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Abstract
Purpose – This paper aims to explore the mechanisms that explain the effects of physicians who feel
supported by their co-workers on their professional outcome expectations and their ability to be more
successful in their chosen career, in the context of Social Cognitive Career Theory (SCCT).

Design/methodology/approach – The population of the study is physicians working in hospitals in
Ankara. There are 37 hospitals under the Ministry of Health in the province. A total of 5,092 physicians work
in these hospitals. In this study in which questionnaire technique was used, data were collected from 400
physicians by convenience sampling method. The data obtained were analysed by means of AMOS 22.0 and
SPSS 26.0 package programs.

Findings – As a result of the regression analyses, it was determined that physicians’ professional outcome
expectancy had a positive and significant effect on career regret. In addition, it was determined that the
perceived co-worker support variable did not have a moderating role effect in the relationship between
physicians’ professional outcome expectancy and career regret.

Research limitations/implications – In this study, the moderating role of co-worker support in the effect of
physicians’ professional outcome expectations on career regrets is examined. Therefore, the sampling frame is
limited to physicians.

Practical implications – Based on the fact that professional outcome expectation and co-worker support are
very important variables for individuals with career regret, it emphasises that management activities carried
out in health institutions should be carried out in a way that supports the career development of employees.

Originality/value – The tasks that physicians perform include many challenging elements. Therefore, the
support they receive from their co-workers is critically important.
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Introduction
Following organisational strategies that aim to support the professional development of
healthcare professionals is of great importance for the management and success of healthcare
organisations (Dyrbye et al., 2020). In this context, in this study, the role of co-worker support
and occupational outcome expectancy on career regret was examined within the framework of
Social Cognitive Career Theory (SCCT). SCCT emphasises the importance of individual
characteristics such as interest, ability and qualifications in the process of career development.
This model states that dynamic characteristics such as self-perception, future expectation and
behaviour and situation-specific and environmental issues such as economic barriers and
social support are also very important at this stage (Lent et al., 2005). In terms of physicians in
particular, individual characteristics and organisational factors are seen among the predictors
of burnout and career choice regret (Dyrbye et al., 2018). In addition, there is a limited number
of studies in the literature on physicians’ career regret (Budjanovcanin et al., 2019; Sierra
et al., 2019). Considering the potential of career regret to bring important consequences, this
situation needs to be examined systematically (Verbruggen and De Vos, 2020). Therefore,
with this research, in which career regret is revealed through a preventive variable such as co-
worker support, career regret for physicians is addressed from a new perspective.

Outcome expectancy includes the beliefs that a person has about the outcome of a particular
situation (Bandura, 1997). In addition, it includes the expectations about the results to be
achieved as a result of the work to be done and the question “What will I get as a result of doing
this?” (Lent et al., 2002). Since outcome expectancy has an important role in individuals’
initiation and discontinuation of a behaviour, in the development of their interests, and in
determining their choice and performance goals, it is accepted as one of the key concepts in
SCCT (Lent et al., 2005). In addition, occupational outcome expectancy has an important place
in outcome expectancy (Hsu et al., 2019a; Budjanovcanin and Woodrow, 2022). Vocational
outcome expectancy is the beliefs about the long-term consequences of the success to be
achieved as a result of making certain educational or career decisions (Betz and Voyten, 1997).
Lent and Savickas (1994) argue that occupational outcome expectancy is used in conjunction
with traditional occupational value categories such as helping, earning or autonomy. When
occupational outcome expectancy is viewed from this perspective, it is thought to be
individuals’ beliefs about the degree to which the outcome of pursuing certain careers allows
them to live the occupational values they prioritise. Career choice is very important for people’s
lives in social and economic terms (Hsu et al., 2019a; Ephrem andMurimbika, 2023).

Career decision has a great impact on career continuation and fulfilment of occupational
outcome expectations. The complexity of career decision-making is influenced by the
multiplicity of factors that significantly affect this process (Seçer and Çınar, 2011). Previous
studies have shown that the career decision-making process affects many variables such as
socio-economic and cultural factors, academic achievement, values and positive views about
the profession (Ulaş and Özdemir, 2018). The fact that individuals do not experience regret
about their career decisions enables them to adapt themselves better to their working
environment and creates career adaptability (Dong et al., 2020). Employees may regret
decisions about their careers, and the choice made about the career path is a decision that has
far-reaching consequences as well as being relatively difficult to undo (Budjanovcanin and
Woodrow, 2022). The difficulty of reversing a career decision was addressed in the research
conducted by Bachmann et al. (2020) and it was revealed that the rate of occupational change
of employees in Europe is limited to 3%. Career regret is the result of a disappointing
decision about a career that does not achieve what is desired (Brehaut et al., 2003). However,
career is the most important life role of each individual (Erdurcan and Kıdök, 2017). The co-
worker who has an effect on career decision also has an effect on career regret. In addition,
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the support of co-workers can have a unique quality to help an individual manage stress and
tension in the workplace (Beehr et al., 2000; Gillen et al., 2002). The concept of co-worker
support is different from organisational and managerial support and is more closely related to
employee-related variables (Ng and Sorenson, 2008).

