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ABSTRACT

This article is based on a qualitatively driven, sequential explanatory mixed-method
study that explored the status of university career services in Turkey. The first phase
involved a nationwide survey to identify the existing career center structures and
career development support services models. It also helped to create a purposeful
sample of career development professionals and interview questions for the second
phase that provided more insight into the strengths and needs of university career
centers from the perspectives of career development professionals. Based on an
interpretation and discussion of the integrated results from the survey and interviews,
the authors gathered implications and recommendations for improving career centers
in relation to the existing literature of career services centers and career development
needs among university students in Turkey.
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OZET

Bu arastirmada Tirkiye’deki universitelerde hizmet veren kariyer merkezlerinin
durumu, nicel verilerin ardindan ardisik, agiklayict karma calisma yontemi ile
incelenmistir. Ilk asamada ulusal olarak var olan kariyer merkezlerinin yapist ve
verdikleri hizmetleri belitlemek i¢in bir tarama calismast yapilmistir. Bu ¢alismaya
dayali olarak, bu merkezlerde calisan ve kariyer destek hizmeti verenletle
derinlemesine gériismeler yapilarak merkezlerin giicli yanlart ve ihtiyaclart onlarin
bakis acisindan anlasilmaya calislmustir. Tarama calismast ve goriismelerden elde
edilen bulgularin ortak yanlari metinde biutunlestirilerek sunulmustur. Arastirmada
elde edilen bulgular kariyer gelisimi, kariyer merkezleri ve Turkiye’deki Gniversite
ogrencilerinin kariyer ihtiyaclaryla ilgili alan yazini 1s1ginda tartisilmus, bulgularin
dogurgulart ortaya konmus ve kariyer merkezlerinin daha da etkili hale gelebilmelerine
yonelik bazt 6neriler sunulmustur.

Atf igin: Balin, E., Korkut-Owen, F., Kepir Savoly, D., Owen, D. (2021). University Career Services Centers in Turkey: A sequential
mixed-method study. Karzyer Psikolojik Danssmaniygs Dergisi, 4(2), 1-35.

Etik Bildirim: Bu calismada bilimsel arastirma etik kurallarina uyulmustur.
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INTRODUCTION

While it’s not the only reason and outcome, the fundamental expectation from a university
education is to gain meaningful employment with promising work readiness. In Turkey, approximately
44% of the youth population enroll in higher education (Turkish Statistical Institute [TSI], 2021a), which
is parallel to the significant increase in the number of universities (Higher Education Council [HEC],
2019). On the other hand, about 36% of university graduates in Turkey are unemployed and many are
predicted to face increased underemployment based on the lower enrollment of university graduates in
professional work areas that require a university degree (Buyukgoze-Kavas et al., 2021; Susanli, 2017).
Furthermore, the long-existing gender gap became larger with only 31% of working-age women
participating in the labor market compared to 69% of men (TSI, 2021b) along with inadequate attention
to the career development needs in other diversity and equity contexts.

Given these pressing needs, we argue that university career services need more critical attention
from both public and private stakeholders. University career services have a crucial role to address career
planning and work readiness needs of university students as early as possible, and to support them in the
processes of internship and job search (Auter & Marken, 2016; Busteed, 2020; National Association for
Colleges and Employers [NACE], 2019). In this study, we explore the university career centers in Turkey
to understand their working structures, strengths, and needs in relation to the career development needs
of university students and from the perspectives of career development professions (CDPs) who work

at university career centers.

Career Development and Help-Seeking Needs of University Students

Besides the alarming statistics of national unemployment rates among university graduates and in
general, several studies that explored the psychological counseling needs of university students identified
increased career development needs (Atik & Yal¢in 2010; Dogan, 2012; Karatas & Gizir, 2013). More
recently, additional studies uncovered university students’ specific career development needs for (1) being
prepared to transition to work-life and creating a career plan (Yerin Giineri et al., 2016), and (2) having
more information about the employment opportunities (Eraslan-Capan & Korkut-Owen, 2020; Korkut-
Owen, 2018). Also, university students are reported to struggle with increased levels of stress and anxiety
(Fouad et al., 2016; Yerin Guneri et al.,, 2016; Eraslan-Capan & Korkut-Owen, 2020) along with a
connection between career adaptability and subjective well-being for university seniors (Kirdok &
Bolikbasi, 2018). It’s also recommended to address environmental support, self-efficacy beliefs, and
outcome expectations to help university students develop effective career goals (Istk, Ulubey, & Kozan,
2018).

The critical interrelatedness between career development (e.g., work satisfaction or performance,
job loss, unemployment, underemployment) and psychological well-being is well supported and
extensively reviewed elsewhere in the literature (e.g., Ford et al., 2011; APA, 2020; Tang et al., 2020). A
study conducted in the United States found a relationship between psychological distress and career-
related variables among undecided university students, however, only half of the respondents were aware
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of the career services center (Fouad et al., 2006). More recent studies have similar findings revealing
career-related anxiety among college students (e.g., Pisarik et al., 2017), as well as an increased rate of
work-related mental health concerns among graduate students (e.g., Levecque et al., 2017).

Other examples of specific career development needs among university students are selecting an
occupation that aligns with one’s interests and abilities, selecting an educational plan that will lead to a
good job, and talking to someone about the qualifications needed for occupational options, which are
based on a survey with 100, 727 incoming first-year students from 338 different higher education
institutions in the United States (Normyle, 2014). More studies found similar findings that indicate college
students need to talk to someone about qualifications required for specific occupations (e.g., Karimi et
al., 2014; Lee & Patel, 2019) and receive information about employment opportunities (Crisan, Pavelea,
& Ghimbulut, 2014).

On the other hand, according to Akoglan, Kozak, and Dalkiranoglu (2013), university students do
not receive sufficient support while making career decisions and financial struggles override the career
opportunities they could consider. Some recent studies also indicate that university students receive
support about career development and planning mostly from their instructors (Isik, 2007; Yerin Guneri
et al., 2016). Instructors (faculty members) are perceived as the primary source of career development
support followed by family members, psychological counselors at the private tutoring centers, internet
(online resources), friends, and school counselors (Korkut-Owen, 2018). More studies show that
instructors are a primary source of career development support (Isik, 2007; Yerin Giineri et al., 2016) and
career counselors and career centers are later in the list of help-seeking resources (Korkut-Owen &
Eraslan-Capan, 2020). These findings also align with the literature from outside of Turkey where
university students rely on online resources, television, written materials, family, and friends before they
seek help from career services (Crisan, Pavelea, & Ghimbulut, 2014), as well as instructors as a primary
source of connection (Kniveton, 2004; Zondag & Brink, 2017). The above-mentioned career
development needs and sources of support indicate that university career centers entail greater attention
to become more accessible and relevant to the student needs by using current and comprehensive services
that proactively support them throughout the university years.

Career Development Services in Turkey

In general, career development in Turkey is primarily addressed by the Ministry of Education (e.g.,
vocational guidance services in schools, online platforms for students to explore occupational options
and trends) and Higher Education Council (HEC) such as information about the higher education
institutions, majors, and graduate education programs and their requirements, however, they do not
provide any direct career development services. They focus on educational and occupational decision-
making through mostly information resources.

Career development services are formally addressed by the Ministry of Family, Labor, and Social
Services in Turkey. Under this ministry, there are several departments that address employment (and
unemployment) related areas such as the status of women, occupational health and safety, and union
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organizations. Among these departments, the Directorate General for Labor has the services most
relevant to career development that include finding solutions to the structural problems in the labor
market, increasing employment rates, improving the social welfare assistance system, addressing
employment needs of disadvantaged populations, and providing healthy and safe working conditions to
all workers (Directorate-General for Labor, 2021). Besides the systemic-level employment services
projects under this directorate, the Turkish Employment Agency (ISKUR) is another important
organization under the same ministry and operate through public employment agencies.

The current ISKUR was established in 2003 almost two decades after globalization, technological
improvements, and the information age have started to shape the world of work in the 1980s. Since then,
several public employment agencies, large-scale projects, and smaller programs have served individuals
looking for vocational training and employment opportunities ISKUR, 2021). In addition to the ISKUR
services, there are other agencies and programs such as employment services programs created by the
city governments. For example, The Municipality of Istanbul (IBB) offers career education days with
university counseling and guidance service booths for high school students who need support to choose
universities and majors based on their central university placement exam scores. The IBB services also
include some training programs such as fundamental computer skills (IBB, 2021). While all these
programs at the national and local levels are valuable, the needs that emerge from the sharp increase in
the number of universities and university graduates do not seem to be met by the existing services
(Buyukgoze-Kavas, 2017). Furthermore, career development needs encompass issues beyond educational
decisions and job applications, especially for university students who need to prepare themselves for an
increasingly uncertain, unstable job market in the 21st century in a new climate of economic recovery
from the COVID-19 pandemic.

University Career Centers in Turkey

As a relatively young and still developing service area, higher education career services in Turkey
show differences in relation to under which academic or student affairs units they are established. Their
structures, services, and activities vary from university to university (Erdogmus, 2001) with no
standardization between services provided by career centers. Erdogmus (2001) also showed that career
services activities predominantly focused on resume resources, career days and workshops that introduce
companies, and job placement efforts. In another study, Bacanli, Esici, and Altunbas (2009) found that
career services serve three main groups: students, alumni, and employers. The activities for students
included career fairs, announcing job and internship opportunities, and career counseling. The services
for alumni focused on gathering and sharing success stories, announcing scholarship opportunities,
creating alumni career networks, training programs, conducting surveys, and mentorship programs. The
activities for employers, on the other hand, included career programs and online resume catalogs. In
another study that explored the websites of all university career centers in Turkey also showed that only
about half of them had career services and most of them were in private universities (Cevher, 2015).
Although the services at these universities included some self-exploration focus, the majority focused on
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the exploration of the job market, informational resources on internships, and support for job search and
application processes.

According to a more recent study that explored the main goals and activities of university career
centers in Turkey by a content analysis of their by-laws, there were 32 university career centers that were
formally recognized under the Council of Higher Education (Ozden, 2015). More than half of the
universities had activities that primarily included promoting their services to students, connecting with
alumni, exploring job opportunities, delivering career development workshops, creating student and
company databases, organizing company site visits, providing career guidance, and helping with
internship search in this exact order.

After the above-mentioned studies that explored the career services center through their websites,
the first study, which used a survey to collect career services information before our current study,
explored a smaller sample of eleven university career services in Istanbul (Zeren et al., 2017). The findings
showed that the number of career services centers and their personnel was limited compared to high
student numbers. About 73% of them were established and managed internally by specific colleges (e.g.,
College of Business), and 45% collaborated with the ISKUR as the major external stakeholder. All career
centers offered conferences and other events to market their services, and about 90% also organized
networking events to connect students and employers. They reported that university students seek their
services mostly for learning about internship opportunities, creating resumes/CVs, preparing for
interviews, career decision making, or changing their career plans.

While the above-reviewed university career services models include diverse activities, they focus
on more traditional services (e.g., support for the internship/job search and application process).
Furthermore, the studies that explored students’ perspectives on the effectiveness of career services show
that while students found these services essential, students also perceived them as inadequate in meeting
their needs (e.g., Adin, 2015; Kara et al., 2016; Tecirli, 2017). Thus, it’s promising to see a significant
increase in the number of university career centers in the last few years after the establishment of the
Human Resources Office under the presidency of the Republic of Turkey (CBIKO). This office was
reorganized with new strategic plans such as launching career centers at every university, creating a new
Career Gate initiative to connect university students and graduates to job postings, and designing new
programs (e.g., Vision and Self-Awareness Training for students who are granted a scholarship to study
abroad; CBIKO, 2018). More recently, new developments such as requiring a career planning course at
each university and providing remote professional training to the university career services show the
increased awareness about the critical need for career services.

On the other hand, university students in the 21st-century information age and pandemic world
have increasingly complicated needs. University career centers are recommended to create and adopt
more effective and innovative career services models according to the changing needs of university
students (e.g., Damar, Dereli, & Dicle, 2015; Isik & Erdem, 2018). The university career center models
should be redesigned according to the changes and unpredictability of the current world of work that
shift the career development needs of students. However, we first need a better understanding of the
existing structure and models in Turkey, which is the purpose of this study.
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The Rationale for the Current Study

As discussed earlier, the status of the higher education career services in Turkey reflects more
traditional practices with ongoing challenges of accessibility and comprehensiveness due to the limited
number of career centers and their personnel or team size. The review of the literature demonstrated that
the existing career centers strive to meet the needs of increasing numbers of students, and the recent
developments, especially the presidential order to open career centers at all universities, will require more
systematic and sustainable support for higher education careers services. Thus, there is an ongoing need
to better understand the structures, services, and needs of these services, especially from the perspectives
of career development professionals who work at these institutions. While there were studies that focused
on this need by exploring the career services websites (e.g., Cevher, 2015) and surveying the career centers
in a specific city (e.g., Zeren et al., 2017), there wasn’t a study that aimed to provide a general picture of
career services nationwide and explored the career development professionals’ views regarding the status
of career services at the time we planned this study. In this study, we strived to contribute to the field by
inviting all university career centers we could reach and learning from the career development
professionals through in-depth interviews that were planned and facilitated by the findings of an initial
survey under a sequential explanatory mixed-method study design.

The purpose of this study was to provide a general picture of the status of university career services
in Turkey followed by a deeper understanding of them from the perspectives of career development
professionals. The specific aims were:

1) identify the existing career center structures and career development support services models,

2) explore the strengths and needs of university career centers from the perspectives of career
development professionals, and

3) gather the recommendations and implications for improving career centers based on an
integration of findings from the above-listed questions and in relation to the existing literature of career
services.

METHODS

Study Design

The first two aims of this study (as indicated in the previous section) were addressed with
a survey that included both quantitative and qualitative sections in the first phase that helped us
create a purposeful sample and questions for semi-structured interviews with career development
professionals in the second phase. The last aim was achieved by refining and explaining the
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descriptive and thematic survey results considering the themes from the interviews. Thus, we used
an explanatory sequential mixed-method design, which typically involves a quantitative first phase
followed by a qualitative second phase and is only complete with a clear integration and
interpretation of the findings from both phases (Creswell & Clark, 2018).

The rationale for mixing both types of data is that the university career centers’ status was
not explored comprehensively in the past. The findings that reflect the complex issues of university
career services from career development professionals’ perspectives and experiences were also
limited. For this same reason, we did not have a sufficient understanding of the university career
centers in Turkey to be able to develop a fully quantitative instrument in the first phase of the
study. Using quantitative and qualitative methods together is suggested when a more complete
picture of the research problem is needed (Johnson & Turner, 2003; Teddlie & Tashakkori, 2009)
which is the case in this study. Thus, we embedded a secondary method (using open-ended
questions that led to qualitative data) in our survey that was primarily quantitative and descriptive
as the first phase of sequential explanatory mixed-method design (Plano Clark & Ivankova, 2016).
Therefore, our study is a qualitatively driven mixed-method approach (qual — QUAL). It
acknowledges that social reality is multiple and our purpose as researchers is primarily to
understand the status of career services by comparing and contrasting thematic data (Hesse-Biber
et al., 2015).

