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Abstract: The present study examines the mediation effect of career decision self-
efficacy on bridging the association between social support and career adaptability in 
individuals with special needs. Measurements of career adaptability, career decision self-
efficacy and social support were by conducted using the Career Adapt-Abilities Scale 
(CAAS) [4], Career Decision-Making Self-Efficacy–Short Form (CDSE-SF) [21] and 
the verbal persuasion and vicarious experience dimensions of the Career Exploration and 
Decision Learning Experience (CEDLE) scales [6]. The study involved 210 individuals 
with special needs including visual impairment, hearing impairment and physical 
disability. Statistical analysis was performed via a multiple regression with mediation 
role tests analyzed using the PROCESS macro developed by Hayes [35]. The results 
demonstrated that career decision self-efficacy sucessfully mediate the relationship 
between social support from family, friends, and teachers in developing career 
adaptability. The study concludes that family, friends, and teachers have a significant role 
in developing the confidence of individuals with special needs to determine which career 
path they will take. This also influences their ability to adapt to changes in the working 
environment. 
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1   Introduction  
       Indonesian Government Regulation no. 72, 1991, states that the main goal 
of education for students with disabilities is to assist individuals with special 
needs to achieve optimal development so that they can fully participate in 
society. Through this Government Regulation, individuals with special needs 
are allowed to obtain proper education to prepare them for participation in 
society. However, in practice, individuals with special needs have not taken full 
advantage of this opportunity [1]. 
       During the selection of Civil Servant Candidates (CPNS) in 2016, the 
government provided positions for individuals with special needs who were 
interested in working as civil servants. The two percent quota for individuals 
with special needs was provided by all agencies. However, not all administrative 
requirements could be met by applicants with disabilities. Some requirements 
that were often not fulfilled were high school diploma and higher education 
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degree requirements [2]. This happened because individuals with special needs 
often do not finish high school and their education is not complete. They often 
think that formal education will not be beneficial to them in the future 
(Sumiyati, personal communication, 30 March 2017). A teacher who teaches at 
special schools for individuals with hearing impairments stated that individuals 
with special needs who do not complete their secondary education remain 
employable and can earn income. This leads students into thinking that they will 
get a job even if they did not complete a formal education.  
        [3] discovered a unique phenomenon that occurs in individuals with visual 
impairment which is that they tend to have problems in decision making about 
pursuing higher education. They do not seek information about departments or 
courses. They tend to take majors although they have no interest in them 
because they doubt that they will get a job if they chose other areas. Some of 
them do not finish their studies because their subjects do not suit their interests. 
This suggests that a lack of information seeking and planning a career can lead 
to difficulties in adapting to the changes that occur while fulfilling a career 
development task [4].  
       [5] found that one's ability to fulfil career development tasks and adapt to 
any changes that occur in the environment is influenced by proactive personality 
traits mediated by career decision self-efficacy. Based on the findings of Huo, 
Wu and Liu's research, it can be concluded that individuals with highly 
proactive personalities (actively seeking information and planning before taking 
action) have high self-efficacy when completing career development tasks. 
Individuals with higher career decision self-efficacy will be able to assess their 
desired career path, so that in the future they are equipped to anticipate potential 
problems that may arise [6]. Another research study found that there is a 
significant relationship between confidence in career decision making and 
career expansion with the intention to explore a career [7]. This was found in a 
group of respondents pursuing a general education without disabilities, and 
those with learning difficulties. The higher the level of one's career decision 
self-efficacy, the higher the intention to explore and plan a career. Exploring a 
desired career path helps one prepare for making informed decisions [6].  
        However, many individuals with special needs do prepare a plan and search 
for career-related information. We conducted a survey of career aspirations on 
100 individuals with special needs such as visual impairment, hearing 
impairment and physical disability. A total of 46 respondents stated that they 
wanted to become entrepreneurs. All respondents with visual impairment (a 
total of 30 respondents) expressed that they wanted to become entrepreneurs and 
open a massage practice, while 16 respondents who were hearing impaired and 
physically disabled wanted to become entrepreneurs in fields such as IT, 
automotive services, machinery and fashion. In addition, 34 respondents 
expressed an interest in employment in fields of multimedia, electronics, 
computers, fashion design, machinery and the civil service. There were 12 
respondents who were interested in becoming chefs. These findings show that 
individuals with hearing impairment and physical disability have more varied 
information on the field of work they are interested in than individuals with 
visual impairment. This might occur because the information provided to 
individuals with visual impairment is limited to occupations such as a 