In the Turkish higher education system, to be able to choose a medical faculty, it is
necessary to rank in the top 50,000 in the central examination. However, when the entrance
scores of medical faculties are analysed according to the years, it is seen that it is not enough
to rank in the top 50.000 and higher success is required. Students who achieve high success
in the university entrance exam have the opportunity to choose professions other than
medicine. In this period, students may prefer medical faculties that are considered valuable
by the society and have a job guarantee at graduation, without taking into account their own
abilities and expectations, under the influence of many factors. However, this issue may turn
into regret during the education process or while practising the profession. In addition,
physicians work together with other departments and health personnel (nurses, patient carers,
etc.) and it is known that their support is effective on their success. Especially with the
COVID-19 outbreak, it was considered important whether a career regret occurred in
physicians and whether the support they received from their co-workers had an effect on this
situation. In addition, discovering the mechanisms explaining the effects of co-worker
support on the professional outcome expectation of physicians and the effects of these
variables on the careers of physicians constitutes the main perspective of this research.

2. Conceptual framework
2.1 Professional result expectation
Expectancy is the level of belief that behaviour will be appreciated if it is performed in certain
situations (Gerrig et al., 2016). Vocational outcome expectancy is accepted as long-term
beliefs gained as a result of deciding on a profession or as a result of training for a particular
profession (Fouad and Guillen, 2006). SCCT together with self-efficacy, defends the
expectation of which positive results will be obtained as a result of a behaviour. If the
individual believes that he/she will achieve positive results as a result of the behaviour, the
motivation level to perform the behaviour increases, while if not, he/she avoids taking action
(Durmuş et al., 2019). Therefore, the concept of expectation is effective on the motivation
level of the individual (Santrock, 2018). On the other hand, occupational outcome expectancy
is the belief that certain behaviours will produce certain results, and in this direction, it
represents the individual’s belief in the long-term results of success such as income, status,
learning new skills as part of the career (Gürpınar et al., 2021). In addition, occupational
outcome expectancy is closely related to the concepts of self-efficacy and career interest in the
context of SCCT. In this context, career interest and self-efficacy are among the important
predictors of occupational outcome expectancy (Lent et al., 2017; Chang et al., 2018;
Nabizadeh et al., 2019). Ma and Shea (2021) emphasised in their study that support from peers
and social friends is related to vocational outcome expectancy. Similarly, different studies
have tried to explain the relationship between occupational outcome expectancy and peer and
social friend support at different levels. Rogers et al. (2008) showed that individual
characteristics and peer support are indirectly related to career choice process.

Occupational outcome expectancy has a multifaceted effect on individuals’ lives.
Occupational outcome expectancy positively affects life satisfaction and contributes to
increasing the quality of life as well as increasing employee productivity (Uçak and Yıldırım,
2023). Similarly, high occupational outcome expectancy positively affects individuals’
problem solving skills (Odacı and Yıldız, 2023). Therefore, it is emphasised in the related
literature that there is a close relationship between career decision-making and occupational
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outcome expectations. On the other hand, it is emphasised that there is a positive relationship
between career decision-making, occupational outcome expectancies and self-efficacy in
general, just like in SCCT.

2.2 The concept of co-worker support
Co-worker support has the ability to make a work environment enjoyable or unbearable to
spend time in. Supportive friendships are known to be an important source of self-esteem
beyond one’s spouse and family relationships and have an impact on well-being (Kuykendall
et al., 2015; Powell et al., 2019). As Hodson (1997) convincingly argues, social relationships
in the workplace can make a significant contribution to employees’ job satisfaction,
productivity and well-being. The revitalisation derived from the perceived value of co-worker
gue support plays an important role in reducing the negative feelings that employees have
about the functions performed in their organisations (De Clercq et al., 2020).