The first phase of the study

The survey design. After obtaining institutional board approval from the first author’s
university, we designed a survey that included both quantitative and qualitative sections. We
designed the survey based on the common structure of higher education career services models
(Herr, Rayman, & Garis, 1993), as well as the professional standards for career services such as the
National Career Development Association (NCDA, 2010) and the National Association for
Colleges and Universities (NACE) in the United States. (NACE, 2019).

While we used models and standards from around the world due to the lack of relevant
standards in Turkey when this study was planned, the survey was designed in the Turkish language
with the translation and adaptation of some constructs (e.g., career psychological counselor [KPD]
vs career counselor) according to the professional cultural context in Turkey. Turkish is the native
language of the first three authors while English is the native language of the fourth author. This
composition allowed for an in-depth discussion of possible questions and careful choice of
terminology. We sent the first survey draft to a group of six experts in the career counseling field.
After their feedback and suggestions, the survey questions were finalized by our research team and
transformed into an anonymous online survey link under the first author’s secure institutional
account. The survey listed 20 career services activity areas which can be seen in Table 1.2 where
we listed the findings of the most frequently provided services.



Balin, Korkut-Owen, Kepir-Savoly ve Owen

Kariyer Psikolojik Danzsmanisgs Dergisi

We asked the participants to rate the frequency of their services from 1 (least frequent) to
5 (most frequent) to create an index for each service area. We also asked participants key
background information: the most recent professional degree and area of degree study, job title,
the populations they serve most actively, university type (i.e., public versus private). Besides these
multiple-choice and short-answer questions, we asked participants to respond to three open-ended
questions by listing 1) the most frequently presented needs by those who seek their services, 2)
what service areas they perceived as strongest, and 3) the key stakeholders they collaborated with.
Finally, the last survey item asked participants to leave their contact information if they are
interested in an interview meeting. No compensation was offered or given for research
participation.

The target population. We aimed to reach professionals who work at university career
centers in Turkey. Parallel to the process of survey design, the second author explored the career
services websites of 203 universities (the number of universities at the time that this study was
planned). Out of a total number of 53 university career centers at the time (CBIKO, 2020), we
were able to access 48 universities that had websites and contact information for their university
career centers. These 48 (27 public and 21 private) universities that had contact information
constituted our participant sample for the survey.

Data collection and analysis. The participants received an electronic invitation for the
survey. The online survey system was anonymous while it was optional for the participants to share
their contact information at the end if they were interested in a follow-up interview (see below for
the second phase of the study). At the first round of data collection, there was a very limited
response rate. Thus, we reminded the survey invitation two times and about two weeks apart from
each other. Out of all the responses, the responses from 20 university career centers provided
sufficient data to analyze them, which corresponds to about 42% of the overall university center
population in Turkey based on the total number of 53 career centers at the time we collected data.

We analyzed the survey data by using descriptive statistics for the quantitative questions,
while we also used thematic analysis for the open-ended questions according to the guidelines of
thematic analysis in psychology by Braun and Clarke (2006). This thematic analysis method is used
for any data set to identify and explain themes or patterns. It also allows interpretation of the
themes beyond identification (Braun & Clarke, 2006). Further details of this data analysis method
are explained in the next section.

The Second Phase of the Study

Participants. We conducted interviews with six professionals. Participants are named with
numbers in the order of interviews. Their relevant background information is summarized in Table
1.1 to provide context for the findings and specific participant quotes in the following subsections.
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Table 1.1. Interview Participants

Participants Professional Training Job Title Institution Approaches
Background
[ o | ] | I ] I ] 1
Participant 1 Non-counseling or related degree; Career Counselor  Private Career coaching
career coaching certification and education
| . | . | . | . | . |
Participant 2 Non-counseling or related degree;  Career Services Private Career coaching
career coaching certification Director and education
[ o | ] | ] I ] I ] 1
Participant 3 Non-counseling or related degree Career Services Public Career education
Coordinator and mentorship
[ o | ] ] | ] I ] I o 1
Participant 4 Psychological Counseling and Career Advisor Private Career advising
Guidance and counseling
I .. I . I . I . I .. I
Participant 5 Non-counseling or related degree Career Advisor Private Career advising

and coaching

[ I | | [ 1
Participant 6 Psychological Counseling and Career Counselor  Public Career

Guidance counseling

Interview Protocol Development. The survey results (see the findings section) provided
a general picture of the status of the career services and helped us invite career development
professionals for interviews to create a purposeful sample. In light of the findings from the survey,
our research team prepared questions for the semi-structured interviews. Before the interviews, we
shared a summary of the survey results with those who responded to the survey and indicated an
interest in a follow-up interview. The interviews were conducted by the first author and lasted from
50 to 90 minutes each. They were recorded within an online meeting platform through the first
author’s official account which is protected by a two-step identity verification process for security
and confidentiality of the records.

Data analysis. After the first author prepared the data by transcribing the interviews and
organizing them in a shared codebook, we engaged in individual coding before gathering our initial
codes together. We followed the six-step guidelines of thematic analysis in psychology by Braun
and Clarke (20006). The initial individual coding process was followed by our data analysis meetings
where we shared, discussed, and compared our codes, as well as questions or concerns from our
reflective memos. This discussion yielded a list of categories by merging some codes and renaming
others. After we created a list of categories, we next defined each category and identified related
participant quotes to clearly demonstrate the essence of each finding. In other words, this step
allowed us to highlight “what aspect of the data each theme captures” (Braun & Clarke, 2000, p.
92). At this stage, we were able to use our earlier notes on the possible impact of social, cultural,
ot economic impact to distinguish the categories. For example, under the category of institutional
impact, we found that the participants identified both strengths and challenges or barriers. Our
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discussions and contextual interpretation of such categories helped us to clarify each category and
identify clear themes in the process.

Finally, we also conducted group meetings to define the themes, summarize their context,
and exemplify them with specific participant quotes. This step is also referred to as representing
the findings in mixed method designs and can include visuals such as figures, maps, or tables
(Creswell & Clark, 2018). In our case, we created a comparison table to present our findings from
both study phases during our discussions and writing processes.

Integration of Two Study Phases and Findings

In our study, the integration of qualitative data (interview transcripts) was used to reach a
deeper understanding of survey results and explain the career services structures from the
perspectives and contexts of career development professionals. We integrated our data analysis
according to the key considerations of Creswell and Clark (2018). The first one was a clear
statement of the intent of the integration (see the Study Design section above). Then, we described
how we integrated data analysis throughout the research process (e.g., using survey findings to
create interview questions) and represented the findings in a joint comparison table (Table 1.4.).
Finally, we completed the integration process by interpreting the findings in our comparison table
and emphasizing the value added by our qualitative explanations, as well as presenting evidence to
such value by including participant quotes.

Trustworthiness

Our research team included all four authors with diverse cultural and professional
experiences in higher education and career services. Multiple perspectives during the development
of our survey and interview questions, consulting and gathering feedback from other experts, and
writing and discussing our reflective memos (e.g., consideration of significant vs non-significant
contextual predictors) allowed us to minimize threats to trustworthiness, especially validity threats
that were most relevant to this mixed-method design. As suggested by Creswell and Clark (2018),
we were able to consider diverse perspectives in the context of Turkey by analyzing the data both
individually and collectively to identify important survey findings that needed explanation. We also
designed our interview protocols and questions by using both expected and contradictory findings
from our survey. We addressed dependability, especially in the qualitative data collection and
analysis processes in the second phase, by paying critical attention to our potential bias (e.g., having
a professional background in and perceived value of career counseling or “KPD” for the first three
authors) and working as a team with multiple conversations to share our reflective memos (i.e.,
notes, questions, concerns about our research) during the data analysis process. Finally, we strived
for transferability to other settings. For example, our study had better regional diversity compared
to past research although the interview participants were more limited to a major city and relatively
larger universities. Having both private and public universities represented in almost equal numbers
was another strength for potential transferability.

10
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FINDINGS

The sutvey results

The results from the first phase of the study, which used a survey, provided a general picture of the
48 university career centers, out of a total number of 53 university career centers that existed at the time of
data collection. Corresponding to about 42% of the population, 20 participants fully responded to the survey
questions and provided important information about the staff members, structure, and services. According
to these results, almost half of the university career centers were in public universities. The responses
included information about the training and industry background of 37 career development professionals

from 20 different university career centers.

Participant characteristics. Twenty-one professionals had a master’s degree while the nine
professionals had doctoral degrees. The remaining seven had bachelor’s degrees. Thus, about 75% of the
career services staff members had graduate degrees. The professional training backgrounds included
business (n=9), psychology (n= 6), psychological counseling and guidance (n= 3), and human resources
(n= 2). Other fields included marketing, accounting, statistics, political science, and biology. The
administrative job titles included various terminology that reflected management and coordination of the
university career centers (n=9). The most frequently used professional title was career counselor (n=9),
career center expert (n = 8), and career psychological counselor (n= 1). These titles were followed by

education expert (n= 5), educational coordinator (n = 2), and coach and vocational advisor (n= 2).

Services. The participants worked with primarily university students (n= 21), followed by alumni
(n= 20) and community members (n=9) (e.g., high school students, unemployed individuals in the local
area). The most frequently provided services are summarized in Table 1.2 below based on the average
frequency scores that ranged from 1 (least frequent) to 5 (most frequent).

As shown in Table 1.2., the findings demonstrate that the services are predominantly focused on
employment counseling (i.e., facilitating job, internship, and graduate school applications) and career
education programs followed by employer relations and networking activities. The career counseling

services (e.g., self-exploration or exploration of career options

through individual counseling, group counseling, and career assessments) were the least frequently provided
services. We included the assessment of critical student needs (e.g., women and LGBT students’ career
development needs) and inclusion under career counseling because addressing multicultural and social
justice issues is identified as a career counseling competency (e.g., the NCDA minimum competencies for
multicultural career development and counseling; NCDA, 2020).

11
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Table 1.2. Survey items and the most frequently provided career services

work transition,
employment, and
graduate education

X=422)

Information about legal
rights and job benefits
such as financial, social,
and insurance issues
before job interviews

X=3.71)

Student-alumni
meetings and
organizing student
field trips (visits) at
alumni companies

(X=13.78)

(X=3.94)

Education sessions about

transferable skills (X= 3.82)

Access to a career library or

data base (X= 2.82)

Seminars about academic
skills such as effective study
and time management

X=12.82)

Categories Employment Employer Career Education Career Counseling
Counseling Relations &
Networking
Support for job Sharing labor Promotion of career services ~ Conducting career
application materials market trends and center information and assessments
Most X=471) employment events among faculty and
Frequent resources (X=4.39)  students (X= 4.47) X=3.94)
Job/internship interview
preparation (X= 4.35) Hosting employers  General career development  Individual career
and companies for  (e.g., career decision-making  counseling sessions
events where they skills, job application skills) (X=3.82)
Announcing job share i.nformation topics (X= 4.41)
L about job
opportunities 0
/placement (X= 4.35) apPllcann'process Group cateer
or mterns‘h%p Seminars to introduce counseling sessions
opportunities entrepreneurship and related  (X= 3.18)
fricelzf;t Support for college to (X=4.00) career path options

Assessment of
critical student
needs and inclusion
in career services -
especially for
women, students
with disabilities and
LGBT students
(X=2.24)

The alignment of presented student needs and strengths of career services. The survey asked
the participants to report up to five areas of their services that they find strongest in ranked order, as well
as the top five areas of student needs that are presented as a reason to visit their career services. Table 1.3
is a joint display of these findings to present them in a comparative way. According to these findings, the
most frequently presented needs fall under employment counseling such as CV/resume preparation and
job/internship search support. The most frequently identified strengths also reflect employment counseling-
related activities that align with the presented needs. While the responses are based on the participants’

12
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perceptions, they align with the previous finding on employment counseling being the predominant service

area.

Table 1.3. Frequency of presented needs compared to career services strengths

Frequency* of presented needs (f=50)

Frequency* of career services strengths (f=40)

Employment
counseling

(F= 30; 53.5%) —

- CV/resume preparation and
feedback (f=11; 37%)

- job search (f=8; 27%);

- interview preparation (f= 6;
20%);

- internship search (f= 5; 16%)

- CV/resume
preparation (f=6; 35%);

- career fairs and networking
events (f= 5; 28%);

- internship placement (f= 4;
23.5%);

- support for transition from
college to work (f= 2; 11.5%)

Employment
counseling

— (F= 17; 42.5%)

Career Counseling
and other direct
services

(F= 21; 37.5%) —

- Career decision-making

challenges (f= 7; 33%);

- individual career counseling
(e.g., self-exploration needs)

(f= 9; 43%);

- make a career plan (f= 5; 24%)

Individual and group career

counseling (f= 8; 80%);
Coaching and mentorship

(F= 2; 20%)

Career counseling,

coaching and
mentorship

— (F= 10; 25%)

Career education

(F= 5, 9%) —

Understanding the process of
changing majors and graduate
education

- Career development
seminars (f= 4; 31%);

- information about
employment and graduate
education processes (f= 3;

24%);

- career services staff with
diverse industry experiences
(f= 2; 15%));

- academic studies and
offering career courses (f= 2;
15%);

- offering required training
for transferable skill
development (f= 2; 15%)

Career education
(informative,

preventive/
proactive services

— (F= 13; 32.5%)

*The percentages under each area are calculated based on the total number of presented needs and

strengths.
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On the other hand, it’s noteworthy that the most frequently identified strength is “individual and
group career counseling” (f= 8). In other words, the highest number of participants perceive individual and
group career counseling as their strongest service areas although this is also the least frequently provided
service. Furthermore, the frequency of presented needs in the areas of job/internship applications makes
sense given the heightened unemployment and underemployment concerns among university students and
graduates in Turkey (as discussed in the introduction). While the university entrance exam system that places
students into majors at the time of admission may explain the less frequently presented needs in career
decision making and other career counseling, the survey findings were limited to have a fair explanation of

university student needs from the structure and frequently offered services.

Collaboration with and support from other stakeholders. The final question of the survey
explored potential collaboration between career services and other stakeholders. The findings show that
other university centers (e.g., psychological counseling center, international education office, academic
tutoring center, lifelong education center) (f= 8); student organizations or clubs (f= 6); internal organization
or administrative departments (e.g., public relations, information and technology office) (f= 5); alumni
relations offices (f=4), and academic colleges (e.g., College of Education, two-year vocational training
schools under the universities) (f= 4) are the primary collaborators that support career services. Additional
collaborators that the participants connected from outside of their institutions (i.e., external collaborators)
are private companies and non-governmental organizations (f= 9), government and professional
organizations (e.g., ISKUR) (f= 5), and other educational institutions (f= 3). This list demonstrates the
diversity of organizational networks and collaboration within the universities. Given the relatively small sizes
of career services teams at some universities (especially, at public universities), one possibility for wide
collaboration could be an indication of limited resources, which necessitated further explanation in the

second phase of our study.

The second phase of the study with the individual interviews aimed to explain the structure of the
career services and emphasis on employment counseling from the perspectives of career development

professionals and in the context of how they perceived career services and university student needs in
Turkey.

