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Belineni oiinay MekTenke NeiiHri OananHBIH ©Mip JKarjaillappl MEH IC-OpeKeTTepiHe,
OUWBIHIA, CypeT calyla, KypacThIpyAa TeHIperiHaeriiepMeH KapbIM-KaThIHAC jKacayJa OHBIH
aNJbIHAA Taiina 00NaThIH MIHAETTEpPre >KOFaphl Jdpexene coiikec kenmeai. MiHe, COHABIKTaH Ja
MEKTEIIKe JICHIHT1 IIaKTarkl Oana OeifHenepre Heri3aenreH yiperyre Oeputrin kenedi. bapibik ocel
KarJalaapabl €cerke ajdy MEKTeNl jKachlHa JeWiHri OamanmapablH OeifHeni oiylayblH IaMbITyFa
epeKIIe Hazap calxyabl Kaxer erefi. Jlepekci3 JIOTMKanbIK OiIayFakelCeK, OHBIH KaJlbIITAaCybIH
OayaHbl FRUIBIMU OLTIMIEpP/iH KeiOip Heri3gepiMeH TaHBICTHIPY KaxeT OoiFaHia (MbICANbI, CaH/a
TOJIBIKTall MEHIepyaAi KaKeT eTy YIIiH) NaijanaHy KaKeT, COHBIH e3iHae Je Oana OWBIHBIHH
OapbICHIH Kaai Aa OYTIH/EH JOTUKAIBIK €Till IIbIFapyFa THIPBICYIBIH KaXKET1 XKOK.

KopeiTa aiiTkanma, MeKTenm »KacblHa MACWIHT1 OanmamapablH YUl TenedoH HeMece
TUTAHIIETTETT TYPJII TapThIMIBI OOJIBIN TaOBLIATHIH MOHCI3 CIOXKETTEpAl OallanmapIbplH HEri3ri ic-
OpEKeTIH apHailbl YHBIMJACThIpa OTBIPHIN, aJMacThipyFa Oonaapl. MeKkTen jkacblHa JEHIHT1
OaslaHbIH OWJIAYbIHBIH JAMYBIHBIH CEH3UTHUBTUIIK KE3€HIH OHTAWIIBbI, THIMJII MaiJagaHyAbIH MOHI
30D.
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PERSONALITYASTHEFACTORTHATAFFECTSHIGHSCHOOLSTUDENTS’CAR
EERDECISION-MAKINGPROCESS:LITERATUREOVERVIEW

AibotaSerikkyzy
L.N.Gumilyov Eurasian National University,
Astanaaibotaserikkyzy@gmail.com
Supervisor:A. Abibullayeva

Abstract: This article is aimed to explore the relationship between personality and career
decision-makingprocess.Careerdecision-
makingisacomplexprocessthatincludessuchfactorsasaperson'sinterests, personality, and
motivation.Personality shapes the way people think about the worldaround them and plays an
important role in shaping a person's behavior, thoughts, and feelings.Personality traits have been
consistently shown to be important factors in career decision-
making.Thisarticleprovidesaliteratureoverviewoftheimportanceofpersonalityincareerdecision-
makinganddiscusses thetrait domains most relevant to thisprocess.