When the issue is considered from a professional point of view, the expert knowledge shared
by co-worker creates a sense of trust in employees, enabling them to complete their knowledge
gaps and complete their work tasks successfully (Park et al., 2016). In addition, co-worker
support positively affects job satisfaction and has a positive effect on the work environment. Co-
workers alleviate the workload with the psycho-social support they provide (López et al., 2019).
Therefore, co-worker support refers to co-workers who help each other in their tasks when
necessary by sharing knowledge and expertise and providing encouragement and support (Zhou
and George, 2001). Thanks to this affirmation, supportive friendships have a positive impact on
employee well-being and thus career development (Craig and Kuykendall, 2019). Co-worker
support also has important effects outside the workplace. Positive social relationships have been
found to be linked to physical and mental health (Kaul and Lakey, 2003). The working
environment of individuals is considered to be very important in determining their level of job
stress and how they canmeet the demands of the job. In addition to organisational support, work-
based support, such as co-worker support, may direct the relationship between antecedent
variables and employee outcomes differently (Yang et al., 2020). At this point, it is possible to
state that co-worker support is important to increase the effect on greater engagement in work as
well as reducing job stress. On the other hand, relationships with co-worker facilitate individuals
and organisations to provide valuable psychosocial resources to support co-worker (Guo et al.,
2019).

Workplace friendships include voluntary and informal social relationships in work
environments, guided by social norms and socio-emotional goals (Pillemer and Rothbard, 2018).
As an important part of professional life, the support offered within the framework of friendships
and friendships that employees have established with each other contributes to the development of
a sense of belonging in the workplace (Methot et al., 2017). Therefore, co-worker support is the
willingness of employees to provide work-related assistance to their coll co-worker eagues to help
them fulfil their service-based tasks (Susskind et al., 2003). Co-workers influence the working
environment, and this influence affects employees’ attitudes at work. Co-worker support is an
important source of employee support in service organisations (Susskind et al., 2003; Kale, 2015).
On the other hand, in a qualitative sense, although organisational and managerial support is
governed by authority rankings, co-worker support is voluntary (Chiaburu and Harrison, 2008).
Researchers typically pay less attention to examining the role of co-worker support than
managerial support inwork attitudes (Ng and Sorenson, 2008).

2.3 Career regret
During career choice, the individual chooses a certain job and lifestyle for himself/herself,
tries to prove himself/herself successfully in this way and determines his/her future life in
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this way (Çakır, 2004; Sarıkaya and Khorshid, 2009). Career choice is an issue that should be
emphasised in the lifelong career planning of the individual because if the career choice of
the individual is not made in accordance with his/her life preferences, the possible
consequences of the lifelong life of the individual will directly affect the life of the individual
(Öztemel, 2012). The fact that the feeling of regret that individuals feel due to their career
decisions is a strong and negative emotion brings along many negativities related to working
life (Le and Ho, 2020). For this reason, the right career choice can prevent or reduce the rate
of future regrets regarding career choice in advance. The individual is successful, productive
and happy in the profession he/she chooses in line with his/her abilities, interests and wishes;
on the other hand, he/she may be unsuccessful, inefficient and unhappy when he/she makes
random choices without taking into account his/her characteristics. For this reason, the ideal
is to make a career choice in accordance with the individual’s interests and abilities (Sarıkaya
and Khorshid, 2009). Çakır (2004) stated that when it is time to put a career choice into
practice, some individuals may be indecisive due to lack of information about their
professions, pressure from other respected people and some dysfunctional thoughts, or they
may make wrong decisions at the point of career choice in case of lack of information about
their demographic characteristics. When the issue is considered from the point of view of
physicians, physicians have heavy workloads since they work long hours in general. This
may increase the risk of burnout and career choice regret (Miranda-Ackerman et al., 2019).
The negative effects of this risk have been revealed in many studies (Zhou et al., 2017; Yue
et al., 2011; Wang et al., 2017). Career regret reveals a state of discomfort related to career
choice. Studies have shown that career regret has multifaceted effects on the individual’s life
and these effects include burnout syndrome, decreased job satisfaction and well-being and
job separation, which are among the variables that significantly affect the quality of life
(Santra and Giri, 2017; Köse, 2019; Doğanülkü and Kırdök, 2021).