The Interview Results

Based on the survey findings, the interview questions facilitated further reflection on the career
services structures, frequently provided services, strengths, and needs from the perspectives of career
development professionals. The interview findings provided a more detailed and contextual understanding
of the survey findings through an interplay of themes in the form of strengths and challenges at multiple
systemic levels (i.e., institutional, professional, or larger systems), which are described next.

Challenges. The commonly shared challenges included five themes: (1) #he lmitation of resources and
administrative support, especially at the public universities, where there are also smaller career services teams
that struggle to meet the critical student needs. The challenges at the institutional level reflect both physical
and vision challenges. For example, Participant 4 explained how they lost their two-story career services
building which was at a very central campus location and accessible to their students at the public university
they used to work at. Participant 3 from another public university shared the example of losing funding
from the university’s life-long education center which used to collaborate with companies and raise funds
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through their training programs. Although this is also linked to the shrinking professional development
budgets of the companies according to this participant’s observations, it shows the university’s struggle to
provide internal funding for the career services, as well as the connection between the impact from multiple
systems. Participant 6, on the other hand, provided an example to the theme of lacking relevant and effective
administrative support: “the administrators often come from unrelated fields, which lead to alack of
effective and productive activities at the centers. [Our| career center director is not from the career
development or counseling field, and a faculty member who is still teaching while focusing on admin issues
and meetings with other career centers, but I am not really awate of [his/het] activities.”

The challenges at the professional level reflect (2) u#nclarity among career connseling, employment connseling,
and career coaching modalities. For example, some activities under employment counseling such as resume
creation and review meetings are perceived as career counseling by some participants although they explicitly
identify their approach as career coaching. They recognize that most career services are based on time-
limited meetings that focus on immediate job/internship search and other employment related needs.
Furthermore, to meet the increasing student needs, they look for more time efficient and solution-focused
approaches. For example, Participant 1 said: “economic struggles and uncertainty in Turkey did not allow
new hires for our career center. We explore ideas about how we can see more students, 30-min
appointments, online appointments, etc.”

The tendency to provide short-term coaching and advising modalities is also explained by some
participants as (3) a Jack of formal career counseling training in Turkey, especially for career counselors who have
expertise about the job market trends and emerging or changing career development needs of university
students. For example, Participant 2, who is also a career services manager, said: “our career counselors lack
‘know how’ and learn case by case due to their limited knowledge about specific industries and job trends”.
Participant 6 added: “[In Turkey] there are not enough professionals with relevant training and
work experience who can meet the career counseling needs of our students. For example, we opened a
career counseling master’s program but most courses were offered by the faculty with no relevant
background. There’s a lack of understanding about this field, who career counselors are, and what they do.”

The challenges at the larger system-level provide insight into the next theme, (4) students’ challenges
in_job search and application processes. For example, Participants 1, 3, 4, 5, and 6 (five out of six participants)
explicitly talked about their students’ struggle to find job openings from employers that they trust in terms
of fair and equitable job application review and interview processes. The students worry about the impact
of expected political affiliation, reasonable response time from employers, if any, for their applications, and
enduring too many steps in the interview processes. Participant 6 explained: “especially those students who
want to work in the government sector have so much anxiety. Even though they have high scores from the
government employment and placement exam (“KPSS”), they think they will not get employed unless they

are affiliated with specific political wotldviews or groups”.

Furthermore, the students are reported to face a decline in the number of job opportunities and
don’t even hear back from their internship applications: “they develop anxiety thinking how much more
difficult the job application process will be. They are right”. And those students and recent graduates, who
get employed in Turkey, report finding themselves at jobs and workplaces where they realize they are not a
good enough fit despite the very long application and detailed interview processes. Participant 3 exemplified
this challenge:
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“|the graduates| start a job and then quit in a month because they don’t like it or they change
their mind about a job last minute after they already accepted an offer. I think students have too
much stress and are not aware of it. Life stress, exams, anxiety about how to make money. All of
these tire them very early and they begin their careers already exhausted. On the other hand, the
job market is also very competitive. Some companies have 12-step interview processes.”

Participant 5 shared very similar observations about the students’ pessimism about job search, as well as
lack of job satisfaction under very competitive conditions with inadequate financial and career advancement
rewards. They added: “we hear that many positions are being closed and there is downsizing in many
companies. This demotivates students. We see more brain drain then, which especially increased in 2017.
And not everyone goes abroad to find a job at a global company. They say they can even work at a café in
London, for example, just to be away and live a free life. I think this is about the recent situation in Turkey
so about the system.”

The last theme, the job search and application challenges, was followed by the next theme, (5)
increased student interest and motivation to study and/or work abroad because of perceived social and economic
struggles in Turkey. Participant 1 said:

“...especially since the latest events [referring to an earlier statement of few back-to-back terrorist
attacks and overall governmental interventions that restrict freedoms and worsen the economy in
Turkey], the students say they no longer want to stay in this country and explore whether academic
career or direct job applications can help them go abroad. Also, since the economic crisis began,
there is an increased interest in academic careers. They see it as a better way to go and live abroad
due to their hope of being more socially accepted in a new country with a prestigious career or to
save time to apply for jobs while in graduate school.”

Opverall, the challenges explain the high need for career counseling and employment counseling as
students and recent graduates are reported to be struggling with finding jobs, application processes, and
making a career plan that will lead to systemically fair and satisfactory outcomes. On the other hand, the
challenges also demonstrate how career services fall short in meeting student demands due to limited
resources (i.e., small team size with limited expertise) and effective leadership support.

Strengths. As seen in the fourth column of Table 1.4., the findings also show six themes of
strengths at all three levels. At the institutional level, the first strength was (1) #he organizational support.
However, this strength looked different in private versus public universities. In the private universities, it
was (a) resourcefulness and technological innovation. It represented primarily a supportive institutional and
administrative structure, along with an institutional commitment to career development that strives to reach
student groups according to their developmental and contextual needs. For example, Participant 2 explained:
“when we meet with career practitioners from other universities, we realize how much more advantage we
have due to the support from our university administration.” Participant 1 added: “...the former career
services director had already established a strong system here including the Simplicity system (i.e., online
job application software) before we hired even more team members in the last couple of years. The
administration also strives to support our professional development or our requests for more digital tools
to enrich our career services”.
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The theme organizational support was also in the form of (b) support from faculty, alummi, and student
¢lubs. For example, all participants talked about receiving support from student clubs and alumni in the form
of mentorship programs, student or alumni-organized career fairs, and other networking events. While this
finding applies to both types of institutions, the public universities had this strength because of less
institutional resources or commitment challenges (which was described in the previous section). Thus,
organizational support was mostly voluntarily offered by faculty and alumni with relevant skills and
knowledge. On the other hand, this support both reflected and led to the next theme (2) a holistic vision of
career development needs and services. At the private universities, this holistic vision is explained as the institution’s
values to support career development proactively by understanding each student as a whole, as opposed to
understanding some aspects of their interests as described by assessment scores. It’s also explained as
helping students to explore both interests and the job market effectively to have career development self-
awareness and skills for life. In Participant 4’s words: “we [our career services team| believe that students
first need to engage in a self-awareness journey to understand what they expect and need from their career.
They need to do this through active research and experience. Because they may need to do this again at

another point in their life.”

On the other hand, at the public universities, the holistic vision was an outcome of career
development professionals’ idealism and passion despite less organizational resources. For example,
Participant 6 described their holistic career development and life planning vision as a connection between
“career development and decision that reflect one’s true values” and “life satisfaction and overall wellbeing”.
Participant 6 added:

“I see and approach career counseling as counseling in its essence... career is a theme that I
encounter in the process of psychological counseling. I look more holistically... I observe that
students’ decision-making processes get easier when they first process difficult emotions and
understand their dysfunctional beliefs.”

This participant also talked about designing and delivering group career counseling and workshop
programs about stress management, assertiveness, and self-confidence, where they also integrate mental
health counseling and psychodrama principles. Other supportive evidence to holistic vision included close

collaboration with other departments (e.g., counseling and psychological services, tutoring services).

The professional strengths, as also exemplified above by several participant quotes, showed that all
participants and their career services centers are aware of and strive for comprehensive career services
models, which typically involves career counseling (or other individual and small group meetings), career
development, and education events (e.g., resume writing workshop), and employer relations and networking
(e.g., career fairs, company visits, networking with alumni). On the other hand, the participants from public
universities reported the inadequacy of at least one of these fundamental components. For example,

Participant 3 explained:

“we don’t have any career counselors or career counseling activity here, but a pool of alumni who
volunteer to work with students individually to review their resumes, cover letters, graduate school
application statements, and things like that. [They] also help us as speakers in career education
events.”

Other participants, including those from private universities, also described how they don’t have
enough career professionals to meet student needs which makes them rely on their industry connections
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and networks in education and business-related academic departments and instructors, and alumni
associations. They also tap into their strength of having (3) diverse professional experience and training background
by intentionally transferring their skills to their current job contexts. They all talked about delegating specific
team members for student needs based on their professional training and experience. As exemplified earlier,
Participant 6 develops many group interventions and workshops by using their psychodrama background.
As another example, Participant 1 also created many group programs by using creativity, arts, and other
experiential activities. Participant 3 strategically focused on their background and skills in educational
leadership and adult learning to create career education programs for larger groups of students after

assessing their needs and securing volunteer speaketrs or mentors for each program.

As another professional strength, all participants addressed their career development practice with
(4) a recognition of the professional competency boundaries based on their training and experience. For example,
Participants 1, 2, 3, and 5 do not have a professional counseling or psychology training background. Three
of these participants identify with career coaching modality, and Participant 5 has a specific career advising
title. They all distinguish career coaching and advising from career counseling (“KPD”). Participant 5 said:
“if any personal problems come up in our advising sessions, I leave those topics there and go back to career
topics in order not to do something wrong. I don’t have a psychology background.” On the other hand,
Participant 4, who has a counseling training background, added: “even though students come to us with
career needs, we see that there are sometimes other topics or factors that increase their anxiety. When we
feel such possible underlying issues, we help students realize them and consider additional support such as
psychological services”. As exemplified by also Participant 6 eatlier, Participants 4 and 6, who have
counseling and related degrees, expressed more clear holistic career counseling practice by recognizing the
intersection of personal, mental health, and career needs in their work with students compared to the other

participants without counseling or related degrees.

As the next theme, the strengths in larger system levels demonstrate the participants’ (5) collaboration
with employers and non-profit organizations that want to support career development and readiness goals for
university students, as well as benchmarking with other university career centers to exchange best-practice
ideas. Due to the limitation of resources, the participants rely on and further develop strengths in employer
relations, networking, company-initiated career assessment and/or planning tools (e.g., talent assessment
programs that lead to internship or job opportunities and individualized career plans to develop further
skills specific to industries following a comprehensive online assessment system), and social responsibility
projects initiated and supported by alumni associations and other non-profit or non-government
organizations. For example, Participant 1 said: “I was able to find an organization where several
professionals volunteer their time to create career development support programs for women in business.
[This program] helped me develop more services and also create networking opportunities for students.”
Participant 4 provided another example of collaboration with a large company that shifted their career
services focus to talent assessment and development: “We shifted to talent management because the job
market 1s changing and occupations are changing, evolving. We wanted to raise consciousness among

students about the importance of skills and competencies.”
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#Table 1.4. A joint display of the integrated findings

abroad and personalized career plans that

i lead to internships/jobs)

Interview Themes
Survey Findings Mixed-Method Integration and
Systemic Challenges and Barriers Strengths and Strategies Interpretation
Level

The structural focus I Institutional I Student challenges in job I Support from faculty, alumni, and I The institutions strive to generate their
on employment . i application processes and i student clubs at the public university : own resources and actively collaborate
counseling, ' i reported job dissatisfaction | career centers versus technological | with other stakeholders to find the most
employet relations, 1 among recent graduates » innovation at the ptivate universities’ ! efficient and practical approaches such
and networking : : | career services i as cateet coaching, advising, and

 RREEEEEE R R RECEEEEE R R LR L L L L L EEEE R EEE Ry 1 mentorship programs to meet the most

E Professional E Small teams with a limited E Relevant additional training that E pressing employment needs as small

! | career counseling background 1 supports career services | career setvices teams.

| Larger i Students” loss of faith in the i Collaboration and benchmarking '

| systems i employment system (e.g., 1 with other university career services

' ! perceived discrimination, ! and resourceful companies '

; ! inefficient interview processes). ;
The alignment ! Institutional ! Pressing student needs for ! Focus on career education, skill | The institutional profiles with pressing
between frequently . . job/internship search, . development, and employment . student needs align with the urgency of
presented needs | i networking, and graduate school | i the nationwide unemployment and
and provided E E applications E E underemployment problems. Both
activities E‘ """""""" E """"""""""""""""""" 1: """""""""""""""""""""" E career setvices and their industry

E Professional . Lack of formal career . Awareness of professional | partners recognize the significance of

! ' counseling training in Turkey; | competency limitations; learning | proactive and strategic career planning

E E knowledge of the job market E career information and resources on E that will help students find meaningful

: . and meeting the new . a case-by-case basis : employment for long-term life-work

E ' genetation’s needs and intetests ' ' satisfaction while also meeting the

ey ©TTTTTTTTomoooosssoosooooooooood [TTTTTTToTooooossoososooossoooosoooos 1 urgency of short-term employment

Larger . Students’ loss of faith in the Interest and support from some | goals.
systems i employment system and companies for student career '

incteased intetest to wotk/study E development (e.g., talent assessment
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The conflict ! Institutional | Small career services teams with | Delegation of career services : The results also indicate an unclarity in
between the : : multiple responsibilities and ! activities according to each team ! the understanding of career counseling
primary strength : © limited counseling and industry | member’s professional background ! in the context of very limited career
and least frequently i background i and expertise i counseling training in Turkey. The
provided service: FoTTTTTTTTn ITTTTTTTToToTommmomomoooooooooooooy et i interview findings imply that the
career counseling ' Professional | Unclarity about career ' The vision of holistic career : perceived strength could be the

E ! counseling (aka, “KPD”) and i development and life planning needs; | participants’ direct work with students

E © employment counseling i clear referral systems ¢ through multiple modalities such as

E i compared to career coaching, : i coaching, advising, and creative group

: i advising, and mentorship; lack | i counseling or other programs. There’s a

i i of formal career counseling i i need to better understand what these

; ' training in Turkey ; ' career services look like and how they

Pl oSS oCSSSSo oSS oogsooososoosoooooooooo-o-o----o--------o glign with student expectations given

. Larger ' Small teams with a limited . No explanation; the need for a larger | their diverse content in the context of

! systems i number of professionals witha | system recognition and support

' career counseling background

pressing employment related problems.