professional massager, while individuals with hearing impairment and physical 
disability are introduced to various fields of work, such as informatics 
engineering, mechanical engineering, cooking, governance, textiles, among 
others. The differences in the provision of information and job skills training for 
individuals with special needs could lead them to feel like their disabilities are a 
barrier to achieving their desired career (perceived career barrier) [8].  
Social support is needed to help individuals with special needs build the 
confidence to accomplish tasks [9]. Social support derived from figures such as 
family members, friends, teachers and community members could help the 
career development of individuals with sensory and motor impairment [10]. 
Interaction with friends with experience in a particular field of work can 
increase the motivation of individual with disabilities to seek information about 
a particular career path [11]. 
	
1.1 Career Adaptability  
       Adaptability is the ability to cope with the various possible work conditions 
that might come in participating in the working environment and fulfiling the 
work role [4]. A person possessing good career adaptability will plan their 
career, explore their interests and environment, gather information related to the 
future career field and be able to make career decisions [4]. A lack of progress 
or the existence of problems in any of the dimensions of career adaptability can 
cause problems in career development or career selection [12].  
      Career adaptability develops due to internal factors, e.g., intelligence [13], 
physical conditions [6], age [14], self-efficacy in performing career decision 
making [15] and external factors such as support from family, friends and 
teachers [16]. The social support provided for career adaptability can comprise 
emotional or informational support [17] which leads one to feel more worthy, 
confident and valuable [18]. Furthermore, social support can help a person make 
judgements about their own performance. When individuals receive adequate 
emotional support, respect and information, they can assess their capabilities 
which have a significant impact on the development of self-efficacy [9]. 
 
 
1.2 Career Decision Self-Efficacy  
       Career decision self-efficacy was derived from the theory of self-efficacy 
proposed by [19]. Self-efficacy is defined as person’s beliefs about their ability 
to accomplish tasks or achieve goals [19]. Self-efficacy works based on specific 
task or goal related that needs to be achieved [20]. During the process of career 
decision making, career decision self-efficacy is self-efficacy that pay an 
important role [21]. 
       Career decision self-efficacy refers to one's inner belief that they can choose 
the right career for themselves [21]. Career decision self-efficacy is needed to 
determine which career path is the most appropriate [22]. Someone’s career 
decision self-efficacy is reflected in their ability to conduct self-evaluation, to 
collect information related to the field of work, to choose goals, plan their 
achievements and solve problems related to career decision making [21]. A 



person with a high career decision self-efficacy will consider different courses 
or forms of employment and consciously link their current behaviour to future 
goals [15].  
         Self-efficacy can be developed in four ways, namely mastery experiences 
(past successes), vicarious learning (success/failure experience shared by 
others), verbal persuasion (feedback received upon completion of a task) and 
physiological state (the physical and emotional response that occurs when 
performing a task) [19]. [23] then classified these four sources of self-efficacy 
into two dimensions, namely mastery experiences and affective states as internal 
source and verbal persuasion along with vicarious experience as external source. 
[17] found that mastery experiences and physiological states are the most stable 
predictors of the development of self-efficacy, especially when performing tasks 
related to career decision making. 