3. Hypothesis development
3.1 Vocational outcome expectation–career regret
Social cognitive career theory (SCCT), derived from Bandura’s social cognitive theory, is
widely used in the career field (Juntunen et al., 2019). In addition to being based on the
individual and contextual variables, SCCTargues that the individual and the environment are
in constant change. However, the theory is mainly concerned with the roles of three social
cognitive mechanisms related to career development. These are self-efficacy beliefs,
outcome expectations and personal goals. Self-efficacy beliefs refer to “people’s judgements
about their ability to organise and execute the actions necessary to achieve specified types of
performance” (Lent and Savickas, 1994; Lent et al., 2005). The concept of outcome
expectancy is a belief about the consequences of behaviour (Lent et al., 2002). Studies have
revealed that career regret is almost common among medical doctors (Zhou et al., 2017;
Wang et al., 2017). Zhou et al. (2017), in their study on medical doctors working in China,
found that 58.1% of the physicians participating in the study evaluated that they regretted
being a doctor. Similarly, Yue et al. (2011) found that 62% of medical students regretted their
choice to study medicine. In the related literature, it has been revealed that experiencing
burnout, working overtime and having a higher academic degree are among the important
predictors of career regret (Wang et al., 2017; Dyrbye et al., 2020). From this point of view,
H1 was designed as follows to test the effect of physicians’ outcome expectations towards
their profession on career regret:

H1. Physicians' professional outcome expectations positively and significantly affect
their career regret.
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3.2 Occupational outcome expectation – perceived co-worker support – career regret
Alongwith self-efficacy beliefs and outcome expectations, SCCT takes into account other aspects of
people and their environment that may have an impact on their interests. Each person has certain
affordances from the environment that help to shape or direct career development (Vondracek et al.,
2014). In SCCT, these contextual affordances are categorised into two general types depending on
when they arise in the selection process. The first type includes background influences (e.g., cultural
and gender role socialisation, types of career role models available) that help shape self-efficacy,
outcome expectations and interests. The second type includes environmental influences that come
into play during the active stages of choice making (e.g. emotional or financial support to pursue a
particular option). In the relevance model of SCCT the effects of contextual variables on self-
efficacy and outcome expectations are taken into account. According to SCCT, career interests are
more likely to translate into goals when people encounter strong environmental support for their
preferred career paths (Lent et al., 2005). Co-worker support refers to co-workers who help each
other in their tasks when necessary by sharing knowledge and expertise and providing
encouragement and support (Zhou and George, 2001). In an environment where co-worker support
is high, employees can discuss their ideas more openly and honestly and their job satisfaction
increases (Fass et al., 2007). Co-worker support can be beneficial for the well-being of employees
(Sloan, 2012).While co-worker support can affect ameaningful experience for employees, negative
relationships with others can make work life unbearable (Chamberlain and Hodson, 2010). Studies
have found that employee support built around friendships between employees leads to an increase
in employee well-being (Hsu et al., 2019b; Zhang et al., 2022), as well as organisational benefits
such as a more effective corporate functioning (Berman et al., 2002) with positive effects on
collaboration, creativity and innovation (Lu et al., 2017). Sierra et al. (2019) found that career regret
is related toworking hours, salary, work-life balance, burnout and career satisfaction in their study in
which they compared physicians who experienced career regret and those who did not. It was also
concluded that co-worker support is an effective source of support, especially when the subject is
emotional, and as a result, it may affect work stress (Albar-Marin and Garcia-Ramirez, 2005). In
addition, studies have revealed that friends have the potential to provide more support than family
(Montpetit et al., 2017; Powell et al., 2019). From this point of view,H2was designed as follows to
test the role of perceived co-worker support on the effect of physicians’ outcome expectations
towards their profession on career regret:

H2. Perceived co-worker support has a moderating role in the effect of physicians'
professional outcome expectations on career regret.

4. Methodology
In this section, the aim and importance of the research, research model, population and
sample, data collection tools and data analysis are given.

4.1 Research model
The research model regarding the variables of career outcome expectancy, co-worker
support and career regrets is shown in Figure 1. Accordingly, career regrets (dependent
variable), co-worker support (moderating variable) and career outcome expectancy
(independent variable) were structured as the researchmodel.

4.2 Objective and importance of the research
The main purpose of this study is to examine the role of co-worker support and professional
outcome expectancy on career regret. The original aspect of this study is that the level of
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career regret of physicians with low levels of professional outcome expectancy and co-
worker support was determined in the light of the findings obtained. In addition, it is not
known whether occupational outcome expectancy and co-worker support are simultaneously
related to career choice regret. On the other hand, it is inevitable that physicians who
experience career regret may decrease their performance or turn to different professions.
This situation poses significant risks for the management and organisation of health services
in countries with high population density such as Turkey. In this respect, it is of great
importance to examine the variables of professional outcome expectancy, co-worker support
and career regret and to make recommendations.