Diversity of i Institutional | Limited resources and i More technological innovation at the | Career setvices have limited capacity to
organizational ' . administrative support in the . private universities’ career services; . address immediate employment needs as
networks and : : public university career centers; : support from faculty, alumni, and : they strive to meet these needs with
collaboration : i small career services teams with | student clubs; interest and suppott ! both direct student services and

: © multiple responsibilities © from some companies for student i collaboration efforts. On the other hand,

i i i career development (e.g., talent i this challenge leads to reactive services

: . assessment and personalized career | instead of proactive services such as

i i i plans that lead to internships/jobs) i timely outreach to students who don’t

 REREEEEEE e R R DR © use the services and help them prepare
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As the final theme, also at the level of larger systems, the participants identified 6) #he government’s
recognition of needs in career and employment counseling and ongoing planning for more services in higher education.
One example of this recognition was a presidential order to establish career services centers at all
universities, as well as a few national meetings where the higher education council gathered many university
career services managers and professionals in a large meeting. Nevertheless, the action plans and consistent
communication from this governmental initiative were not reported. For example, Participant 3, who
participated in one of such meetings, reported: “..I met the career services managers, coordinators, and
professionals from many other public universities in Ankara. Other than a couple of career centers in
Istanbul, Ankara, and Izmir, including our center, most others lack career professionals.” When Participant
3 followed up for the next steps after the government letters and meetings about the new initiatives, they
did not receive a response and further help. As a relevant finding; it is important to note that both Participant
4 and 6 shared their observation and knowledge about the existence of very few career centers that operate
under the university president’s office (“rektorluk”), and most other centers were established as a research
center (“arastirma ve uygulama merkezi”). The participants reported that such research centers are managed
by academicians and career services as an additional responsibility for them. In this case, while relevant
academic backgrounds and skills provide strength to a few career centers, most others are reported to lack

effective leadership and clear vision.

Integrated Findings

Integration is the most important part of mixed-method research designs and recommended to be
represented in joint displays followed by an interpretation of the findings (Creswell and Clark, 2018). In this
study, the first level of integration was achieved by asking interview participants about the results of the
survey. Thus, it was the integration of data collection methods by exploring the same question through
multiple methods. The second level of integration was analyzing the data for whether and how qualitative
results provide a deeper understanding of the survey findings through multiple researcher lenses. In other
words, instead of comparing two different data sets, we determined how the qualitative themes provide
additional insight into and nuances about the survey results. Thus, we integrated the findings of the survey
and interviews, and represented them in a joint display in Table 1.4.

As indicated in Table 1.4., the interview themes (Columns 2, 3, and 4) provided a contextual and
systemic understanding of the four main survey findings (Column 1, Table 1.4.). Integrating these findings
led to the mixed-method insights as presented in the final column (Column 5). According to our mixed-
method integration, our findings represent the themes at three levels in the context of institutional,
professional, and larger systems (e.g., government policies on the centralized higher education system’s
emphasis on and support for career education and readiness). As described in our study design section, the
purpose of this study was to provide a general picture of the status of university career services in Turkey
followed by a deeper understanding of them from the perspectives of career development professionals.
We represented the findings in relation to our specific aims (see the section, The Purpose of the Study) in
Table 1.4. below. Thus, we elaborate on the integrated findings in the next discussion
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section in relation to the related literature and emerging career services trends to accomplish our final aim

of gathering recommendations and implications for improving career centers.

DISCUSSION

Employment-focused career services structure: challenges and strengths

The primary finding of this study is the employment-focused structure of the university career
centers in Turkey. As discussed in the introduction, about 36% of university graduates in Turkey are
unemployed (TUIK, 2021) and many are predicted to face increased underemployment based on the lower
enrollment of university graduates in professional work areas that require a university degree (Buyukgoze-
Kavas et al., 2021). Consistent with the previous studies (e.g., Kara, Giler, Tuna, and Hitay, 2016; Korkut-
Owen, 2018; Eraslan-Capan & Korkut-Owen, 2020) and national statistics, both the survey and interview
findings in this study indicate a clear recognition of urgency on employment counseling and related activities
among all career services centers that participated in this study. In addition to the pressing student needs
and anxiety about job/internship search, the clear emphasis on employment counseling, employer relations,
and networking activities are explained by additional contextual factors.

First, although this study did not aim to compare the institution types (e.g., public versus private),
the mixed-method insights provide evidence for smaller career services teams (i.c., fewer staff members) in
public institutions where each career development professional has more concurrent responsibilities that
require greater practicality in each role. While private university career centers in our study samples (e.g.,
Participants 1, 2, and 5) had larger teams and greater access to technological innovation (e.g., computer-
based/online career assessment and planning tools) that helped them serve more students, they still perceive
their services falling short in meeting student needs. This finding aligns with the previous studies that found
the number of career services and personnel limited compared to student numbers (Zeren et al., 2017; Piskin
et al., 2019).

Second, the interviews provided evidence for the limited number of career development
professionals with a career counseling background, as well as industry-specific career information
knowledge. Furthermore, career development professionals in public institutions seem to have less relevant
backgrounds and limited access to training and resources that support career development services. This
challenge had a more complicated impact in the case of public institutions (e.g., Participants 3 and 6) where
the career center administrators also lack career development and counseling expertise, which is also found
in another recent study by Piskin et al. (2019). All participants in our study recognized an important link
between effective leadership and clear vision or goals for career services that align with or are supported by
the larger institutional administrations.

Third, as a response to the limited resources, expertise, and administrative support, career services
structures strive to serve students by using their existing social capital strengths and developing additional
strengths through benchmarking and collaboration. This integration finding also explains the diversity of
stakeholders and organizations that career services work with according to the survey responses. In the
absence of established regulations that provide consistent support for career services from the central higher
education system in Turkey, career services centers and their stakeholders (e.g., faculty members, alumni,
student clubs, industry partners) recognize the urgency for more employment support. Thus, they create
alternative resources and actively collaborate to find the most efficient and practical approaches (e.g., career
coaching, advising, and alumni-supported mentorship programs to meet the diverse employment-related
needs among students) to be able to serve more students. These efforts align with the previous studies’
findings on students’ needs and expectations for being supported in their transition to work-life and creating
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a career plan (Yerin-Guneri et al., 2016), having more information about employment opportunities
(Korkut-Owen, 2018; Korkut-Owen, 2020), as well as the recommended career counseling services (e.g.,
comprehensive career services that start with needs assessment and cultivate career management skills
including the creation of a career plan that integrates changing employment trends, societal needs, and
economic conditions; Niles & Harris-Bowlsbey, 2021). On the other hand, the career centers seem to lack
sufficient human resources to meet these needs.

The overall employment-focused career services structure that addresses the limited administrative
and larger system resources with internal and external collaboration is also consistent with the findings of
the previous studies, which showed that employment counseling and related activities such as resume
resources, career days, and wotkshops (Erdogmus, 2001), cateer fairs and announcing job/internship
opportunities (Bacanli, Erisci, & Altunbas, 2009), and career assessments, skill development seminars, and
industry/company information (Ozden, 2015) were primary services. While some previous studies also
found collaboration with companies and other organizations such as ISKUR (Zeren et al., 2017), our study
findings indicate more visible and active collaboration efforts as both established and emerging areas of
strengths among career services centers. While there’s a clear contribution of participant’s diverse
backgrounds, industry connections, and transferred expertise or skills, we also interpret the active
collaboration efforts as a strength that stem from the participants’ clear passion for and commitment to
career development services at their institutions despite the limited resources and administrative support.

The findings of the structural challenges and strengths also align with the emerging and
recommended trends in other countries. According to a widely recognized discussion of the evolution of
career services by Dey and Cruzvergara (2019), in our transition to the 21st-century world of work, career
services recognized the need for a more integrated model of career services beyond the traditional services
of higher education career centers (e.g., job placement and resume/interview preparation). The new models
moved beyond career counseling, coaching, career courses, career fairs, and traditionally listed web
resources. They emphasized the roles of facilitating, relationship development, and social media as primary
methods to build connections and communities and recommend more scalable interventions through
systematic integration of academic experience, experiential learning, skill development, and engagement of
alumni and employers (Dey & Cruzvergara, 2019). On the other hand, a meta-analysis by Whiston et al.
(2017) demonstrated that the role of counselor support remains as a critical factor in making career decisions
and the comprehensive career services are still relevant today (Niles & Harris-Bowlsbey, 2021). Thus, the
findings of this study show that career services centers in Turkey still fall in a wide spectrum of reactive
(e.g., job placement support) to proactive (e.g., career planning) and newly interactive services (e.g., career
courses) due to the limited administrative vision and resource capacity that prioritize the most immediate
employment related needs. However, given the findings of limited resources and expertise for career
counseling or coaching, this insight sheds light on the need to better understand the student needs and
whether existing career services structures meet these needs in the context of Turkey.

The sutvey findings indicated that writing resumes/CVs, job search support, interview preparation,
and internship search are the most frequently presented needs, which align with the previous studies (Zeren
et al., 2017). These needs are followed by career decision making challenges, individual career counseling
needs (e.g., self-exploration), creating a career plan, and understanding the process of changing majors and
making graduate education choices, which are also consistent with the previous studies (Eraslan-Capan &
Korkut-Owen, 2020; Korkut-Owen, 2018; Yerin-Guneri et al., 2016). The integrated findings of this study,
on the other hand, provided a contextual understanding of these student needs at a more systemic level. All
participants in this study observed and reported their students’ loss of trust in the employment system (e.g.,
perceived discrimination in government employment, private sectors’ overwhelming interview processes
and employment conditions with limited reward), as well as more anxieties about the social, political, and
economic circumstances in Turkey as associated with increased interest in applying for jobs and graduate
programs abroad. As the participant quotes indicated, the students struggle to find meaning, motivation,
and mental energy to persist in job/internship search processes and report decreased hope for rewarding
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employment experiences in Turkey, which align with some previous studies (e.g., Gungor & Tansel, 2005;
Erzan & Kirisci, 2013; Balin, 2014; Ozdemir & Bellut, 2021). The students increasingly question the decency,
fairness, and personal impact of their work experiences as exemplified by the participants’ quotes on more
frequent job change and international career planning among students and alumni.

This deeper and wider understanding of the student needs show that addressing the institutional
challenges and strengths (that are discussed in the previous section in relation to employment-focused career
services structures) cannot be sufficiently addressed by only the career services centers or universities. The
larger system problems such as the decrease in job opportunities and perceived social, economic, and
political problems indicate a need for more holistic and inclusive career development services that support
not only immediate employment search activities, but also proactive career exploration and planning that
take personal, social, economic, and other larger system influences into consideration to help students make
informed choices before long, exhausting job search/application, interviews, and graduate school
application processes.

Furthermore, as the integrated findings demonstrate, there is limited recognition of and services for
critical student needs and inclusion in career services. While all participants acknowledged these needs (e.g.,
the career development barriers for women, students with disabilities, invisibility of LGBT student issues,
more mental health issues among graduate students), there is not an explicit focus on them. The nature of
solution-focused and employment-related career services (e.g., career coaching, mentorship, and the
emerging service trends such as the emphasis on experiential learning, skill development, and engagement
with the world of work connections) might shadow the diverse career development needs that intersect with
personal, cultural, and other wellbeing factors. This intersection is also recognized by previous studies (Yerin
Gineri et al., 2016; Isik, Ulubey, & Kozan, 2018; Kirdék & Bolikbast, 2018; Eraslan-Capan & Korkut-
Owen, 2020). However, addressing these critical needs seems to be underachieved in the current career
services structure. As both survey findings and interview themes explained, the small career services teams
that have a limited number of professionals with career counseling or elated background, as well as the lack
of formal, credible career development and counseling training in Turkey, are systemic barriers to holistic
and inclusive career development services. While the existing strengths in collaboration with multiple
stakeholders and industry partners might meet the immediate needs, both career services and their partners
recognize the significance of proactive and strategic career planning that will help students find meaningful
employment for long-term life-work satisfaction while also meeting the urgency of short-term employment
goals. We interpret the interplay of current challenges and strengths, as well as collaboration strategies,
which lead to an employment counseling focused structure, a risk for the sustainability of career services
support in the long term.

Implications for counseling and advocacy

Based on the integration of findings and their discussion in the previous section, we identified two
major implications for advocacy instead of smaller scale implications for career services practices. First,
given the lack of established and systemic support for career services in the centrally regulated higher
education system of Turkey, the first implication is the need for advocacy at institutional, professional, and
larger system levels. While this study, as well as previous studies (e.g., Piskin et al., 2019; Zeren et al., 2017),
provide insight about the structural barriers of the institutions, we recommend institutions design
personalized needs assessments and program evaluation studies to bring attention to their unique needs
among their professional staff and students. Next, with more active collaboration between influential
partners (i.e., those who may have a powerful impact on the university administration, as well as the central
higher education system), career services centers can demand more structural and consistent resources that
will increase the sustainability of career services. As also indicated by Piskin et al. (2019), increasing both
the number and expertise of career development professionals is an essential example. While the new
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CBIKO initiatives opened new career centers and assigned new administrators, the relevance of their
professional backgrounds, expertise, and whether they are assigned as full-time, permanent team members,
should be questioned, and challenged by university communities. Furthermore, the allocation of resources
for comprehensive online career assessment and planning systems, as well as talent and skill development
programs in collaboration with companies, as shared by the participants from private university career
centers, can increase access to more students in public universities as well.

As another implication, the university career centers can come together to conduct comprehensive needs
assessments among their student and alumni populations to create a profile of regional needs, resources,
and strategies for collaboration across multiple institutions. As the findings of this study showed, career
development professionals have diverse backgrounds, expertise areas, and varying degrees of social capital,
which pose a risk to deepen opportunity gaps among diverse student groups from different types of
universities. Besides advocating for permanent resources from the central higher education system, or until
those resources can be secured, career services centers can meet the diverse student needs by creating a
career services collective in each region. These collectives could address the needs of less developed career
services by collaborating on career education programs (i.e., in-person or online workshops on career
management skills, job search clubs, individual or group mentorship programs, support groups for those
coping with job loss or unemployment related challenges).

On the other hand, supplying these collectives with an adequate number of expert career professionals will
remain an issue. To address this issue, psychological counseling and guidance, psychology, human resources,
and other relevant academic departments must be supported by the government initiatives and the central
higher education system to create qualified and sustainable graduate education and certificate programs in
career development and counseling. After supplying the career services centers and regional collectives with
enough professionals from such credible programs, they can also become training sites for more
professionals through internship and research programs for counselors in training (e.g., career assessment
tool design projects).

Finally, increasing the quantity and quality of career services centers alone cannot meet all the student needs
addressed in this study and the reviewed literature, especially due to the systemic level barriers such as limited
job openings (in relation to limited education and support for entreprencurship and technological
innovation), lack of decent work/job conditions, and perceived discrimination in the hiring processes as
several participants shared in this study. Thus, it’s crucial for career development professionals and future
research to shed light on student experiences, needs, and systemic batriers to inform institutional,
professional, and larger system advocates and policy makers about the pressing needs to create decent jobs
that align with both local and global demands. Furthermore, students and graduates can be supported
through facilitation of critical consciousness development about these barriers, along with effective decision
making and self-advocacy skills to meet their basic needs and continue striving for decent work
opportunities (Blustein et al, 2021). To avoid internalization of systemic barriers (i.e., the lack of access to
decent work) in the overall climate of unemployment, economic, and social-cultural problems, it is crucial
to support college students and graduates’ active engagement in career development and planning with hope
centered approaches (Niles et al., 2011; Yoon et al,, 2019).