1.3 Career Adaptability and Career Decision Self-Efficacy 
In Individuals With Special  Needs 
         Individuals with and without special needs undergo the same stages of 
career development and career decision-making processes [24]. However, 
individuals with special needs interact with the environment differently 
compared to individuals without disabilities. These different experiences 
subsequently affect their development [25]. One of the career development 
processes undertaken by individuals with special needs is a self-assessment of 
their strengths and weaknesses [24] based on the results of their interaction with 
their environment (self-concept) [26]. This process varies according to the type 
of disability they have. Individuals who experience difficulties interacting with 
their environment are more likely to believe they will face difficulties pursuing 
their desired career. However, individuals who do not experience difficulty 
interacting with their environment are more likely to believe that they will be 
able to pursue their desired career [27]. 
        One of the main career development task facing individuals aged between 
15 and 25 years old is gathering information about work options to choose their 
desired career path [14]. Such information can be obtained by individuals in 
various ways, for example by asking people who have mastered a particular 
career or imitating successful peers who are performing the same task [17]  
       During the self-assessment process, individuals need to research 
information about the desired job field and educational requirements [28] before 
determining the fit between themselves and their desired job field [29]. The 
information needed to assess self-capacity when performing career decision-
making tasks is obtained in several ways, including feedback received after 
successfully performing tasks related to career decision making [17]. Positive 
feedback from family, teachers and friends provides information that allows 
individuals to assess their ability to perform similar tasks in the future [9].  
        Based on the above descriptions of career adaptability, career decision 
self-efficacy and social support, we conducted a study to investigate the effects 
of social support on the career adaptability and mediation of career decision 
self-efficacy of individuals with special needs. This study comprised a 



quantitative, cross-sectional research design which investigated the relationships 
between social supports from family, friend and teacher, career decision self 
efficacy and career adaptability. Investigations were conducted on individuals 
with sensory-motor disabilities, such as visual impairment, hearing impairment 
and a physical disability. We hypothesized that the mediation of career decision 
self-efficacy has a significant impact on mediating the effect of social support 
on the career adaptability of individuals with special needs. Furthermore, a 
deeper understanding of the role of social support and career decision self-
efficacy on individuals with special needs’ career adaptability will assist 
schools, support institutions, psychologists, counsellors and teachers to support 
students with special needs more effectively as they plan their future careers. 
 
 
2 METHODS  

2.1 Respondents  
        Respondents were grouped into three types of special needs, namely 
hearing impairment, visual impairment and physical disability. All individuals 
in all three groups were aged between 15 and 25 years old, both men and 
women. According to [29] individuals between the ages of 15 and 25 are at 
the second stage of career development, which is known as the career 
exploration stage. This stage is characterised by the determination to choose 
an education which supports future career development, or to pursue a career 
based on the education provided during high school. Respondents in this study 
were recruited from two types of educational institutions, with different 
academic purposes. The first type was a higher education institution and the 
second was a vocational educational institution. Another characteristic used to 
recruit respondents was a lack of intellectual impairment which was checked 
by referring to the IQ test results of students at the beginning of the school 
year. This was one of the requirements for admitting new students to each 
educational institution. 
        210 individuals with special needs responded to this study, divided into 
groups suffering from visual impairment, hearing impairment or a physical 
disability. The sample age ranged from 15 to 25 years old (M = 20.8, SD = 
2.95). There were 124 men (59%) and 86 women (41%). Each disability 
group had an equal number of respondents, which were 70 people in total. 
 
2.2 Procedure  
       Data collection was conducted by first requesting the approval of the 
school/institution to conduct the research. After obtaining approval from the 
principal and the list of respondents meeting the criteria for the study, the 
researchers began to distribute the questionnaires to several institutions from 
both types of institutions: vocational and educational. Before asking 
respondents to fill in the questionnaire, we handed out a consent form and 
brief explanation of the on-going research. If the respondents agreed to 
participate in our study, they signed the consent form and completed the 
questionnaire. We also explained that we would keep the names of 