4.3 Population and sample
The population of the study is the physicians in Ankara Province. There are 37 hospitals
belonging to the Ministry of Health in the province. A total of 5,092 physicians work in these
hospitals. According to the findings of Ankara Medical Chamber, the number of private
hospitals in Ankara is 27 and the total number of physicians working in the private sector is
1,755 and there are 890 physicians working in private practice. In total, there are 7,737
physicians working in Ankara. The sample size to represent the scope of the research and the
population was determined as 384. Questionnaires were sent to 445 physicians in total and 423
of them were returned. Of these, 15 were not included in the study due to sloppy filling and 8
were incomplete. As a result, the hypotheses of the study were tested with 400 of these
physicians.

4.4 Research approach and data collection
SPSS 26.0 software was used in the statistical analysis of the data obtained within the scope
of the research. AMOS 22.0 package programmes were used to test the structural equation
model developed within the scope of the research. Normality tests, difference tests and
Pearson correlation analysis were used for the relationship between variables. Pearson
correlation analysis was used to investigate the relationships between occupational outcome
expectations, career regret and perceived co-worker support. Just before the effect and
relationship analyses, detailed information about the scales is presented in this section.

4.4.1 Professional Result Expectation Scale. Professional Result Expectation Scale
(McWhirter et al., 2000) was adapted into Turkish by Işık (2010) and used in the validity
study. The Cronbach’s alpha internal consistency coefficient of the scale consisting of five
items and one dimension was found to be 0.87. This value is comparable to the coefficients

Figure 1. Researchmodel
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ranging between 0.72–0.92 obtained in other studies (Gushue, 2006; McWhirter et al., 2000;
Metheny et al., 2008; Reynolds and Constantine, 2007; Wettersten et al., 2005) and shows
that the scale is acceptable reliable. In addition, item-total score correlations are in an
acceptable range between 0.40–0.70. The reliability of the scale was assessed with the Test
Repetition Method, which involves administering the scale to a sample group of seventy-two
university students twice with seven weeks between each administration. This method aims to
evaluate the consistency of the scores over time, similar to the reliability study conducted for
the original form (Işık, 2010). Pearson product-moment correlation coefficient was calculated
to assess the reliability of the Turkish version of the MSBI. The value obtained was 0.74 (p <
0.01), which is higher than the value found by McWhirter et al. (2000), who found a
correlation coefficient of 0.59 for an application conducted nine weeks apart. This constitutes
an important evidence for the reliability of the Turkish form of this scale. In the analyses
conducted to examine the suitability of the vocational outcome expectancy scale data for
factor analysis, the KMOBarlett test result for the scale is 0.757. Cronbach’s alpha coefficient
is calculated as 0.806 within the scope of our study. The Cronbach’s alpha value factor loads
of the scale consisting of five items and one factor were found to be between 0.727 and 0.839.
In the confirmatory factor analysis (CFA) conducted for the expectation of professional results
χ2/df = 3,393 < 5, 0,85 < GFI = 0,860, 0,90≤AGFI = 0,921, 0,90≤CFI = 0,960, RMSEA =
0,062 < 0,08 According to the fit values, the model shows excellent fit to the data. Therefore,
the validity of the one-factor structure revealed by the exploratory factor analysis was
confirmed by the confirmatory factor analysis.

4.4.2 Career Regret Scale. The “Career Regret Scale” used in the research was developed
by Erdurcan and Kırdök (2017). The Cronbach’s alpha coefficient for the scale adapted from
Kalaycı (2006) was calculated as 0.91 by Erdurcan and Kırdök (2017). According to Kalaycı
(2006), Cronbach’s alpha values between 0.80 and 1.00 are indicators of high reliability. The
factor loadings of the scale consisting of five items and one factor were calculated between 0.50
and 0.93. According to the confirmatory factor analyses, the model was found to have good fit
values. In the analyses conducted to examine the suitability of the career regret scale data for
factor analysis, the KMOBarlett test result for the scale was 0.805. Cronbach’s alpha coefficient is
calculated as 0.815 within the scope of our study. The Cronbach’s alpha value factor loads of the
scale consisting of five items and one factor were found to be between 0.720 and 0.795. In the
confirmatory factor analysis (CFA) conducted for the career regret variable χ2/df = 4,128 < 5, 0,85
< GFI = 0,895, 0,90≤AGFI = 0,987, 0,90≤CFI = 0,968, RMSEA = 0,047 < 0,08 fit values, the
model shows excellent fit to the data. Therefore, the validity of the one-factor structure revealed by
the exploratory factor analysis was confirmed by the confirmatory factor analysis.