Limitations and recommendations for future studies

Even though this study used a nationwide survey and strived for a more diverse purposeful sample
of interview participants compated to the similar past studies, we reached more insight from those in a
major metropolitan area in the qualitative phase of this study. This limitation can also be a result of a smaller
number of active career centers at the time of data collection. However, a more recent (and the only other)
study that used a nationwide survey (Piskin et al., 2019) was able to reach a similar sample size despite the
existence of a much larger population of career services in Turkey since we collected our data. Thus, future
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studies can consider different sampling techniques and new Iinitiatives to invite career development
professionals to similar research projects. Diversity in terms of both institution types and region is critical.
For example, future studies can be more inclusive of higher education institutions beyond the four-year
universities. Vocational training institutes and two-year college degree programs should also be examined in
relation to career development needs and services.

The current study, as well as most reviewed studies from the literature, reflect the career services structures
and needs from the perspectives of professionals. Future studies can explore career services trends, needs,
and effectiveness from the perspectives of students. Indeed, closer attention to career services success in
the form of actualized goals is crucial. Future studies can collaborate with career services centers to gather
data that provide insight into whether students actualize their career plans and goals after using career
services such as career development courses, workshops, and counseling or coaching services. Finally, future
research should explore the structures and effectiveness of existing, specific career services in Turkey to
promote the identification and development of evidence-based career counseling approaches, career
planning tools, job/internship search programs, and other related practices.
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Genigletilmis Ozet

Tiirkiye'deki Universitelerde Kariyer Gelisimini Destekleyici Hizmetler: Bir Karma Yéntem
Calismast

Giris: Turkiye’de universitelerde kariyer psikolojik danigmanhg ile ilgili hizmetlerin verilmesine ge¢ bir
tarihte 1999 yilinda tek Universitede baglanmistir. O tarihten sonra uUniversitelerde acilan kariyer
merkezlerinin sayisindaki artis yavas olmustur. Mezunlarin issizlik oranlarinin yikseldigi, is dinyasinin
giderek karmasiklastigt bu dénemde Universite Ggrencilerine kariyer gelisimini destekleyici hizmetlerin
verilmesinin 6nemi ve konuyla ilgili calismalar da giderek artmaktadir. Cumhurbaskanhg: Insan Kaynaklari
Ofisinin 2019 yilinin sonunda kurulmasi ile tniversitelerdeki kariyer merkezlerinin sayilarinin artmasi ve
kariyer hizmetlerinin desteklenmesi konusundaki girisimlerde buyiik bir hizlanma yasanmaktadir. Ote
yandan universite kariyer merkezlerinin yapisini ve ihtiyaclarini ortaya koyan calismalar cok sinirli sayida ve
kapsamda kalmistir. Bu ¢alismada bu merkezlerde hizmet sunanlarin bakis acisindan kariyer merkezlerinin
yapisi, ne tip hizmetlerin verildigi, merkezlerin glicli yanlarmin ve smurliliklarinin neler oldugunun
arastirilmasi ve merkezlerin giiclendirilmelerine yonelik yapilabileceklere iliskin 6nerilerin gelistirilmesi

amaclanmistir.

Yontem: Bu arastirmada, bir tarama ve anket calisgmasinin ardindan alti kariyer merkezi ¢aligant ile derin
goriismelerin gerceklestirildigi karma arastirma yéntemi kullanilmustir. {1k asamada veri toplandigi sirada web
sayfalarina gore aktif olarak calisan kariyer merkezi sayisi olan 48 tniversiteye arastirmacilarin hazirladigi
anket iletilmis, 20 merkezden kullanilabilir veri toplanmustir. Bu veriler analiz edildikten sonra, bulgularla
ilgili daha ayrintili bilgi edinmek icin ankete katilan ve géniilli olan alt1 kisiyle yari yapilandirilmis gériismeler
gerceklestirilmistir. Ardindan bu iki gruptan elde edilen bulgular bitlestirilerek ortakliklart saptanmistur.

Bulgular ve Tartisma: Bulgular 6nce ilk ve ikinci asamadan elde edilen sonuclar olarak sunulmus sonra
karma yontemin bir geregi olarak bunlarin birlestirildigi bir tablo uzerinden aciklanmistir. {1k asamadan elde
edilen bulgulara gére merkezde ¢alisanlarinin buyik kisminin yiksek lisans ya da doktora derecesine sahip
olduklari, egitim alanlarinin siklik sirasina gére isletme, psikoloji, psikolojik danisma, insan kaynaklari ve
diger alanlarda oldugu gorillmustiir. Merkezde verilen hizmetlerin en ¢ok istihdamla ilgili oldugu, ardindan
isverenlerle iligkiler, kariyer egitimi programlart ve en az kariyer psikolojik danismanhgi oldugu
anlagtlmaktadir. Anketten elde edilen bulgulardan merkezlere basvuranlarin ihtiyaglar ile verilen hizmetlerin
uyustugunu, ancak en glicli yanlari olarak gordikleri servisin en az verilen servis olmast nedeniyle
uyusmazlik oldugu ve diger kurumlarla is birligi yapmalarinda cesitlilik oldugu anlasilmaktadir. Kariyer
merkezlerinde ¢alisanlarin bu yanitlarinin daha derinlemesine anlagilmast amaciyla gérismeler biciminde
gereeklestirilen ikinci agsamadan elde edilen bulgular, kurumsal, mesleki ve daha biyik sistemler (sosyal ve
ekonomi politikalari gibi) olmak uzere tg¢ seviyede gliclii yanlar ve zorluklar olarak gruplanarak actklanmugtir.
Anket ve gériismeden elde edilen bulgularin ortakliklarina bakildiginda merkezlerin kendi olanaklarr ile farkls
kurumlarla is birligi yaptiklar, kariyer psikolojik danismanligi yerine daha pratik bulduklari kariyer koclugu
modelleri, istihtam bilgileri saglama, mentorluk programlari ve yaratici grup calismalari gibi hizmetler
sunduklart anlagilmaktadir. Ulusal olarak yasanan igsizlik sorunu nedeniyle merkezler bireylerin anlaml ve
surdurulebilir igler icin daha stratejik planlar yapmalarini 6nemsemekmekle beraber daha cok kisa dénemde
hizli is bulma ihtiyacini karsilamaya calismaktadirlar. Onemli bir bulgu kariyer merkezlerinde calisanlarin
kariyer psikolojik danisma kavramlarini farklt bicimlerde kullandiklari ve kavramlarda bir anlam birligi
olmadigidir. Bu biraz da bu konuda verilen egitimlerin yeterli sayida olmamast ve farkli alanlardan mezun
olanlarin hizmet vermeleri ile aciklanabilir. Ortak bulgulara bakildiginda merkezlerde yeterli sayida uzmanin
olmamasi ve merkezlerin yeterince kaynak destegi almamalari nedeniyle Gniversite i¢indeki ya da disindaki
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kurumlarla is bitligi yaparak bu acig1 kapatmaya calistiklari gorulmektedir. Bu zorluklar nedeniyle merkezlerin
cesitli kiltirel kimliklerin (LGBT, engelli, kadin 6grenciler gibi) getirdigi kariyer gelisimi ihtiyaclarin
anlasilmasi ve karsilanmasi gibi konulara egilemedigi ve yeteri kadar 6grenciye proaktif olarak ulasamadiklari
anlagilmaktadir.

Sonug: Elde edilen bulgular kariyer merkezlerinde, calisanlarin ve idari kadronun uzmanligi ve kaynak
sinirliliklarina ragmen diinya genelinde siklikla gérillen modelletle 6rtusen kariyer hizmetlerinin verilmeye
calisildigr anlagilmaktadir. Bu durum calisanlarin 6zverili, yaratici ve gonullu kurumlar veya kisilerle is
birligine dayanmaktadir. Ote yandan, ozellikle kariyer psikolojik danismanlik ve diger birebir hizmetlerin
sinirli kaldigi dusunuldugunde 6grencilerinin kariyer gereksinimlerinin ne oldugunun iyi saptanmasi ve bu
ihtiyaglari karsilayacak daha duzenli, giivenilir ve surdurulabilir kaynaklara ulasmak énemli gérinmektedir.
Kariyer merkezi calisanlarinin farkli uzmanliklarini ve becerilerini kullanabilecekleri dayanisma plarformlari
kurgulamalari ve cok daha fazla 6grenciye ulagabilmek icin yeni kaynak ve uzun vadeli cozumler (katiyer
psikolojik dansimanlik egitiminin artmasi gibi) talep etmeye devam ederken daha stratejik is birlikleri ve

mesleki ya da alan dayanismasi stratejileri iretmeleri 6nerilmistir.
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Belirsizlik ve Kariyer Davraniglar:
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OZET

Yasamin her alaninda var olan belirsizlikler kariyer yasaminda da yer almaktadur.
Bu belirsizlikler, ekonomik kriz, dogal felaketler, tilkedeki bir salgin, pandemi gibi
kosullar nedeniyle daha da artabilmektedir. Belirsizligin arttugi bu dénemlerde
ckonomik yasamda olusan degisimler, ulasiabilecek egitim ve bulunabilecek is
olanaklarini, kariyer degisimlerini, iste kalma ya da isten cikarilmayr dolayisiyla
kariyer kararlarini ve kariyer yasamini etkilemektedir. Bu makale, belirsizlik ve
belirsizligin bireylerin kariyer davramslar tzerindeki etkisi Gzerinde durmaktadir.
Makalede belirsizlik kavrami ¢agdas kariyer gelisim kuramlart ve modelleri 1s181nda
tartisilmistir. Bu tartismanin hedefi kariyer belirsizligi ile basa ¢ikmayr artirmak icin
yapilabileceklere yonelik temel olusturmaktir. Yirmi birincik yiizyilda ¢alisma ve is
Orintilerinde olusan temel degisiklerin sonucu olarak artan belirsizlikle baga
¢tkmayt saglamanin anahtari, bireyleri bu yiizyil icin daha uyumlu olan bazt beceri
setine sahip hale getirmek gibi gérinmektedir.

Makale Bilgileri

Belirsizlik

Belirsizlikle basa ¢ikma
Kariyer davraniglari
21. yy. becerileri

Uncertanity

Coping with uncertanity
Career behaviors

215t century skills

Gelis: 07/05/2021
Diizeltme: 14/09/2021
Kabul: 16/11/2021

ABSTRACT

Uncertainty exists in our careers, just as it does in every part of our lives.
Uncertainties that are already present can may be exacerbated by conditions like
financial crises, diseases, or pandemics. The changes that take place in financial life
during these periods have an impact on possible job opportunities, career changes,
employment and unemployment—therefore affecting career decisions, and work
life. This article addresses uncertanity and its effect on career behaviors. Specifically
uncertainty is discussed in light of contemporary career theories and models. The
goal of this discussion is to provide the basis for enhance coping with career
uncertainty. Resulting from fundamental changes in work and employment patterns
in the 21st century, the key to enhance coping with uncertanity will be a new set of
skills more attuned for this century.

Atf igin: Korkut-Owen, F. (2021). Belirsizlik ve Kariyer Davranislart. Kariyer Psikolojik Dantsmantzgr Dergis, 4(2), 36-60.

Etik Bildirim: Bu calismada bilimsel aragtirma etik kurallarina uyulmustut.
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GIRIS

Yasamdaki bilinmezlikler ve belirsizlikler yillardir felsefecilerin ve davranis bilimcilerinin
arastirma konularindan birisi olmustur. Gelecegin yordanamaz olmasi, gelecekte ne olacaginin
bilinememesi beraberinde belirsizligi de getirmektedir. Bilimsel ¢alismalarin amaglarindan birisi
gelecegi bilebilmek, yordayabilmek ve kontrol edebilmektir. Ozellikle meteoroloji biliminden
ornek vermek gerekirse, bir hafta sonra havanin nasi olabilecegini eldeki verilere dayalt olarak
onceden kestirmeye c¢alismak, belirsizligi gidermeye ve gerekiyorsa olast onlemleri almaya
yoneliktir. Ancak sosyal ve psikolojik yasamin ¢ok degiskenli etmenlerden olusmasi nedeniyle
sosyal bilimler, bazi sorulara kesin yanitlar verememektedir.

Alanyazinda belirsizlik, belli bir durumu anlamak icin bilginin yetersiz olmast ya da
belirsizlik durumunu ¢ozebilecek bir bilginin olmamast durumu olarak tanimlanmaktadir (Rosen,
Knauper ve Sammut, 2006). Bu tanim yeterli bilgi olmasi halinde belirsizligin azalabilecegi
anlamina gelmektedir. Eger durum yeterinde ipucu/bilgi icermiyor ise, baska degisle yeni ise ya
da karmasgaya yol acacak kadar ¢ok ipucu/bilgi icetiyor ise ya da var olan farkl ipuclari/bilgiler
celiskili ise bireyler belirsizlik yasayabilmektedirler (Budner, 1962; Furnham ve Ribchester, 1995).
Belirsizlige katlanamama ise bireyin belirsizligi, tehdit edici (bilissel), kaygt ve rahatsizlik verici
(duyussal), kaginilmasi ya da reddedilmesi gereken (davranigsal) bir durum olarak degerlendirme
egilimi olarak ele alinmaktadir (Buhr ve Dugas, 2002; Ladouceur, Blais, Freeston ve Dugas,
1998). Dolayistyla  belirsizlige katlanamama, duygusal, bilissel ve davranigsal boyutlar
icermektedir. Bilinmezliklerle ve belirsizliklerle dolu olan gelecekle ilgili kaygt duymak, olagan ve
basa cikilabilir bir durumdur. Yasamdaki belirsizlikler ve 6zellikle beklenmedik, planlanmamis,
istenmeyen degisiklikler siklikla bireylerin dikkatini ¢ekerek bazi eylemlere ge¢me konusunda
onlarda olumlu bir etki de yaratabilmektedir. Bu durum bir yaniyla bireyleri harekete ge¢meye
zotlayict iken diger yandan hazirlik yapmaya firsat vermeyen bir yapida olabilmektedir. Bazi
bireyler gelecegin belirsizligi ile daha saglikli basa ¢ikabiliyor ve duruma ¢6ziim bulabiliyor iken
bazi bireyler bu durumun yarattgr kaygitya odaklanarak belirsizlik durumundan kurtulmak icin
karar verme ve ¢6ziim yollari bulmakta giiclik ¢ekebilmekteditler (Dugas, Buhr ve Ladouceur,
2004).  Bireyler, yasamda neler olacaginin bilinmezliginin getirdigi belirsizlikleri kabul
edebildiklerinde ve belirsizliklerle etkili olarak basacikabildiklerinde yasamla daha uyumlu
olabilmektedirler. Bu nedenle bireylerin belirsizlikle ya da beklenmedik degisikliklerle
karsilastiklart durumlarla basa ¢ikabilmeyi 6grenmeleri gerekmektedir (Owen, 2007). Genel olarak
belirsizlige katlanabilme ve belirsizlikle basa ¢ikma alanyazinda 6nemli bir beceri olarak ele
alinmaktadir (Ng, 2013).