Keywords:Careerdecision-making,personality, literatureoverview,traits

The career decision-making procedure can be defined as the process that a person
goesthroughwhencontemplatingcareeroptions.Careerdecision-
making(CDM)isaprocessindividualsexperience while exploring career opportunities, researching
and evaluating viable professions, andchoosing the one most compatible with their interests and
abilities. [1]CDM is a multistage anddynamic process [2]. Therefore, some people go through this
process easier, while many othersexperience difficulties or issues at various stages of
CDM.Through this process, a person
willconsideravarietyoffactorssuchasinterests,skills, personality,ability, values,etc. Thesefactorscaninfl
uencetheirdecisionindifferentways.Sincetheprocessofselectingasuitablecareerpathrequirescareful
thinking and analysis of available options, it is clear that personality exerts
considerableinfluenceonthisprocess.Personalityshapeshowpeoplethinkabouttheworldaroundthemand
playsan important role in shaping a person's behavior, thoughts and feelings. So it is significant
tounderstand the role that personality plays in shaping career development. Personality refers to
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theenduring characteristics and behavior that comprise a person's unique adjustment to life,
includingmajortraits, interests,drives,values,self-
concept,abilities,andemotionalpatterns[3].Manystudieshave shown that personality traits play an
important role in shaping career choices.Personalityincludesmainaspects—qualitieslikeself-
concept,self-identity,abilities,andvalueswhichinfluencethe way people think and act; and
characteristics that constitute individual differences which
areexhibitedthroughobservablebehavioralpatterns.Psychologistshavestudiedtheconnectionbetweenp
ersonalityand job choiceforalongtime.

How does personality affect career decision-making? A person's personality reflects
his/herinnatetendenciesandpreferenceswhichinturnaffectthewayhe/shebehavesindifferentsituations.
Whilesomepeoplearemorepronetoleadershiprolesothersprefertopursuemoresociallyengagingroles.
Similarly, some personalities are more suited to jobs that require them to work alone whileothers
thrive well in teams.As one of the factors that affect students' career decision-makingdifficulties,
researchers give the most attention to proactive personality [4]. A proactive personalityis a stable
tendency for individuals to take initiative to affect their surroundings. As an
example,proactivepersonalitiesseekopportunitiestodevelopthemselves,exhibithighmotivationandener
gy,andhavethewillingnesstotakeriskstoachievegoals. Itisimportanttofindthealternativethatbestmatche
sthegoalsandcharacteristicsoftheindividualwhenmakingcareerdecisions.Inadditiontocollecting
occupational data, the process requires individuals to clarify and explain their preferencesand
abilities. Many deliberating individuals have difficulty defining their preferences [5]. Therefore,the
decision-maker must include his/her personality in the decision-making process to determine
anidealjob match.

Career indecision is often a result of a lack of information about oneself or difficulties
indefining one's preferences [6]. In contrast to occupational information, which can be obtained
fromexploringtheenvironment,clarifyingtheindividual'scareerpreferencesrequiresintensiveintrospecti
on,anditisunlikelythatindividualsbegintheircareerdecisionprocesswithaclearsetofcareer preferences.
Indeed, one of the major challenges of career counseling is to help clients
definetheirpreferences| 7]bytransformingpastexperiences(successesandfailures,satisfyingandfrustrati
ng experiences) into specific preferences (or dislikes) for work-relevant activities and a self-
understanding of one's skills, capacities, interests, and values [8]. Self Exploration is a life-
longactivitythatrequiresindividualstoengageinactiveexperiencesthroughwhichthey
developvocational and self-schemas, thus becoming better-informed decision-makers [9]. The
science ofpersonality has been greatly influential in the career development field by providing
psychologistswithuseful tools forcareer-relatedassessment.

Last but not least, relying on the individual's preferences in the decision-making process
isbasedontheassumptionthatthesepreferencesarestableandcoherent.However,peopletypicallydonot
have a stable set of dispositions and personality styles, but rather a dynamic, variable system
ofpreferences, interests, values, and beliefs, leading to changes in one's occupational aspirations
atdifferent stages of life. Furthermore, people's preferences are constructed at least to some extent
andareinfluencedhighlybysituationalcomponents[10], includingthemeansusedforelicitinginterests

[11] and preferences [12]. As a result, evaluation of the influence of personal preferences
on jobchoice among diverse populations should be based on a strong theoretical foundation taking
intoaccountboth personal and organizational factors influencingthe career