4.4.3 Perceived Co-worker Support Scale. The Perceived Co-worker Support Scale by
Giray and Şahin (2012) consists of items derived from various scales that are conceptually
related to the concept of perceived co-worker support. The components of the scale are taken
from different scales that are not fully related to each other. The questions in the scale
developed from different scales were translated into Turkish by Giray and Şahin (2012) and
validity and reliability tests were conducted. The Cronbach’s alpha internal consistency
coefficient of the perceived organisational support scale was found to be 0.94 after removing
items 13, 29 and 34 whose factor loadings were below 0.40. The Cronbach’s alpha reliability
coefficient of the 12-item scale is 0.93. In addition, the internal consistency coefficients of
the 11-item manager support scale and the nine-item co-workers scale are 0.94 and 0.90,
respectively. In the analyses conducted to examine the suitability of the perceived co-worker
support scale data for factor analysis, the KMO Barlett test result for the scale is 0.720.
Cronbach’s alpha coefficient is calculated as 0.786 within the scope of our study. The
Cronbach’s alpha value factor loads of the scale consisting of five items and one factor are
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between 0.706 and 0.784. In the confirmatory factor analysis (CFA) conducted for perceived
work support χ2/df = 3,478 < 5, 0,85 < GFI = 0,905, 0,90≤AGFI = 0,976, 0,90≤CFI =
0,973, RMSEA = 0,057 < 0,08 According to the fit values, the model shows excellent fit to
the data. Therefore, the validity of the one-factor structure revealed by the exploratory factor
analysis was confirmed by confirmatory factor analysis.

5. Findings
5.1 Findings related to descriptive statistics
Descriptive statistics of the demographic information of the research participants are given in
Table 1. The study included 400 participants. The number of participants aged 24–30 was
111 (27.8%), 31–40 was 171 (42.8%), 41–50 was 83 (20.8%) and 51 and over was 35
(8.8%). The number of male participants was 268 (67.0%) and the number of female
participants was 132 (33.0%). Dr Lecturer. Prof., Assoc. or Prof. participants were 254
(63.5%), the number of specialist participants was 111 (27.8%) and the number of
practitioner participants was 35 (8.8%). The number of participants who stated that they had
a medium income was 123 (30.8%), the number of participants who stated that they had a
high income was 166 (41.5%) and the number of participants who stated that they had a very
high income was 111 (27.8%). The number of participants who stated that they had no
children was 29 (7.3%), the number of participants who stated that they had 1 child was 256
(64.0%) and the number of participants who stated that they had 2 or more children was 115
(28.8%). Descriptive statistics of physicians’ professional outcome expectancy, career regret
and perceived co-worker support are given in Table 2. According to Table 2, the minimum
value of the answers given to the professional outcome expectancy scale is 1 and the
maximum value is 5. The mean score of the scale is 3.1260 and the standard deviation is

Table 1. Descriptive statistics

Demographic informations f %

Age
24–30 111 27.8
31–40 171 42.8
41–50 83 20.8
51 and (+) 35 8.8

Gender
Male 268 67.0
Female 132 33.0

Education level
Associate Professor or Professor 254 63.5
Expert 111 27.8
Practıtıoner 35 8.8

Income levels
Middle (7,500–10,000TL) 123 30.8
High (10,001–15,000TL) 166 41.5
Very high 111 27.8

Number of children
No 29 7.3
1 256 64.0
2 and 2 (+) 115 28.8

Source(s):Own elaboration
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0.86452. Participants’ professional outcome expectations are at medium level. The minimum
value of the answers given to the career regret scale is 1 and the maximum value is 5. The
mean score of the scale is 3.3520 and the standard deviation is 0.86543. Participants’ career
regret is at a moderate level. The minimum value of the answers given to the perceived co-
worker support scale is 1 and the maximum value is 4.89. The mean score of the scale is
3.0492 and the standard deviation is 0.72395. The participants’ perceived co-worker support
is at a medium level.