respondents and institutions confidential and that they would not be used for 
any other type of analysis or mentioned in our paper. For individuals with 
visual impairment, the caregiver gave a check mark and wrote down 
respondents’ names in the space given to consent to the respondents’ 
participation in the study.  
       The techniques that we used to collect data differed according to the 
characteristics of the respondent's disability. Respondents with visual 
impairments were assisted by caregivers provided by the institution to 
perform data collection. We provided training to caregivers and explained 
how to assist and record the responses given by visually impaired individuals. 
Caregivers read the items on the questionnaire to the respondent and the 
respondent’s response was written on the questionnaire provided. However, 
due to the limited time availability, and to respect the caregivers’ other 
responsibilities, we were only able to provide training to three caregivers 
(there were a total of eighteen caregivers helping the researchers with the 
visual impairment group). We also did not control how caregivers filled in the 
questionnaire because the data collection was conducted during each 
respondent's leisure time at the institution or school. We followed the same 
procedure with respondents in the hearing impairment group. The researcher 
provided training to several student council members at the schools and we 
expected that they would later help direct their friends to answer the 
questionnaire. Respondents with a physical disability were assembled in the 
hall and asked to complete the questionnaire together. The respondents with 
physical disabilities completed the questionnaire by themselves, while we and 
teachers of the institutions monitored and helped respondents if they had any 
difficulties.  
 
2.3 Measurements 
This study was conducted using three measuring instruments to measure each 
research variable. The first variable was career adaptability. The instrument 
used to measure career adaptability was developed by [30] and called the 
Career Adapt-Abilities Scale-International Form (CAAS-IF). The instrument 
for career adaptability was first translated into the Indonesian language 
(Bahasa Indonesia) with a total of 24 items, with six unfavourable items. The 
first adaptation was conducted by [31] and modified by Jasmine to be applied 
to high school respondents [32]. Items on this questionnaire were answered by 
selecting a response that matched the existing statement. The instrument 
applied Likert-type scales with an interval range from 1 (that the statement 
does not correspond to the respondent's self) to 4 (that the statement 
corresponds to the respondent's self). After reliability testing with alpha 
coefficient calculations, the total reliability value of the career adaptability 
measuring instrument was 0.713 with an internal validity value of −0.209 to 
0.63. We decided to eliminate items that had corrected item-total correlation 
values below 0.2, which comprised three items. Following the removal of 
three invalid items, the reliability value rose to 0.871 with an internal validity 
value ranging from 0.231 to 0.746. Finally, there were twenty-one valid and 
reliable career adaptability items on this scale. 



        The instrument used to measure career decision self-efficacy was the 
career decision-making self-efficacy-short form (CDSE-SF) developed by 
[33]. Twenty-five instrument items were adapted to the Indonesian language 
by [34]. All items on this questionnaire were favourable types. Responses 
were selected to an existing statement. The scale response ranged from 
intervals 1 (the respondent is not at all confident of doing the statement) to 6 
(the respondent is very confident to do the statement). After reliability testing 
with alpha coefficient calculations, the reliability value of the instrument 
measuring career decision self-efficacy was 0.854 with internal validity value 
of 0.194 to 0.562. We decided to eliminate four items that had corrected item-
total correlation values below 0.2. Following the removal of invalid items, the 
reliability value rose to 0.855 with an internal validity value ranging from 
0.252 to 0.551. There were twenty-one valid and reliable career decision self-
efficacy instrument items used in this study. 
       The social support measurement was taken from the verbal persuasion 
and vicarious experience dimensions of the Career Exploration and Decision 
Learning Experience (CEDLE) scale devised by [19]. In this study, we only 
use two dimensions related to external sources of support, which were the 
verbal persuasion and vicarious experience factors. Each dimension was 
measured by four items. The original items developed by Lent et al. did not 
specifically mention the significant person needed. Therefore, we modified 
the items by entering a significant person for each item so that the final item 
modification results comprised 24 items (8 items for family, 8 items for 
friends and 8 items for teacher figure). The reliability test using the Cronbach 
alpha on family, friends and teachers yielded internal consistency values of 
0.843, 0.814 and 0.9, respectively. Mean while, the validity testing was 
completed by utilising CFA for each significant person. Each item that 
measured family, peer and teacher support had an adequate significance. The 
factor loading for the family member ranged from 0.66 to 0.86, for friends 
ranged from 0.5 to 0.95 and for teachers ranged from 0.56 to 0.87. 
       Data processing was conducted by first changing the total score of 
respondents on each measuring instrument into a standard value (z-score). 
This was performed due to the scale differences of each of the three 
measuring instruments. Once the z-score was obtained, it was processed by a 
macro formula called PROCESS to test for mediation effects [35]. The 
researcher applied model 4 of the model provided by the template macro to 
perform a simple mediation test. 