Self-conceptandself-identityinCDM

Self-conceptrefersto”theindividual'ssubjectiveviewofhimselforherself". Anindividual'sself-
conceptvariesasafunctionoftheirexperiencesaswellasinteractionswithotherpeopleintheirlives. Given
the importance of an individual's self-concept in determining one's career development(e.g., career
choices, work attitudes, and behaviors) it is important to understand how individuals'self-concepts
are formed and developed over the course of their lives. Global self-esteem relates
topeople'sperceptionsofthemselvesintermsofself-concept[13].AccordingtoRosenberg,self-esteemis a
person's subjective assessment of their worth and value [14]. Later, a sense of self-
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worthoperationalizedaspersonalitytraitswereaddedtothenotionofself-esteem.Self-esteemcanbeseenas
representing adaptivity, which is the personality attribute of preparedness and desire to adapt
toprofessional changes, according to the career construction theory [15]. We know that people
withhigh self-esteem can plan their futures effectively, set realistic goals, and actively participate
inachievingthosegoalsfrompriorresearchonuniversitystudents[16].However,thosewithpoorself-
esteem frequently underrate their capabilities and don't react appropriately to pressured
situations.Therefore,ahighlevelofself-
conceptisextremelyimportantforjobsuccessbecauseithelpsapersonto view himself as a worthy and
valuable person that is capable of accomplishing a variety of tasksandmeetingvarious

WorkValuesandCDM

Work values are one of the most important factors for career choice. They play a role
inpeople'sdecisionsaboutwhattypeofworktopursueandhowtheygoaboutfindingajob[17].Careerdecisio
n-making is the process of choosing the type of job a person wants and how to obtain it.
Thedecision-makingprocesscanbeaffectedbyseveraldifferentthings,includingpersonalitytraitsand

work values. Values are a significant factor in people's lives and they affect how they
behave invarious situations. Having a strong set of work values can guide an individual's choice of
career andhelpthem makeimportant career decisions.

Conclusion

Accordingtopreviousresearch,personalityhassignificantlyinfluencedanindividual'scareerperce
ption.Personalitytraitssuchasself-esteem,self-
concept,values,abilities,andmotivationshapethetypologyofapersonandplayanimportantroleinthecaree
rdecision-
makingprocess.Thisarticleaimedtogothrougharelevantandfundamentalliteraturereviewtogiveamored
etailedexplanationof the relationship between personality and career decision-making. In
conclusion, personality isundoubtedly an essential factor that influences the career decision-making
process. Our personalitytraits shape our interests, values, and motivations, which, in turn, guide us
towards certain careerswhile discouraging us from others. Knowing one's personality type and how
it relates to differentcareer options can be a crucial step in making informed and fulfilling career
choices. However, it isimportant to note that personality is not the only factor that should be
considered in career decision-making, and other factors such as education, skills, and job
availability should also be taken
intoaccount.Ultimately,abalancedapproachthatconsidersallrelevantfactorswillleadtothebestcareerdec
isionsand the greatest potentialforsuccessand fulfillmentin one's chosenprofession.
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CEPUSUJIBIK KICI OJTIPYHIIIVIEP TUIITEPI )KOHE IICUXOJIOTI' UAAJIBIK
HOPTPETIHE MBICAJIIAP
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bi3niH TaHBICEIMBI3, Oipre >KYMBIC ICTEWTIH opinTeciMi3 HeMece YHIEri cepikTecTirimiz
00JIlybl MYMKIH MYJAEM KaJIBIITBI OOJBIN KOPIHETIH agamabl ©3ACpiHIH KaThITe3IriMeH TaH
KaJIIBIpAaThIH  Kicl edTipyre He wurepMmeneiiai? 3opiaymbliap MeH Kicl  edTIpyHiiepaiH
MOTHUBTEpIHIH Taiga OoJyblH OipiHII OOJbIm 3epTTeyre ThipbickaH 3.@peiin Oonasl. Fambim
OanmanmaplblH OpTYpPJIi TepiC KbUIBIKTapbl OOJaliaK KeNeHACPiH AaMYybIHBIH I1preTachl OOJIBIII,
COHBIH HOTWIKECIH/IE KBUIMBIC YKacayFa TYPTKi O0Jybl MyMKIH JIereH 00JhKaM alTThlI.