Yasamdaki belirsizlikler, yasamin her alanini etkiledigi gibi kariyer kararlari alma gibi
kariyer davranuslarint ve kariyer yasamint da etkilemektedir. Belirsizlige katlanamayanlarin
girisimciliklerinin azaldigini (Koh, 1996) ve girisimci olanlarin belirsizlikle daha iyi basa ¢iktiklar
(Motris, Webb, Fu ve Singhal, 2013) bicimindeki arastirma sonuclart gézoniine alindiginda
belirsizlige katlanabilme ile belirsiz kosullarda karar vermenin niteligi arasinda iliski oldugu
distntlmektedir. Kariyer karart vermede belirsizlige katlanabilme, bireylerin kariyer karart verme
surecinde edindikleri bilgilerle ilgili belirsizlikletle basa ¢tkma yolu olarak tanimlanmaktadir (Xu
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ve Tracey, 2015). Bireylerin kariyer belirsizlikleri karsisindaki davranislart son yillarda kariyer
psikolojik danismanlarin dikkatini daha fazla ¢ekmeye baslamis gériinmektedir.

Bu makalede belirsizlik ve kariyer psikolojik danismanlig iliskisinden s6z edip ekonomik
kriz ya da COVID 19 pandemisi gibi kosullarin olusturdugu yeni kariyer belirsizliklerine
deginilmistir. Ardindan kariyer kuramlar ve modellerinde belirsizligin ve belirsizlikle basa
c¢tkmanin nasil ele alindigina iligkin bilgilere yer verilmistir. Yirmibirinci yiizyllda bireylerden
beklenen beceriler ile belirsizlikle baga ¢itkma arasindaki bagdan s6z edildikten sonra, psikolojik
danisman egitimcilerine, psikolojik danismanlara, kariyer psikolojik danismanlarina yonelik bazi
Onerilere de yer verilmistir.

Belirsizlik ve kariyer psikolojik danigmanligi

Kariyer psikolojik danismanligi hizmetleri, bireylerin kendilerini yeterince tanimama,
egitim ve meslek olanaklarini yeterince bilmeme gibi belirsizliklerinin yani sira kariyer yasamlarint
etkileyen belirsizlik kaynaklarinin olmasi gibi benzeri nedenlerle yasayabilecekleri kararsizliklaring
gidermeleri, baska degisle geleceklerini daha belirgin hale getirebilmeleri i¢in onlara yardim etmeyi
amaclamaktadir. Bu alanin 1900714 yillarin basinda gelismeye baslamasinda da is diinyasina, is
arayanlara ve isverenlere belirginlik saglayabilmenin roli oldugu gorilmektedir. Kariyer karart
veriyorken ve kariyer plani yaparken bireylerin bir dizi 6zelligi dikkate almalari, belirsiz gbrinen
bilgileri daha belirgin hale getirmeleri gerekmektedir. Kariyer karar1 verme siirecinin iginde ve
kariyer yasaminda bilinmesi gerekenleri ve belirsizlikleri fark etme, onlar azaltmaya ve kontrol
etmeye calisma gibi eylemler de yer almaktadir.

Iginde yasanilan zaman gore degisen ve bireylerin kariyer yasamlarini etkileyen bazi
belirsizlik kaynaklari olabilmektedir. Alanyazinda yirmi birinci ytzyilda bu belirsizliklerin daha da
artugina yonelik gorisler bulunmaktadir. Gegen yirminci ylizyihin ortalarinda kariyer yasami biraz
daha bilinebilir ve yordanabilir durumda iken yirmi birinci ytizyilda diinya pek ¢ok nedenle daha
once olmadigt kadar hizli, karmastk, bilinemez, yordanamaz ve ¢alkantili hale gelmistir (Gelatt ve
Gelatt 2003). Bu nedenlerden bazilari, kiiresellesme, ¢alisma yasamindaki degisimler (Burke ve
Coopert, 2000), bilgi ve iletisim teknolojilerindeki ilerlemeler (Susskind ve Susskind, 2015), is
yetlerinde 6nceden bilinen ilerleme adimlarinin artik garantilenmemesi (McElroy ve Weng, 2016),
issizligin artmast ve ¢ogu kisinin tam zamanli is bulmakta zorlanmast (Duffy ve ark., 2010)
isveren calisan iligkileri, kariyer yOnetimine yaklasimlar dramatik ve hizli bicimde degismeye
devam etmesi (Callanan, Perri ve Tomkowicz, 2017) olarak 6zetlenebilir. Kariyer yasamindaki
belirsizligi artiran bu unsurlara ek olarak dinya g¢apinda, 2019 yiiin Aralik ayinda baslayan
COVID 19 pandemisi de eklenmistir. Bu pandemi ile birlikte olusan ekonomik belirsizlikle ilgili
olarak, ekonomik buylime azalmis, bankalarin iflas etmesi ve issizlik artmistir (Al-Thageb,
Algharabali ve Alabdulghafour, 2020, Ho ve Christopher, 2021). Pandemiyle ilgili olarak
ekonominin yavaglamasi nedeniyle International Labour Organization (2020) tarafindan icinde
Turkiye’nin de oldugu 112 tlke ile 18-29 arasindaki genclerle ilgili yapilan bir ¢alismada bu
grubun % 17’sinin islerini kaybettikleri saptanmistir. Tirkiye’de yapilan baska calismalarda da bu
dénemde issizligin arttigina yonelik bulgular elde edilmistir (Orn., Bulut ve Pinar, 2020, Sanlt
2020). Belirsizligi daha da artiran bu tip gelismelerin varligr kariyer psikolojik danismanlig
hizmetleri yerine getiriliyorken nelerin dikkate alinmasi gerektigi ve bireylerde belirsizlikle bagsa
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c¢tkmak icin ne tir becerilerin gelistirilmesinin  daha anlamli olacagi gibi konulart da
etkilemektedir.

Kariyer yasami icinde bir dizi belirsizliklerin olmast ve kariyer psikolojik danismanliginin
belirsizliklerle calismayr da gerektirmesine ragmen dogrudan belirsizlikten sozeden kariyer
gelisimi kuramlar1 ve modellerinin az olmast ¢ok dikkat ¢ekicidir. Son yillarda gelistirilen kuramlar
ve modeller kariyer belirsizligi Gzerinde daha fazla durmaktadirlar Asagida kariyer gelisim
kuramlarinda ve modellerinde belirsizligin, belirsizlikle baga ¢ikmanin nasil ele alindig1 6zetlenmis

ve bu kuram ve modellerin belirsizlikle basa ¢ikmayla ilgili 6nerilerine yer verilmistir.

Kariyer gelisim kuramlarinda ve modellerinde belirsizlik

Belirsizlige iliskin gortsleri olan kariyer kuramlart ve modelleri arasinda belirsizlige
olumlu bakis (Gelatt ve Gelatt, 2003), planlanmis rastlanti (Mitchell, Levin ve Krumboltz, 1999),
Kaos Kurami (Bright, 2020; Pryor ve Bright, 2003) ve Umut Temelli Kariyer Gelisim Modeli
(Niles ve ark. 2010) yer almaktadir. Bu kuram ve modellerin yani sira Trevor-Roberts, Parker ve
Sandberg, (2019) tarafindan yapilan, bireylerin belirsizlik karsisinda verdikleri tepkilere agiklama
getiren bir arastirmaya da yer verilmistir. Arastirma, kariyerle ilgili belirsizlikle basa ¢tkma
bigimleri tizerinde durarak belirsizlik karsisindaki tepkiler ile kariyer davranslart arasinda nasi bir
iliski olabilecegini gbstermesi agisindan anlaml gérinmektedir.

Belirsizlige olumlu bakis

Belirsizligi istenmeyen, bir 6zellik olarak ele almak yerine olumlu olarak ele alan Gelatt ve
Gelatt'in (2003) Onerdikleri olumlu belirsizlik (positive uncertainty) kavrami, kariyerle ilgili
belirsizlik durumlarinda da kullanilabilmektedir. Karar vermenin sira izlemeyen, sistematik ve
bilimsel olmayan bir stire¢ oldugunu iddia eden Gelatt’e (1989) gore eski karar verme taktikleri
nesnel, dogrusal ve bilimsel olmalari nedeniyle eskisi gibi ise yaramamaktadir. O nedenle
psikolojik danismanlar, sadece kariyerle ilgili degil yasamdaki diger konularda da kararsizlik
yasayan damsanlariyla belirsizligin strekli varligini kabul edecek big¢imde ¢aligmalari halinde
onlara daha genis bir karar verme bakis agist sunabilmekteditler (Gelatt, 1989; Gelatt ve Gelatt,
2003). Gelatt ve Gelatte (2003) gbre psikolojik danismanlar, ancak bu noktadan sonra
danisanlarina belirginlik arama ve 6znellikten kaginma yerine eyleme ge¢me konusunda yardimet
olabilirler.

Karar vermeyi, ne bilindigi, neye inanildigi ve ne istendigine baglt olarak ne yapilacaginin
secilmesi olarak actklayan Gelatt ve Gelatt (2003) karar vermenin gelecek anlamina geldigini
savunmaktadir. Yazarlar, ayrica olumlu belirsizligin dort paradoksal ilkesini izleyerek kariyer
kararlart da dahil tim karar verme siireglerinde yaratict yollarin  kullaniabilecegini
vurgulamaktadirlar. Bu ilkeler, (1) ne istendigi konusunda odakli ve esnek olmak, (2) ne bilindigi
konusunda farkinda ve sorgulayict olmak, (3) neye inanildigi konusunda gerceke¢i ve iyimser
olmak ve (4) ne yapildig1 ile ilgili pratik ve yaratict olmaktir. Tlkeler bir yandan, odakl olmayi, ne
istedigini bilmeyi, gercek¢i ve pratik olmayr vurgularken diger yandan da esneklig,
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sorgulayici/arastirict olmayi, iyimserligi ve yaratict olmayr vurgulayarak bu iki ug arasinda ¢ok
degisik ¢6ztimlerin bulunabilecegine iliskin ipuglart vermektedir.

Bu agiklamalar 1s161nda olumlu belirsizlik bakis agisinin, belirsizlige yonelik olumlu tutum,
duygu ve yaklasim icinde olmakla ve belirsizligin bir dizi potansiyeli tasidigini dusiinmekle ilgili
oldugu anlasilmaktadir. Bu agidan bakildiginda  bireylere/danisanlara  belirsizlikle basa
ctkabilmeleri i¢in olumlu belirsizlik kavrami 6gretilerek, onlarin belirsizlige karst olumlu tutum
gelistirmeleri saglanabilir. Boylece bireylerin/danisanlarin katiyerle ilgili belirsizlikletle de daha
etkili basa ¢ctkmalarina katki verilebilir.

Planlanmis Rastlanti/Sans Kurami

Kariyer kararlari sadece belirsizligin daha da arttig1 zamanlarda degil, her zaman biraz plan
yaparak biraz da sans ile sekillenmektedir. Planlanmis Sans Kurami'na (Mitchell, Levin ve
Krumboltz, 1999) gore bireylerin kariyer segimleri ve kariyer yasamlart bir dizi planlanmamis
yasam olaylarindan ve durumlarindan etkilenmektedirler. Yapilan bir calismanin bulgular
yetiskinlerin ¢ogunun (% 60’dan fazlasi) kariyerlerini ve islerini sans eseri edindiklerini
gostermektedir (Torpy, 2017). Sanst artirmanin, sans olabilecek durum ve olaylart tanimanin, bu
tip durum ve olaylart tretmenin ve onlardan yararlanmanin olast oldugunu savunan Mitchell,
Levin ve Krumboltz (1999) ile Krumboltz ve Levin, (2004) bireylerin sanslarini artirabilmek igin
kullanabilecekleri bes beceriden s6zetmektedir.

(1) Merakli olmak (olanaklari aragtirmak): Bu beceri bireylerin cevrelerinde var olan
olanaklari fark etmeye calismalari ile ilgilidir. Bireyler, ancak o zaman egitim ve is diinyasinda var
olan olanaklar gorebilir ve degerlendirebilirler.

(2) Sebatkar davranmak (cabuk vazge¢memek): Egitim ya da is olanaklarini arayistan
vazgeemeyip aramaya, ¢abalamaya devam etmekle ilgili olan bu beceri kararli ve 1srarli olabilmeyi
icermektedir.

(3) Esnek olmak (farkl firsatlara acik olmak): Bu beceri, farklt secenek ve ¢éztumlere acik
olmak ve degisiklikleri kabul etmekle ilgilidir. Boylece birey is ve egitim olanaklariyla ilgili sadece
belirli alanlarla, is yerleriyle ya da sehirlerle sinirli olmak yerine farkli olanaklara da agik
olabilmektedir.

(4) Tyimser olmak (umudu canlt tutmaya calismak): Bu beceri, bazt denemeler umut kirict
olsa da farkli denemelerden sonra olumlu gelismelerin olacagina iliskin olumlu duygunun
korunmastyla ilgilidir. Tyimserlik ayrica, egitim ya da is olanaklarint aramaya devam edildigi siirece
bir noktada olumlu sonuglarin elde edilebilme olasiliginin artabilecegi inancina isaret etmektedir.

(5) Risk almak (en azindan denemek): Red edilmek olast bir sonug bile olsa risk almak,
harekete ge¢mek ve denemek hi¢ bir eylemde bulunmamaktan daha iyi bir secenck gibi
gorinmektedir. Burada verilen mesaj, egitim ya da is olanaklarini arastirmak ya da basvurmak gibi
eylemler yapilmadikga bir¢ok sansin kaybedilebilecegi ile ilgilidir.

Universite 6grencileriyle yapilan sans ile ilgili nitel bir calismadanin sonunda (Ulas-Kilig,
Demirtas-Zotbaz ve Kizildag., 2020) benzer yapilarin bulunmasi, Krumboltz ve Levin (2004)
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tarafindan Onerilen bu becerilerin Turkiye’deki kariyer psikolojik danismanligr hizmetleri
veriliyorken dikkate alinabilecegini ve ise yarayabilecegini gostermektedir. Bu bakis acilarini
kullanarak danisanlarin sanslarini artirmalart ve belirsizlikle baga ¢ikabilmeleri 6gretilebilmektedir.
Truyens (2019) bir yazisinda bu gorislere dayali olarak kariyer gelecegi icin uygulamacilarin
yapabileceklerine iliskin Onerilerden s6z etmistir. Asagida Krumboltz ve Levin (2004) ve
Truyens’in (2019) kariyer gelecegiyle ilgili 6nerileri 6zetlenerek sunulmustur. Bu 6neriler kariyer
psikolojik danismanligi hizmetleri sunarken uygulamacilara yol gosterici ipuglart barindirmaktadir.

e Bireyler, gelecekte ne olmak istediklerine iliskin kesin karar vermek zorunda degildir.
Buna gore, karar vermekte son nokta olmadigi icin danisanlart karar verme konusunda sadece bir
sonraki adima hazirlamak daha anlaml gérinmektedir.

e Planlanmamis olaylarin bireylerin kariyerlerini etkilemesi kaginilmazdir. Danisanlarla
planlar yapilsa da bir noktada bu planlar degisecektir. Danisanlara planlanmadik, beklenmedik
olaylarla basa c¢ikmalarini, belirsizlige olumlu tutum gelistirmelerini 6gretmek daha tretken bir
secenek olabilir.

e Gergeklik hayal edilenden daha iyi olanaklar sunabilir. Hayaller siklikla sadece hayal
olduklart i¢in hayal kirikligina da yol agabilmektedir. O nedenle kariyerle ilgili kararlar veriliyorken
gerceklikle baglantida olmak daha ise yarar bir yol gibi goriinmektedir.

e Farkli etkinliklere dahil olmak hangi etkinliklerden hoslanip hangilerinden
hoslandmadigini ~ kesfetmeye  yarayabilir. ~ Danisanlarin  farkli  etkinlikleri  denemeye
cesaretlendirilmeleri 6nemli olabilir.

e Her deneyimi bir 6grenme firsatt olarak ele almak gelistirici olabilir. Bireyler/danisanlar,
birbiriyle ilgisiz gibi goriinen olaylardan ne 6grendiklerini kesfetmeleri ve bunlari farkli bir
cerceveye koymalart konusunda desteklenebilir.

e Bireye doyurucu gelen, belki 6deme de yapimayan farkli etkinliklerin kesfedilmesi
tzerinde durulabilir. Maddi gelir getiren isler, yasama anlam ve deger katan tek alan olmadigt icin
biteyler/danisanlar gonulla isler yapmalari, baskalartyla hobiler konusunda konusmalari
konusunda cesaretlendirilebilitler.

