, p < 0.01), planning (r = 0.688, p < 0.01), and problem solving (r = 

0.538, p < 0.01). 
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Table 1. Correlation between variables (n= 329) 
 

 m SD CAAS, r 

CMI-R    

   Attitude 23.049 1.147 -0.021 
   Competency 19.380 2.442 .269** 

CDMSE    

   Self-Appraisal  18.845 2.917 .525** 

   Occupational Information 20.049 3.171 .559** 
   Goal Selection 19.869 2.950 .599** 

   Planning 19.505 3.415 .688** 

   Problem Solving 19.188 3.008 .538** 

m mean, SD standard deviation, **correlation is significant at the 0.01 level (2-tailed). 

 

 The results of the hierarchical multiple regression analysis in Table 2 (See Model 3) indicate 

that the examined variables succeed in accounting for only 50% of the total variance of career 

adaptability. Based on these results, the best predictors in relation to career maturity is competency (β 

= 0.616, p < 0.05). Meanwhile, goal-selection (β = 0.913, p < 0.05) and planning are the best predictors 

related to CDMSE (β = 2.473, p < 0.001), and across all models, gender has been revealed to not have 

influence on career adaptability.       

 

Table 2. Hierarchical multiple regression analysis for predicting career adaptability total score 

 

Dependant variable Model 1 Model 2 Model 3 

Constant 97.813*** 77.924*** 21.878 

Gender -1.665 -2.613 -1.838 

CMI    
   Attitude  -.680 -.065 

   Competency  1.917*** .616* 

CDMSE    
   Self-Appraisal    -.189 

   Occupational Info.   .195 

   Goal Selection   .913* 

   Planning   2.473*** 
   Problem Solving   .357 

R 0.052 0.304 0.719 

R2 (adjusted) 0.000 0.084 0.504 
∆R2 0.003 0.090 0.424 

 

 Table 3 shows the results of the hierarchical multiple regression analysis with each of the career 
adaptability resources (concern, control, curiosity, and confidence). Overall (See Model 4), the 

variables explain 44.2% (concern), 40.1% (control), 39.1% (curiosity), and 39.2% (confidence) of the 

outcome’s variance. For the predictors of concern resource, they are only explained by CDMSE in terms 

of planning dimension (β = 0.638, p < 0.001). The predictors for control resource are also explained by 
the dimensions of CDMSE, namely goal-selection (β = 0.417, p < 0.001) and planning (β = 0.580, p < 

0.001). Meanwhile, the predictors for curiosity is explained by career maturity, namely competency (β 

= 0.211, p < 0.05) and CDMSE (planning) (β = 0.607, p < 0.001). The predictors for control resource 
is explained by the CDMSE dimension of goal-selection (β = 0.236, p < 0.05) and planning (β = 0.647, 

p < 0.001). Again, gender does not influence career adaptability across all models.                  
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Table 3. Hierarchical multiple regression analysis for predicting career adaptability resources score 

 

Dependant variable 
Model 1 Model 2 Model 3 Model 1 Model 2 Model 3 

Concern Control 

Constant 23.985*** 20.110*** 5.845 24.137*** 16.236** 1.488 

Gender -0.130 -0.370 -0.247 -0.330 -0.532 -0.343 
CMI       

   Attitude  -0.220 -0.084  0.004 0.182 

   Competency  0.482*** 0.150  0.420*** 0.102 
CDMSE       

   Self-Appraisal    -0.065   -0.167 

   Occupational Info.   .105   -0.083 

   Goal Selection   0.063   0.417*** 
   Planning   0.638***   0.580*** 

   Problem Solving   0.145   0.089 

R .014 .267 .665 .038 .243 .645 
R2 (adjusted) 0.000 0.071 0.442 -0.002 0.050 0.401 

∆R2 0.000 0.071 0.371 0.001 0.058 0.358 

 Curiosity Confidence 

Constant 25.146*** 18.486*** 5.025 24.544*** 23.091*** 9.492* 
Gender -0.765 -1.028* -0.777 -0.440 -0.682 -0.471 

CMI       

   Attitude  -0.142 -0.007  -0.322 -0.169 
   Competency  0.536*** 0.211*  0.479*** 0.153 

CDMSE       

   Self-Appraisal    0.061   -0.018 

   Occupational Info.   -0.130   -0.087 
   Goal Selection   0.197   0.236* 

   Planning   0.607***   0.647*** 

   Problem Solving   0.082   0.041 
R .085 .309 .637 .049 .277 .638 

R2 (adjusted) 0.004 0.087 0.391 -0.001 0.068 0.392 

∆R2 0.007 0.088 0.311 0.002 0.074 0.331 

 

5. Discussion and Implications 

 

This study aims to investigate career maturity and career decision-making self-efficacy key 
predictors towards the career adaptabilty of students from the Foundation Studies for Agricultural 

Science (ASPer) programme at Universiti Putra Malaysia (UPM). It has been found that career maturity 

has influence on career adaptability, which is consistent with the findings of Seifert (1994) and 
Tolentino et al. (2013). Meanwhile, career decision-making self-efficacy (CDMSE) has also been 

discovered to have a big impact on career adaptability. This finding is similar with the findings of Duffy 

et al. (2015), Ebenehi et al. (2016), Guan et al. (2016), Işık et al. (2018) and Shin et al. (2019). It is also 

in line with the findings of Ebenehi et al. (2016) and Karacan-Ozdemir (2019). 
Additionally, a significant and positive association between career maturity (competency) and 

CDMSE towards career adaptability was discovered. This finding suggests that in order to build and 

strengthen students' career adaptability, educators and counsellors should put an emphasis on the 
development of students' career maturity and CDMSE factors. According to this result, students who 

demonstrate a high level of career maturity and CDMSE are more likely to adapt to the learning 

environment and have a more favourable attitude toward education and sustained employment. 
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Besides that, a significant and positive relationship was identified between career maturity 
(competency) and CDMSE towards career adaptability. This finding indicates that to train and enhance 

students’ career adaptability, educators and counsellor should emphasize on development of students’ 

career maturity and CDMSE factors in their program. Based on this result, students with a high level of 

career maturity have a probability to adapt to learning environment and being more positive towards 
education and sustainable employment.   