5.2 Findings related to correlation
Correlation values of physicians’ professional outcome expectancy, career regret and perceived
co-worker support variables are given in Table 3. The correlation coefficient is between 0 and 1
and interpreted according to certain ranges. Generally, if the correlation coefficient is between 0
and 0.25, we can talk about a very weak relationship. Correlation coefficients between 0.26–0.49
express a weak relationship. 0.50–0.69 expresses a medium relationship, 0.70–0.89 expresses a
high relationship, while values above 0.90 express a high relationship.

As seen in Table 3, there is a positive correlation between occupational outcome expectancy
and career regret. Similarly, there is a positive correlation between occupational outcome
expectancy and perceived co-worker support. Similarly, there is a positive and moderate
correlation between career regret and perceived co-worker support. As can be seen from
Table 3, there is a significant relationship between all variables. The fact that these data are
significant shows that the prerequisites for the regulatory role effect study have been met. After
this stage, regulatory role effect analyses, which is the main purpose of the study, were
conducted.

Figure 2 shows the model of examining the moderating role effect of perceived co-worker
support variable in the relationship between professional outcome expectancy and career
regret. H2 hypothesis is “Perceived co-worker support has a moderating role in the effect of
physicians’ professional outcome expectancy on career regret”. Structural Equation Model

Table 2. Descriptive statistics of physicians’ professional outcome expectancy, career regret and
perceived colleague support

Variables N Minimum Maximum Mean

Professional result expectation 400 1.00 5.00 3.1260
Career regret 400 1.00 5.00 3.3520
Perceived colleague support 400 1.00 4.89 3.0492

Source(s):Own elaboration

Table 3. Correlation values of physicians’ professional outcome expectancy, career regret and
perceived colleague support variables

Variables
Professional
result expectation Career regret

Perceived
colleague support

Professional result expectation (0.80)
Career regret 0.281** (0.81)
Perceived colleague support 0.374** 0.502** (0.78)

Source(s):Own elaboration
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was used to test the hypothesis. The programmes that can be used for testing the Structural
Equation Model are AMOS, Lisrel and SmartPLS. SmartPLS is based on partial least
squares, while Lisrel and Amos are based on covariance. SmartPLS can be used if the sample
is small, and all of them can be used if the sample is large. SmartPLS can be used to predict
results using the model, Lisrel and AMOS can be used to validate a theoretical model with
data. If the data are normally distributed, Lisrel and AMOS can be used, if not, SmartPLS
can be used (Wong, 2013). AMOS 22.0 programme was used because the sample in our
study was large and the variables were normally distributed. The results of the Structural
EquationModel obtained from the AMOS programme are shown below.

The model to examine the moderator effect of perceived co-worker support variable on the
effect of career regret and occupational outcome expectancy is given in Figure 2. To determine
the moderator effect within the scope of the research, a moderator effect analysis was conducted

Figure 2. Model examining the regulatory role of perceived colleague support variable in the
relationship between occupational outcome expectancy and career regret (n = 400)

Table 4. Explanation of the effects of physicians’ professional outcome expectancy, career regret and
perceived colleague support

Variables β P

Career regret← (ZSB) Professional result expectation 0.098 0.015
Career regret← (ZACAD) Perceived colleague support 0.394 ***
Career regret← (ZSB)X(ZACAD)=ZXW −0.029 0.407

Source(s):Own elaboration
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in which occupational outcome expectancy was accepted as the independent variable, career
regret as the dependent variable and co-worker support as the moderator variable. Prior to this
stage, the dependent variable and the independent variable were standardised (z score) and the
interaction term was created by multiplying the independent variable occupational outcome
expectancy and the moderator variable perceived co-worker support. The results obtained from
the analyses conducted in this context are shown in Table 4.

According to Table 4, it is seen that occupational outcome expectancy and perceived co-
workers’ support have a significant positive effect on career regret. However, the interaction
term formed by the product of professional outcome expectancy and perceived co-workers’
support variables was found to have no significant effect on career regret. Therefore, based
on the results obtained, perceived co-worker support does not have a moderating effect on
the effect of professional outcome expectancy on career regret.

5.3 What it contribute?
There is a positive correlation between physicians’ professional outcome expectancy and
perceived co-worker support. There is a positive and moderate correlation between career
regret and perceived co-worker support. As physicians’ career regret increases, the support
they receive from their co-workers increases. As can be seen, it can be concluded that there is
solidarity among physicians. Physicians increase their co-worker support to their physician
friends whose career regret increases.