Kaos Kurami

Kaos kuramina gore belirsizlik yasamin dogasinda bulunmaktadir. Bauman (2017) kaos
olmadan diizenin olamayacagini ve kaosun, diizenin belirsiz olan yant oldugunu ifade etmektedir.
Kaos kavramy, fizik alanindan 6diing alinarak sosyal olaylara da uyarlanmistir. Alanyazinda kaos,
davranis oriintilerinin diizensiz olsa da benzer bicimlerde ortaya ciktig1, 6ngorilemeyen, diizenli
bir diizensizlik (Tetenbaum, 1998) ve rastgele bir sistem olmak yerine belirleyici ve 6ngorilemez
bir yapt (Murphy, 1996) olarak tanimlanmaktadir. Kaos kurami genel olarak dogrusal olmayan,
neden sonug iliskisi gbstermeyen davranislari anlamaya ¢alismaktadir. Bu kuram yonetim, kariyer
psikolojik danismanligy gibi farkl alanlarda kullandmaktadir.

Kariyer psikolojik danismanligina kaos kurami agisindan bakildiginda son yillarda kariyer
gelisimini etkileyen etmenlerin ¢esitlendigi, kariyer kararlart vermenin karmastk bir yapisinin
oldugu, kariyer se¢ciminde planlanmamus olaylarin da rol oynadigi gérilmektedir (Bright ve Pryor,
2005). Kariyer davranisinin bircok degiskenin yanisira sans etmeninden de etkilenmesi, kariyerle
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ilgili iyi ve uygun bir kestirim yapilabilmesine engel olusturmaktadir (Gluck, 1997). Ornegin,
ckonomik krizlerin olmasi, ekonomilerin hizli ve beklenmeyen bir sekilde degismesi, alinan bazi
kararlarin Ulkedeki politik ve sosyal yapiyr degistirmesi, sel, deprem ve yangin gibi dogal
felaketlerin olmast ya da pandemi yasanmasi bireylerin kariyer davranuslarini etkileyebilmektedir.
Bu durum kariyer davranisinin dogrusal olmadigini, bazen 6nemsiz gibi gériinen bazi olaylarin ve
durumlarin bile bireylerin kariyerlerini buytik oranda etkileyebilecegine isaret etmektedir (Bright
ve Pryor, 2005; Pryor, Amundson ve Bright, 2008). O nedenle Bright ve Pryor (2005) kariyer
psikolojik danismanligt siirecinde bu bilinmezliklerden s6z edilmesinin gerektigini ve danisanlarin
belirsizliklerin yasamlarindaki etkilerini fark etmelerinin 6nemli oldugunu savunmaktadirlar.
Yazarlar, danisanlarin bu farkindaliga ulasmalar1 halinde ona gore onlemler almalarinin ve bu
belirsizlik durumlarini  kendi lehlerine ¢evirecekleri yollar bulmalarinin  olast  oldugunu
belirtmektedirler. Harkness’e (2002) gore kaos bir karmasa, bilinmezlik ve tesadif gibi gériinse de
tanimlanabilir bir yapiya ve diizene sahip olmast nedeniyle busbiitiin tesadiifi degildir. Yazara
gore danisanlarin kaostan yararlanabilmek icin farkli bir bakis acsi ve given olusturmalari, kariyer
psikolojik danismanliginin ana amacidir. Dolayisiyla kariyer psikolojik danismaninin ana rolua
krizleri, belirsizlikleri, firsata donustirmeleri icin danisanlara destek olmaktir (Harkness, 2002).
Kariyer psikolojik danismanliginda kaos kuraminin uygulanmasi, damsanlarin  belirsizlik
durumlarina katlanabilmelerinin yanisira esnek davranislar gosterebilmelerinin degerini de 6ne
cikarilabilmektedir (Duffy, 2000).

Kariyerde kaos kuraminin kurucularindan Bright (2020), belirsizlik karsisinda gosterilen
tepkileri trafik 1siklart metaforu ile agiklamaktadir. Ona gore bireyler arasinda belirsizlik
durumlarinda, belirsizligi azalmak, yénetmek, kabul etmek ya da yok saymak bi¢ciminde davranma
egilimi yaygin gorinmektedir. Sari 1stk olarak simgelenen belirsizligi azaltmaya calisma ve
yonetme egilimindeki bireyler bu konuda planlamalar yapma, ne tir davraniglarinin nasil
sonuglanabilecegine iliskin c¢tkarimlarda bulunma davraniglart gostermektedirler. Yesil 1sikla
simgelenen belirsizligi, degisikligi kabul etme egilimindeki bireyler, sadece plan yapmaya degil
ayrica risk alarak harekete gecmeye yonelik de tepkiler de vermektedirler. Belirsizligi yok sayma
ve inkar etme egilimi ise kirmizi renk ile sembolize edilmektedir. Bu egilimdeki bireyler,
belirsizligi, yeni olusan degisiklikleri, krizleri yok sayarak bu durum karsisinda harekete
gecmemek, gecememek ya da dona kalmak tepkileri gostermektedirler. Kariyer psikolojik
danismanlarinin bu nedenle danisanlarinin belirsizlik karsisinda hangi egilimi ve tepkileri
gosterdiklerini kesfetmelerine ve belirsizligi kabul etme egilimlerini gelistirmelerine yonelik
calismalar yapmalart beklenmektedir. Tablo 1°de, bireylerin belirsizlige karst egilimleri, o egilime
gore verdikleri tepkilerinin trafik 1siklartyla nasil sembollestirildigi gosterilmektedir.

Tablo 1: Belirsizlide yonelik edilim, belirsizlige verilen tepkiler ve trafik ssiklars metaforu

Egilim Tepki/Eylem Trafik 15131
Azaltmak Planlama yapmak, yordamak Sart
Yonetmek Planlama Sart /yesil
Kucaklamak /kabul etmek Planlama, risk alabilme/harekete ge¢cme Yesil
Inkar etme Dona kalma/hatekete gecememe Kirmizt
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Kaos kurami, danisanlarin belirsizlik durumlarinda en koti, en beklenen ve en iyi durum
senaryolarint olusturarak hazithk yapmalarini da 6nermektedir (Kotler ve Caslione, 2017).
Dolayistyla bu kuram kariyer psikolojik danismanligt uygulamalarina, kariyer belirsizliklerine
hazirliklt olabilmekle ilgili bazi pratik 6neriler saglamaktadir. Bu kuramla ilgili olarak Tirkiye’de
gerceklestirilmis calismalar bulunmaktadir. Bunlardan birinde Turkmen (2014) kariyer gelisimi
ihtiyact olan bir vaka ile bu kuram cercevesinde ¢alismus ve yaklasimin etkili oldugunu saptamustir.

Umut Temelli Kariyer Gelisim Modeli

Yapilan calismalar, kariyer gelisiminde yasanan sorunlardan birisinin gelecekle ilgili
umutsuzluk olduguna (Dursun ve Aytag, 2009) ve belirsizlik zamanlarinda bu umutsuzlugun
artabilecegine yoneliktir. Erdoglu, Kocoglu ve Sevim (2020) COVID 19 nedeniyle yasanan
belirsizlik déneminde binden daha sayida katilimciyla yaptiklart bir calismada katilimcilarin
nerdeyse Ugte birinin umutsuzluk yasadiklarini saptamuslardir. Kariyer psikolojik danismanlig
alanindaki yirmibirinci ylzyila uyum saglamayla ilgili alanyazinda artik, kaygt ve giivensizlik gibi
olumsuz duygularin yani sira esneklik ve umut gibi olumlu kavramlardan da soz edildigi
gorilmektedir  (Ulas-Kilig, 2019). Kariyer hizmetleri almaya gelenlerin  umutla ilgili
desteklenmelerine gerek olabilmesi nedeniyle bireylerin umut diizeylerini degerlendirmek ve sahip
olduklart umudun giiclendirilmesine yardimeci olabilmek 6nemli gérinmektedir. Umutlu olma,
anlamlt bir hedef koyma ve belli davranislar yapilirsa olumlu sonuglarin meydana gelecegine
inanmayla ilgili oldugu i¢in kariyer gelisiminde umutlu olmak bireyin kariyer gelisimini yonetmesi
icin gerekli olan Ozelliklerden birisidir (Korkut-Owen ve Niles, 2014). Snyder (2002) umudu,
bireyin hedefledigi amaglara giden yollari bulma yetenegi ve bu yollart kullanmak igin kendi
iradesini kontrol etme giidiisti olarak ele alarak umutlu olmanin kendi kariyerini yonetmede etkin
olma, ¢ok yonli distinebilme ve hedefler olmak tizere birbiriyle etkilesim icinde olan ti¢ bileseni
oldugunu belirtmektedir. Umut Odaklt Kariyer Gelisimi Modeli (Niles 2011; Niles, Yoon, Balin
ve Amundson, 2010, Niles, In ve Amundson, 2014), umutla ilgili bu gorislerin yanisira
Bandura’nin  (2006) Sosyal Ogrenme Kuramr'ndan vr Hallin (2004) Cok Yonli Kariyer
Kuramr’nda yararlanilarak gelistirilmistir.

Umut Odakli Kariyer Gelisim Modelinde tanimlanan, bireylerin kendi kariyerlerini
yonetmek icin gerekli olan yedi temel kariyer yeterligi eyleme y6nelik umut, kendini yansitma,
benlik netligi, vizyon-6ngori olusturma, hedef belirleme ve eylem plani olusturma, uygulama ve
uyarlama olarak 6zetlenmektedir (Niles, 2011). Model, kiiresel diizeyde yasanan ekonomik kriz ve
degisen calisma kosullarinin ve egilimlerinin sonucunda bireylerin giderek belirsizlesen is
dinyasinda karsilasabilecekleri gugclikler, planladiklart ya da planlanmadiklart firsatlar karsisinda
kendi kariyerlerini yonetme siireglerini desteklemektedir (Korkut-Owen, 2016). Ayrica bu model
umut odaklt kariyer yeterlikleri araciligiyla kariyer uyumu ile bitlikte 6z farkindalik ve ise iliskin
farkindaligr gelistirme stratejilerini de kapsamaktadir (Korkut-Owen ve Niles, 2014). Dolayistyla
model kapsamli bir yap1 gostermektedir.

Umudun kariyer arastirma strecini (Hirschi, Abessolo ve Froidevaux, 2015) etkiledigini

gosteren calismalar, umutlu bir tutuma sahip olmanin, bireylerin herhangi bir durumdaki
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olanaklart gérmesini saglayarak, hedefle ilgili eyleme ge¢cmede giidiileyici bir rol oynadigini
gostermektedir Bireyler hedefe ulasmada engellerle karsilastiklarinda, bu engeller etrafindaki
eylem adimlarini belitleme ve takip etmede, amaglarina ulagsmay1 saglayabilecek kisisel esneklige
sahip olmalart umudu beslemektedir. Bunlara dayali olarak modelde eyleme yonelik umut,
gidilecek yoni (hedef) belirlemek; ¢ok yonli dusinmek ve bu hedeflere ulasmak igin
kullanilabilecek stratejileri olusturmak bigiminde t¢ bilesenden olugsmaktadir (Niles ve ark, 2010).

Sonug olarak umut odakli kariyer yeterlikleri eyleme yonelik umut ile beslenmekte ve
cevresel etmenlere baglt olarak birbirlerini sekillendirmektedir. S6z edilen umut odakli kariyer
yeterlikleri, bireylerin olumlu kariyer arayist igine girmelerini saglamada, calisma yasaminda
karsilastiklari zorluklarla basa ¢ikmalarint desteklemek icin kullanilmaktadir. Bu modele dayalt
olarak yurtdisinda (Orn., Amundson, Goddard, Yoon ve Niles, 2018; Clarke, Amundson, Niles
ve Yoon, 2018; Yoon, Bailey, Amundson ve Niles, 2019) ve Tiirkiye’de yapilan (Orn., Konuk,
2020) deneysel ¢alismalar modelin bireylerin kariyer umut duzeylerini artirdigint géstermektedir.
Bu bilgiler 1s1g1nda, uygulayicilarin kariyer psikolojik danismanligr siirecine umudu dahil etmeleri
danisanlarin kariyer gelisimleri i¢in anlamli olabilir.

Belirsizlige kars1 verilen tepki tipleri

Alanyazinda, belirsizliklere karst bireylerin verdikleri tepkilerle ilgili olarak yukarida s6z
edilen Brightin (2020) goruslerinden farkli actklamalar da bulunmaktadir. Nitel arastirma
yontemiyle yapilan bir aragtirmada, farkli alanlarda calisan bireylerle derinlemesine goriismeler
yapilarak bireylerin verdikleri tepkiler incelenmistir (Trevor-Roberts, Parker ve Sandberg, 2019).
Arastirmacilar, arastirma sonunda bireylerin belirsizliklere dort farkli bicimde tepki verdiklerini
bulmuglardir. Bu tepkileti ise saglamcilar/temkinliler, belirsizlikten enetji alanlar, isi oluruna
birakanlar ve maceracilar olarak adlandirmuslardir. Yazarlar tarafindan hazirlanan tablodan bazt
bilgiler 6zet olarak Tablo 2’de sunulmustur. Tabloda gorildugu gibi belirsizlige karst verilen
tepkiler gruplanarak tanimlanmis ve her tepki grubunun kariyer karart verme bicimlerinin ne
olabilecegi, kariyer basarisint nasil ele aldiklari ve ne tiir meslek tiplerini se¢me egiliminde
olduklari belirtilmistir.
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Tablo 2. Belirsizlide kars: verilen tepki tipleri ve kariyer davranislar:

Tepki tipleri Saglamcilar/ Belirsizlikten Isi oluruna Maceracilar
o enerji alanlar birakanlar
Temkinliler
Tepki Belirsizligi Saglamci olunsa  Belirsizlikten Belirsizlikle iy1
tiplerinin olumsuz ve da belirsizlik rahatsiz iliskide olma hatta
ozellikleri kacinilmasi anlarindan enerji  duymama ve belirsizlik pesinde
gereken bir alma. kariyerlerinin kosma.
durum olarak ele bundan
alma. etkilenecegini
disinmeme.