3	RESULTS	
 



															

	

	

The role of mediation was tested three times. The first test was conducted 
to assess the role of mediation between family support and career adaptability. 
The second test was conducted to assess the mediation between friend support 
and career adaptability. The last test was conducted to test the mediation 
between teacher support and career adaptability. The mediation test between 
each pair of social support categories was done separately because each of the 
variables has a fairly strong correlation with the others so that if tested together, 
the effect on the mediator will be mutually defeating [35]. Demographic results 
and correlations between variables can be seen in table 1. 

 

 

 

 

                  Table 2: Mediation testing for family support 
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 R2 = 0.125 
F(4,205) = 

7.319; 
p = 0.000 

 R2 = 0.160 
F(5,204) = 

7.768; 
p = 0,000 

			

Notes:	X	is	family	support,	M	is	career	decision	self-	efficacy,	Y	is	career	adaptability,	C1	is	age,	C2	is	
sex,	C3	is	type	of	special	need	

	

	

													Figure	1:	Mediation	test	on	family	support.	

          The first hypothesis testing conducted using Hayes macro formula found that 
family support indirectly influenced readiness to deal with changes in the work role 
or working environment through one’s belief in their ability to make career 
decisions. As can be seen in figure 1 and table 2, family support would develop 
respondent efficacy in making career decisions (a = 0.189), and  respondents with 
high efficacy in making career decisions will be ready to cope with changes that 
come from the self or the working environment (b = 0.280). A bias-corrected 
bootstrap confidence interval for indirect effect (ab = 0.053) based on 10.000 
bootstraped sample was entirely above zero (0.013–0.117). There was no evidence 



of family support influencing career adaptability independent of its effect on career 
decision self-efficacy (c’ = 0.106; p = 0.111) 



														Table 3: Mediation testing for friend support 

	

	

	

 

 

 

 

 

 

	
	

	

	

	

	

	

	

	

	

	

Notes:	X	is	friend	support,	M	is	career	decision	self-	efficacy,	Y	is	career	adaptability,	C1	is	age,	C2	is	sex,	C3	is	type	of	

special	need	

 

      Figure 2: Mediation test on friend support. 

 
           The second hypothesis testing found that friend support indirectly influenced readiness to deal with 
change in career and work through career decision self-efficacy in making career decisions. The results can 
be seen in figure 2 and table 3. Friend support influenced respondent efficacy in making career decisions (a = 
0.163), and respondents with high efficacy in making career decisions will be ready to cope with changes in 
career and environment (b = 0.300). A bias-corrected bootstrap confidence interval for indirect effect (ab = 
0.050) based on a 10,000 bootstrapped sample was entirely above zero (0.005–0.114). There was also no 
evidence of friend support influencing career adaptability independent of its effect on career decision self-
efficacy (c’ = 0.008; p = 0.899). 
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   Table 4: Mediation testing for teacher support 
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Notes:	X	is	teacher	support,	M	is	career	decision	self-	efficacy,	Y	is	career	adaptability,	C1	is	age,	C2	is	sex,	C3	is	type	of	special	
need 

 

Figure 3: Mediation test on teacher support 

 
   The last hypothesis testing was done to examine the mediation role of career decision self-efficacy on 

teacher support and career adaptability. As can be seen in figure 3 and table 4, teacher support influenced 
respondents’ belief in their ability to make career decisions (a = 0.270), and respondents with high self-efficacy 
in making career decision will be ready to cope with changes in career and environment (b = 0.315). A bias-
corrected bootstrap confidence interval for indirect effect (ab = 0.084) based on 10,000 bootstraped sample was 
entirely above zero (0.024–0.170). Just as previous hypothesis testing showed, there was no evidence of teacher 
support influencing career adaptability independent of its effect on career decision self- efficacy (c’ = 0.048; p 
= 0.489). 