The outcome of this study has shown that career competency has a significant influence in 

predicting career adaptability when looking into the career maturity dimension. Even though only one 
dimension in career maturity has significantly predicted career adaptability, this result is consistent with 

the development of the fundamental theory in career adaptability, which is based on the formation of 

the dimension in the career maturity model, one of which is career competency (Savickas, 1997, 2002). 
Preparing students with career competency will enable them to plan their careers ahead of time 

(Akkermans & Tims, 2017; AlKhemeiri & Khalid, 2020) and allow them to adapt to the rapid changes 

that occur during each industrialization revolution, particularly in the competitiveness between human 

and technology. 
Aside from that, the dimension of CDMSE shows that career goal-selection and career planning 

have been identified as the key predictors of career adaptability. Students who believe in their career 

goal-selection see university and the course taken as a step in attaining their career goals and as a 
direction to achieve their career vision. However, students who do not have a clear career goal or career 

goal-selection need to be given a proactive career-decision advice, as suggested by Chuang et al. (2020). 

Accordingly, students who have higher CDMSE would find it easier to achieve their set goals (reflecting 
career adaptability). Similar with the study by Hamzah et al. (2021), efforts towards improving CDMSE 

among university students could significantly improve their career adaptability. 

Furthermore, career planning, as one of the dimensions in CDMSE, is the strongest link and 

predictor of career adaptability. According to Teychenne et al. (2019), incorporating career planning 
into university curricula will help to improve students’ career adaptability. At the same time, students 

will be well-prepared to set career goals and start planning for jobs that are relevant to their field.  

When investigating the four main resources (concern, control, curiosity, and confindence) of 
career adaptability, we have found that the total variance explain of all the resources is only slightly 

different. However, the concern and control dimensions are strongly predicted by career maturity and 

CDMSE. This result is similar with the findings of Bocciardi et al. (2017), which have shown that 

concern dimension is the strongest variable predicted. However, their results contradict ours in terms 
of the control dimension. According to Duffy (2010), students may believe they are more adaptable 

because they feel in control of their lives on a broad level. 

This study has several implications, most notably for career theory and career counselling 
practise. In terms of theoretical implications, both career maturity and CDMSE demonstrated a good 

correlation with career adaptability, particularly for Savickas's (2012) career construction theory. 

However, students' career adaptability is significantly influenced by competency factor in career 
maturity, and career goal selection, and career planning in CDMSE. As a result, to help students 

construct their future careers, higher education should put a priority on building students' career 

competency levels, career goal selection, and career planning when designing interventions, particularly 

for foundation programe students. Furthermore, as stated by Janib et al., (2021) the design of 
intervention should be align with the individuals’ competencies  and  capabilities. 

 Meanwhile, implaction for career counselling practice First, Hirschi et al. (2015) suggested 

that counsellors identify students with low adaptability. Then, in career guidance and counselling 
programmes, they should emphasise the dimensions that significantly influence career adaptability 

among university students, and it should be seriously implemented. Aside from that, support from 

university top management, particularly in promoting and providing funds for counseling units, can 
contribute to real-life work exposure for students, as well as in helping them make career decisions. 

    

6. Limitations and Scope for Future Research 

 

This study has only included students enrolled in the foundation programme at a single 

university. As a result, we are unable to generalise the population of higher education students. 

Therefore, participants from other universities, including colleges and private universities, should be 
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considered for future research. Besides that, the information of the participants involved in the present 
study lack demographics and social factors that could have influenced their career development. Further 

research that includes information about students’ background needs to be conducted, as this may lead 

to different findings. 

Another limitation in this study is that the data were obtained by utilising the self-report 
measure. Webster (2019) stated that validity concerns and the influence of risk of bias could be key 

potential of limitations when collecting data from self-reporting questionnaires. However, in order to 

reduce the risk of bias, the current study has employed a large sample size based on the appropriate 
sample size computation. Apart from that, to alleviate concerns about validity, the instrument was 

thoroughly validated by an expert before it was tested in the field. We proposed that in future studies, 

qualitative research should be undertaken with in-depth interviews. In addition, longitudinal studies 
should be conducted to provide insight into causes and effects, particularly on the relationship between 

career maturity of students and CDMSE with regards to their career adaptability. 

Lastly, both dimensions in career maturity (career competency) and CDMSE (career goal-

selection and career planning) could be further explored in future research, namely career adaptability 
resources (concern and control), in order to identify the best predictors or implementation in 

intervention for case studies or quasi-experimental for effective study purposes. 

 

7. Conclusion 

 

Career competency (a dimension of career maturity) and career goal-selection and career 
planning (dimensions of CDMSE) have been revealed to be the biggest predictors of career adaptability 

in this study. Students who exhibit these psychological factors may be more prepared to adjust to a new 

working environment and will assist them emotionally and physically in preparing for the transition 

from school to work. This is because the challenges in career development will gradually increase from 
the present towards the future, especially in competitiveness, coping with complex tasks, and managing 

work-related traumas. In addition, this study also contributes to the theoretical framework with regards 

to the influence of career maturity and CDMSE as factors that can enhance students’ career adaptability. 
As a result, increasing students’ career adaptability through these factors will enable them to gain the 

ability to be concerned about preparing for their professional tasks and to take control of their career 

development. 
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