benrimi peceisik mcuxuaTp, MEAMIMHA FBHUIBIMIAPBIHBIH JOKTOpHl A.O. BbyxaHoBckuit
CEePHSUTBIK KIC1 OJITIpYIIUIEp 30PJBIK-30MOBIIBIKTEI €CIPTKI CHSKTBI KaKET €TETIH amamjap, oJjap
TOyelli MIHE3-KWIBIK aypyblHAaH 3apiam mereAi jnen caHaiasl. On Oyn  MiHE3-KWIbIKKA
OCHIMAUTIKTIH ym  Herisri cebeOiH  aHbIKTaAbl. bipiHIIiIEH, MUIBIH  €peKIie  KyKi
(mUCYHKITMOHANIBI TYKBIM KyaJaylIbUIBIKKA HEMECE ITaTOJOTHSIIBIK JKYKTUIIKKE OailIaHBICTHI).
Exinmrinen, mypeic Topbue Oepmey (ara-aHaHBIH KaThIre3diri, 0ajsa OOMBIHIAFBI JKEKE TYJIFaHBIH
0acbulybl, OTOACHIHAAFBl SMOIMOHANJBIK ajaybI3AbIK). YIIHIIACH, KOJANCHI3 olIeyMETTIK
x)armainap. JKorapeiga ataynFaH ¢akTiuiepAiH OapiblFbl MaHBSK OpPEKETKE OacCHIbUIBIK PETIHJIC
KaOBUIJAHATBIH arpeccusHbl Tynplpanbl. OHBIH Oipeyre 3USH KeNTIpyl MOpPAIbIBIK >KOHE
(bu3MKaANBIK TYPFbIIaH KakeT Ooyajapl, OWTKEHI TeK OChUIail FaHa oN OYphIH OachblHAH OTKEH
JKarbIMChI3 TOXIpHOCH1 (KoHE, €H albIMECH, OajalibIK IIaFbIHA) JIAKTBIPHIN, ©31H TYJIFA PETIiHJIE
KepceTe anajibl.

TkaueHKO COHBIMEH KaTap Op MAaHBIKTBIH Oackamap CHSAKTBI €Mec, ©3IHIH JKeKe
«KoJDKazbackl» Oap €KeHIH aHBIKTa[abl. byl Kapybl, KbUIMBIC OpPHBIH, KYpOaHIbl, ©ITIPY SMICIH,
TOYJIK YaKbITBIH jKOHE 0acka Jja kKemTereH (axkTopiapisl TaHjaayna kepiHeai. KeOiHece MaHbIK
KOFaMJIaFbl Kajmbl KaObUIJaHFaH HOpMallapFa ColKec KeNeTiH MiHe3-KYJIBIK YJTICi Jen aTalaThlH
«KANBIMTHUTBIK MACKaCBhIHBIH» apThIHA KACBIPBIHBIMN, Y3aK YaKbIT OOWBI )KOHE TaOBICTHI €Ki KAKThI
eMip cype anajpl. OJETTe, OHbI TaChIMaIAayIIbl KOFaM/a OeifiMieny gopekecine Kapail sKiKTenreH
KaJIBINITHI MacKaapably OipHeme Typi 6ap.

BipiHmrineH, KaubIITBHUIBIKTHIH aWKbIH MacKachl OINTIPYIIIHIH KOFamfa YHJIeciMIi Typle
coiikec KeneTiHiH Ounnmipeni. byn kpuimbickepiep ToObIHBIH ekinnepi P. 3amynun, T. bangu, A.
CnuBko. Ciz MyHAail agamabl JKallbl TONTaH aXbIpaTa alMalChi3, O KapamaibiM, TIOTi JAYpPHIC
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