   A further analysis based on demographic data was conducted to examine in detail how respondents’ 
demographic data affected the measurements. The demographic data analysis was conducted by comparing the 
mean career decision self-efficacy and career adaptability scores with the existing demographic data categories 
using the Kruskal–Wallis Test nonparametric test. If significant differences were found, post hoc testing was 
carried out using the Mann–Whitney U group test. The test results are presented in Table 5. 



      Table 5: Career decision self-efficacy based on age group 
 

 Career decision self-efficacy 
Age M S

D 
1–2 1

–
3 

2–3 

(1) 
15−
17 

4.
3
5 

0.
64 

 
 
−0.23 

 
 
−0.45
*** 

 
 
−0.22
* 

(2) 
18−
21 

4.
5
8 

0.
60 

(3) 
22−
25 

4.
8
0 

0.
47 

   
  Notes: 1–2 is the mean difference between the group aged 15–18 years and 19–22 years; 1–3 is the mean   
difference between group aged 15–18 years and 23– 25 years; 2–3 is the mean difference between the group 
aged 19–22 and 23–25 years. 

 
 

According to Table 5 above, there were significant differences in career decision self- efficacy and career 
adaptability based on age group. The 22–25-year-old age group had the highest mean scores for career 
decision self-efficacy and career adaptability. When the mean scores of this group were compared to the 15–
17 year-old and 18–22 year-old age groups, the differences held a significant value (p < 0.05). However, the 
difference in career decision self-efficacy and career adaptability scores between the 15–17 and 18–21 year-
old age groups did not hold a significant value (p > 0.05). Based on these results, it can be concluded that age 
influences the development of career decision self-efficacy and career adaptability. The older someone gets, 
the higher their career decision self-efficacy score. 

 
 

 
4 DISCUSSION 
       The results obtained in this study demonstrated that career decision self-efficacy mediates the influence 

of social support on career adaptability. All three significant figures, which are family, friends and teachers, 
play an important role in developing efficacy in making career decisions. Respondents with high efficacy in 
making career decisions would become more adaptable to any changes occurring in the environment or in 
themselves. Teacher support has the biggest influence in developing career adaptability through the 
mediation of career decision self-efficacy while friend support has the smallest influence.  
       Present study findings support previous findings conducted by [10]. [10]found that social support from 

significant figures such as family members, (especially parents), friends, teachers and community members 
was able to support the career development of individuals with sensory and motor impairment. These 
findings also support the results of the study conducted by [16] that parents, teachers, and friends influence 
the development of career maturity through the role of self-efficacy as mediator. Interaction with friends who 
had experience in a particular field of work enhanced individuals’ intentions to seek information about a 
particular career path [11].  
       One important result that emerged from this study was that teachers played a significant role supporting 

special needs individuals’ career adaptability through their mediation of career decision self-efficacy. The 
teacher was the one person who had a significant influence on the formation of career adaptability [36].This 
happens because individuals in vocational training institutions and secondary schools have higher quality and 
a greater quantity of meetings with teachers than other significant figures. Support in any form and 
encouragement offered by the teachers build the confidence that individuals with special need require to 
pursue the career path they desire [10]. Researchers observed that teachers in schools and vocational 
institutions demonstrated a positive attitude so that individuals with special needs felt capable of pursuing 
whatever field of work they are interested in. The positive attitude of teachers leads to stronger attachment 
between teachers and individuals with special needs in schools and vocational institutions. This attachment 
means teachers influence the formation of career aspirations more than other significant figures.  
       The results from teacher support analysis lead to the consideration of other significant figure influences. 