6. Discussion
The career choices and career regrets of doctors who completed medical school and chose
the profession of medicine are not only important for their future careers, but also affect the
future health systems of the countries in question (Imran et al., 2018). In addition,
understanding the dynamics underlying physicians’ career decisions and knowing the
psychological elements that will support physicians throughout their career process can play
a key role in preventing physicians’ career regrets (Bisi-Onyemaechi et al., 2018).

As a result of the analyses conducted within the scope of the research, it was determined
that the professional outcome expectations of the physicians participating in the study were
at a moderate level. In other words, their outcome expectations from their profession were
not very high. Physicians’ career regret was similarly at a moderate level. Physicians who did
not have high professional outcome expectations also had a moderate level of career regret.
Physicians’ perceived co-worker support was also at a moderate level. When viewed
holistically, the results obtained were in line with Tian et al. (2019) and Dyrbye et al. (2018),
contrary to the results obtained in the studies conducted by, it is shown that physicians do not
experience serious career regret because they do not have a very high professional outcome
expectation. Tian et al. (2019) found in their research that 46.6% of physicians experienced
career choice regret. Dyrbye et al. (2018) determined that career regret is a common situation
among physicians in the USA. In addition, it is seen that they do not receive serious support
in terms of co-worker support. Lower levels of career regret can be explained by career
choice legitimacy, avoidance of regret and satisfactory attitude (Ephrem and Murimbika,
2023). Barthauer et al. (2019) emphasised the importance of organisational support in
preventing career regret and sustaining the career with career satisfaction. In this context, it is
possible to state that increasing the social relationships that physicians will establish with
each other within the scope of organisational support will support them in providing
friendship support to each other.

Cultural and social values affect physicians’ future career paths through their professional
interactions (Bittaye et al., 2012). In this regard, it is of great importance to follow

IJOA



organisational strategies that aim to support physicians’ ongoing professional development.
Based on this, it is possible to say that physicians’ professional outcome expectations should be
increased to increase their peer support. Physicians with low professional outcome expectations
are not expected to show peer support. It is understood from the results obtained in the analyses
that the variable of perceived co-worker support does not have a moderating role in the
relationship between physicians’ professional outcome expectations and career regret.

7. Conclusions
In this study, the regulatory role of colleague support in the effect of physicians’ professional
outcome expectancy on career regret is examined. According to the results of the analyses,
there is a positive correlation between physicians’ professional outcome expectancy and
career regret. In other words, as the professional outcome expectancy of physicians
increases, career regret increases. Similarly, there is a positive correlation between
physicians’ professional outcome expectancy and perceived colleague support. Therefore, as
physicians’ professional outcome expectancy increases, perceived colleague support
increases. There is a positive correlation between career regret and perceived colleague
support. In addition, the results show that the career regret, perceived colleague support and
professional outcome expectations of the physicians participating in the study are not very
high and are at a moderate level.

7.1 Theoretical implications
This article contributes to social cognitive career theory and self-efficacy theories from the
perspective of medical doctors. The concept of expectation emphasised in both theories reveals
academic and practical implications on co-worker support and career regret for careers, which
constitute a significant part of individuals’ lives. Although the research variables have been
examined individually or in pairs in the relevant literature, no significant theoretical contribution
has been made to understand the relationship between co-worker support and career regret of
doctors, since no study has been conducted onmedical doctors to date.

7.2 Practical implications
The feeling of regret that individuals feel about their career decisions brings with it many
negativities related to work life (Le and Ho, 2020). On the other hand, workplace friendships
are considered as voluntary relationships in work environments, guided by social norms and
socio-emotional goals. (Pillemer and Rothbard, 2018) . In addition, the friendships and
mutual support that employees establish with each other contribute to the development of a
sense of belonging in the workplace (Methot et al., 2017). Therefore, professional outcome
expectations have a multifaceted effect on individuals’ lives. The positive relationship
between professional outcome expectations and life satisfaction directly affects the
individual’s quality of life (Uçak and Yıldırım, 2023). In this context, professional chambers
or professional associations can support the development of work friendship and solidarity
through regulatory social activities and programs for medical doctors. Participation in these
activities serves to create professional support networks and develop support mechanisms.

7.3 Limitations and future research
The most important limitation of this study is that it was conducted only on physicians
serving in the medical field. Therefore, it can be claimed that a specific sample consisting of
physicians is a limitation of this study. However, it is recommended that future studies be
conducted to answer the question of whether the findings can be generalised by comparing
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them specifically to other samples, namely those working in other sectors. However, it is
recommended that in-depth or longitudinal studies be conducted using qualitative methods
that include not only physicians but also managers working in the health sector.
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