When investigating the influence of significant figures on career development, the degree of closeness 
(attachment) in the relationship is one aspect that should be considered important. Very close friends have 



the ability to influence decision making [37]. This was one of the controls carried out by [38]who measured 
the degree of friendship between their research respondents before assessing its influence on career decision 
making. 
       While some studies have found that families, specifically parents, play a significant role in developing 

their child’s career adaptability [31], [39], (Zimmer-Gembeck, 2014). Similar to friends, family figures have 
a significant influence when perceived with a high degree of attachment. Meanwhile, in this study, 
respondents were free to reflect upon anyone they considered a friend or family member. The researchers did 
not control for the degree of closeness between respondents and their significant figures. Thus, it may be 
necessary to review the controlled use of significant friends to ensure that their influence is better illustrated.  
        The analysis of demographic data revealed that age groups and type of disability have a significant 

influence on career decision self-efficacy. Those from the 15–17 year-old age group had the lowest mean 
score for career decision self-efficacy that while the 22–25 year-old age group has the highest mean scores 
for career decision self-efficacy. This is likely to be related to differences in developmental tasks that must 
be fulfilled during each life stage. Individuals between the age of 15 and 17 years old are still exploring and 
seeking information about their needs, interests, capacities, values, and career opportunities [40]. This 
exploration and search for information is related to the self-assessment and information seeking dimension of 
career decision self-efficacy. Individuals aged 18–21 years old face the developmental task of narrowing job 
choices by entering the labour market, training as professionals, working side by side and trying to actualise 
their self-concept [40]. This developmental stage relates to the goal selection dimension of career decision 
self-efficacy. Career development tasks for individuals aged 22–25 years old include making plans to fulfil 
their established career goals by starting to build relationships with people who can help them get hired, and 
consulting counsellors in universities. This age group are learning to write job application letters, conduct job 
interviews and make job choices by entering the workforce [40]. Planning and involvement in the 
increasingly intense world of work are related to the the planning and solving problems dimensions of career 
decision self-efficacy.  
       One conclusion that the researchers reached from the demographic analysis was that the older someone 

is, the greater the confidence they have when making career-related decisions and the greater their ability to 
adapt to a changing environment. This is explained by the theory of career development proposed by [35]. 
Career adaptability and career-related decision making is a developmental process that starts with 
recognising oneself (interests, talents, capacities and the needs of the environment), gathering information 
about work, making choices that explore a particular field of work and planning related fields of desired 
work to predict what problems might arise if someone pursues a particular career. The older a person is, the 
more experience and information they have, meaning the greater their confidence when making such 
decisions. 

 

5 FUTURE DIRECTION AND LIMITATIONS  
       Although our study has implications for enhancing special needs individuals’ career adaptability and 
career decision making, some limitations of the study results should be highlighted. First, our data was based 
on self-reported measures and may not accurately capture the relationship dynamics between individuals with 
special needs and their significant others, which were not measured in this study in depth. In further research, 
we suggest using mixed methods by combining self-reported measures with interview techniques. Second, in 
future studies, controlled measurement of the influence of social figures could be performed by mentioning 
their names or positions. For example, replacing the word ‘family’/ ‘teacher’ / ‘friend’ with ‘the name’ or 
‘position in the family/school’. Third, respondents in the hearing impairment group were mostly obtained from 
a special needs secondary school (less than ten people were from vocational education institutions). We 
suspected this would cause an indirect significant difference in career decision self-efficacy. Therefore, it is 
necessary to add varied hearing impairment respondents from vocational education institutions to ensure a 
more diverse age range. Disability type could also be an input to ensure the type of special needs and age 
range are separate predictor variables in subsequent studies. The last limitation of the present study was the 
data collection process with the visual impairment group. We were assisted by a number of caregivers who 
read questionnaire items to individuals with visual impairment, who then gave their responses, which 
caregivers recorded in the questionnaire. However, due to the caregiver's busyness, we were only able to 
explain the research and instructions for filling out the questionnaire to three caregivers out of a total of 
eighteen. More over, we did not observe the completion of the questionnaire. Therefore, we are concerned that 
caregivers’ misunderstandings may have led to bias filling out the questionnaire which could affect the results. 
Therefore, a suggestion for future research is that prior to the data collection process, training and explanations 
should be provided to all caregivers who assist the researchers to ensure there are similarities in perception and 
the results obtained are not affected by bias.  
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