Kariyer karar1  Riskten kaginan,  Dusiinceli ve Firsatlar Az plan yapan,

verme temkinli sabirli, gerekirse degerlendiren kendiliginden

davranigi cabuk karar davranan
veren

Kariyer Belirsizlikten Basari, belirsizlik  Basart Basari, zorluklarla

basarisina kacinma doénemlerde belirsizligin degil ~ karsilasmaktan ve

bakis basaridir. saglamciligt icsel inanclarin belirsizligi
saglamak ve turevidir. deneyimlemekten
zorluklarla basa gelmektedir.
cikabilmektir.

Meslek tercihi  Sabit ortamlarda  Buytk kurumlart  Belirsizligin Sinirlart belirsiz
yapilan yegleme. yarattigs sinirlart,  kariyer yapisinin
geleneksel Pesinden belirsiz kariyer pesinde kosma,
meslekleri tercih  kosmasa da yapilarini ve yeni  geleneksel
etme. kariyer meslekleri sorun  olmayan

gecislerinden etmeme. meslekleri
yararlanma. yegleme.

Bu ayrnm tek bir arastirmanin sonuglarina dayali olsa da kariyer hizmetleri almaya

gelenlerin kendi durumlarint degerlendirmelerini hizlandirmast amaciyla kullaniabilir. Hizmet
almaya gelenler belirsizlikle basa ¢itkmada farkli yollarin oldugunu, kendilerinin tercihlerinin bu
yollardan birine daha yakin oldugunu goérebilirler. Bunun yani sira belirsizlige verilen tepkilerin
kariyer davranislarini nasil etkileyebildigini gostermesi agisindan bu tablo, danisanlarla bir test dist
teknik gibi kullaniabilir. Danisanlara, belirsizlik karsisindaki tepkilerini hangi tepki tipine yakin
bulduklari sorularak bu konuda farkindalik kazanmalari saglanabilir.

Ozetlenen belirsizlikle ilgili kuramlar, modeller ve arastirma sonuglart yirmi birinci
yuzyilda calisanlarin sahip olmalari beklenen becerilerden birisinin belirsizlige katlanabilme ve
belirsizlikle basa ¢ikabilme olduguna isaret etmektedir. Dolayisiyla bu ve benzeri becerilerin
okullarda cocuk ve genglere, kurumlarda yetiskinlere égretilmesi gerekli goriinmektedir. Izleyen
bélimde bu becerilerin neler oldugu konusuna odaklanilmistir.
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Yirmi birinci yiizyil becerileri ve belirsizlikle baga ¢ikma

Yirmi birinci yiizyilda, kariyer gelisimi kavrami artik 6nceki ylzyildaki gibi basit, duragan,
dogrusal ve hiyerarsik olarak ele alinmamaktadir. Son zamanlarda farkli kuramsal bakis agilart
kariyer gelisiminin ¢ok etmenli ve birbiriyle etkilesimli bir siire¢ oldugunu vurgulamaktadirlar
(Orn., Bimrose, Barnes ve Hughes, 2008; Holland, 1996; Lent, Brown ve Hackett, 1994;
Mitchell ve Krumboltz, 1996; Savickas, 2005). O nedenle yirmibirinci ylzyilda kullanilan ana
kariyer gelisimi kavramlarinda da degisim oldugu gézlenmektedir. Bu yiizyilda kariyer gelisiminde
eslestirmeden daha cok esneklik, kariyer uyumu, risk alma ve kariyer 6z yonetimi (Orn., Di Fabio
ve Gori, 2016; Mitchell, Levin ve Krumboltz, 1999; Lent, 2018; Savickas, 2005) gibi kavramlar
daha fazla 6ne ¢ikmaktadir.  Bu kavramlann iginde belirsizlikle ilgili agtklamalar da
bulunmaktadir.

Esneklifk: Esneklik, beklenmedik durumlar ortaya c¢iktiginda ve belirsizlik  bas
gosterdiginde ortaya ¢ikan bir durumdur. Daha ¢ok dustinceler arast gecis yapabilme becerisi,
farklt secencklere uyum saglama konusunda yetkinlik inanct (Maltby, Day, McClutcheon, Martin
ve Cayanus, 2004); alternatif ¢éziimler tUretebilme becerisi (Mun, 2006) gibi tanimlanan esneklik
¢ok boyutlu bir siire¢ olarak degerlendirilmektedir. Daha 6nce belirtildigi gibi farkli kuramlar
bireylere kariyer konusunda esnek olmalarinin dgretilmesi gerektigini 6nermekteditler. Yapilacak
bazi midahalelerle, genel belirsizlige katlanabilmenin ve esnekligin artirilabilecegini gbsteren
(Orn., Sirin-Ayva, 2018) arastirma sonuglari bulunmaktadir. Dolayistyla kariyer belirsizligi ile basa
ctkmada zorlananlara da esnekligin 6gretilebilecegine iliskin kanitlar bulunmaktadir.

Kariyer wymmn: Bu kavram, Savickas (1999) tarafindan bireylerin karsilastiklart 6nceden
beklenen ya da beklenmeyen degisikliklerin ve glcliklerin iistesinden gelme ve yeni olusan rol
degisikliklerine uyum saglamak olarak tanimlanmaktadir. Yapilan deneysel ¢alismalarin sonuglart
kariyer uyumunu artirilabilecegini (Coolen, 2014; Demirtas- Zorbaz, Mutlu, Korkut-Owen ve
Arici-Sahin, 2020; Erdogmus-Zorver, 2013; Kepir-Savoly, 2017; Koen, Klehe ve Van Vianen,
2012) gostermektedir. Tolentino ve arkadaslarinin (2014) yaptiklari ¢alismada da vurgulandig:
gibi kariyer uyumu yiksek olanlar, kariyer belirsizliklerine daha iyi katlanabilmekte ve
iyimserliklerini  koruyabilmekteditler. Bu arastirma bulgulart kariyer hizmetleri sunanlarin
danisanlarinin kariyer uyumlarint artirmaya yonelik miidahaleler yapmalarinin ise yarayabilecegini
gostermektedir.

Risk alma: Sanayilesme ve kuresellesme ile yasama dahil olan risk kavraminin icinde
belirsizlikler kadar olanaklar da yer almaktadir. Unlii fizik¢i Einstein’in “Her krizin ortasinda
bityiik firsatlar yatar” ifadesi ile Tkinci Diinya Savasr'nda Ingiltere’nin basbakani olan Churchill’in
“Iyi bir krizi asla ziyan etmeyin” ciimleleri kriz gibi belirsizlik dénemlerin iyi firsatlar
tastyabileceklerine isaret etmektedir. Son zamanlarda belirsizlik artik bir tehdit olarak degil yeni
firsatlarin habercisi olarak da ele alinmaktadir (Bauman, 2017). Bu cercevede risk alma davranist,
sonuglarin ne olacagint bilmeden, bilinmeyen bir alanda ya da bilinmeyen kosullarda, bagka
degisle belirsizlikler icinde karar vermeyi gerektirmektedir (Wakkee, Elfring ve Monaghan, 2010).
Bu yani ile risk alma egilimi ile belirsizlige katlamanin ve belirsizlikle basa ¢tkmanin ¢ok benzer
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oldugunu savunan arastirmacilar bulunmaktadir (Lauriola, Levin ve Hart, 2007; McLain, 2009).
Kariyer hizmetleri sunarken danisanlarin risk alma davranislart tizerinde de durulabilir.

Kariyer oz-yonetimi: Bireylerin kendi kariyerlerinin yonetiminde daha aktif rol oynamalari ile
ilgili olan kariyer 6z-yonetimi kavrami, Kariyer Yapilandirma Kurami’nda yer almaktadir. Bu
kavram, bireylerin kariyerlerini olusturabilecekleri ve onu yonetebilecekleriyle ilgilidir (Savickas ve
ark., 2009). Alanyazindaki calismalar kariyer 6z-yonetimi kavraminin belirsizliklerle basa ¢itkmayla
olan olumlu bagindan s6z edilmektedir (Orn., Wilhelm ve Hirschi, 2019). Bulgulara goére
danssanlarin kariyer 6z-yonetimlerini artirmaya yonelik calismalar yapmak onlarin belirsizlikle
basa ¢tkmalarina katkida bulunabilir.

Yirminci yizyilda bireyler temel bazt teknik becerilerine, egitimlerine ve fiziksel
Ozelliklerine baglt olarak is bulabilmekteydi. Oysa yirmi birinci yiizyilda bu becerilerin artik tek
baslarina yetmedigi ve bireylerin bu ylzyihn beklentilerine yanmit verebilmelerine, uyum
saglayabilmelerine, verimli ve etkili olabilmelerine yarayabilecek 21. Yuzyil becerileri olarak
adlandirlan daha farklt becerilere de sahip olmalarinin beklendigi gériilmektedir.. Iginde
bulunulan yeni yulzyilla beraber isverenler, insan kaynaklari merkezleri ise alim siirecinde
adaylardan sadece aldiklart egitim, diploma, temel becerileri degil arttk bu becerileri de
istemektedir (Nealy, 2005; LinkedIn Talent Solutions, 2020; Petrone, 2019; Pieterse ve Van
Eekelen, 2016; Yoder ve ark., 2020). Sennett (2016) sadece ise yeni alinacak bireylerden degil
calisanlardan da hizli bir bicimde degisen ve belirsizlik iceren ¢alisma diinyasina ayak uydurmak
icin esnek davranmalarinin, hizli hareket etmelerinin ve degisime ¢abuk ayak uydurmalarinin,
dolayistyla farkli beceriler sahip olmalarinin beklendigine dikkat ¢ekmektedir.

Bu beceriler bir arastirma grubu tarafindan 6grenme ve yenilik, yasam ve kariyer, bilgi, medya ve
teknoloji becerileri olmak tzere t¢ buyik grupta 6zetlenmistir (Partnership for 21st Century
Skills, 2009). Ogrenme ve yenilik becerileri; problem ¢ézme ve elestirel diisiinme, is bitligi ve
iletisim, yaraticilik; bilgi, medya ve teknoloji becerileri ise; bilgi, medya okuryazarligt ve bilgi,
iletisim ve teknoloji yeterligi becerilerini kapsamaktadir. Bu ayrnimda egitim ortamlarinda
ogrencilere kazandirilabilecek uygun yagam ve kariyer becerileri, esneklik ve uyum ile girisimcilik ve

kendini yonlendirme olmak tizere iki ana grupta ele alinmustir.

Baska bir bakis acisinda bu beceriler, transfer edilebilir beceriler olarak ele alinmaktadir
(Orn., Amundson Pochnel ve Pattern, 2005; Laker ve Powell, 2011). Bu beceriler farkli isleri
yaptyorken de transfer edilebilecek tiirde olan etkili kisilerarast iletisim kurabilme, isbirligi
yapabilme, ekip olarak calisabilme, yaraticilik, etkili problem ¢6zebilme, stresle basa cikabilme,
esnek olabilme, zamani etkili kullanabilme gibi becerilerdir. Bu tir becerilerle ilgili son
zamanlarda kullanilan diger bir kavram sosyal duygusal beceriler kavramidir. Bu beceriler bes
biiyiik beceri grubu olarak ele alindiklar icin altlarinda bir dizi yeni beceriler de bulunmaktadir.
Bu beceri gruplari bireyin kendinin farkinda olmasi/ tanimasi, kendini yonetmesi, sosyal
farkindaliginin yuksek olmasi, iyi kisileraras: iliskiler icinde bulunmast ve sorumlu olarak karar
verebilme becerilerine sahip olmast bi¢iminde 6zetlenebilir (Yoder, Atwell, Godek, Dusenbury,
Bridgeland ve Weissberg, 2020). S6z edilen farklt ayrimlarin belirttikleri esneklik, zorluklarla basa
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cikabilme, problem ¢6zme, kendini yonetme gibi becerilerin, kariyer belirsizlikleriyle basa ¢tkmak
icin de ise yarayan beceriler olduklar1 gérilmektedir.

Ise yeni alinacaklardan da calisanlardan da bu tip becerilerin istenmesi bigimindeki
gelismeler kariyer gelisimi konusunda ders verenlerin ve bu tir hizmetleri sunanlarin, ders
verirken ve hizmet sunarken bu becerileri dikkate almalarini gerekli kilmaktadir. Bireylere bu tip
becerileri kazandiracak tiirden miidahaleler gelistirmek anlamli gérinmektedir. Bunun yaninda
kariyer belirsizligi ile basa ¢ikma ile ilgili olarak bazi pratik 6nerilerin 6grencilerle, is arayanlarla ya
da calisanlarla paylagilmasi da ise yarayabilecek bir yoldur.

Kariyer belirsizliklerine kars1 yapilabileceklerle ilgili baz1 6neriler

Baz1 cagdas kariyer gelisim kuramlarinin ve modellerinin kariyer belirsizliklerini ele alma
bi¢imleri ve uygulama i¢in 6nerileri yukarida verildigi i¢in burada sadece uygulamaya yonelik olan
bazi pratik 6neriler sunulmustur. Bu amagla 6nce, belirsizlikle basa ¢tkma becerileriyle ilgili
psikolojik danisman egitiminde dikkate alinabilecek noktalar ile okullarda psikolojik danismanlar
aractign ile belirsizlikle basa ¢tkmayla ilgili yapilabilecekler tizerinde durulmustur. Ardindan
tniversitelerde ya da sirketlerde calisan kariyer psikolojik danismanlari ve diger kariyer hizmeti
saglayicilar tarafindan universite 6grencilerine ve mezunlara yonelik olarak saglanan bazi
onerilerle yasa yapicilara yonelik bir ka¢ 6nert sunulmustur.

Psikolojik danigman egitimi sirasinda psikolojik danisman adaylarina belirsizlik kavrami,
belirsizlikle basa ¢itkma becerileri farkli dersler araciligy ile kazandirlabilir. Uygulama derslerinde
psikolojik danisman adaylarinin bu becerileri kullanilabilmelerine yonelik olanaklar saglanabilir.
Boylece psikolojik danisman adaylart 6nce kendilerinin belirsizlik karsisindaki tepkilerini farkedip
belirsizlikle nasil baga ¢iktiklarini 6grenerek, gelecekte calisacaklart bireylere bu konuda destek
olmaya hazir olabilirler. Farkli egitim dizeylerindeki 6grencilere psikolojik danisma ve rehberlik
hizmetleri sunuluyorken gbzoéniine alinmast gereken noktalar arasinda onlara problem ¢ézmeyi
ve elestirel dustinmeyi 6gretmek, onlarin degisime uyum saglamalarint ve esnek olmalarin
hizlandirmak (Yesilyaprak, 2009) gibi bir dizi 6zellik yer almaktadir. Bu agidan bakildiginda
psikolojik danismanlarin 6grencilere yonelik verdikleri psikolojik danisma hizmetlerinde sadece
kariyerle ilgili konularda degil, bireysel, sosyal ve egitsel konularda da belirsizligin olaganligin
vurgulamalari, belirsizlikle basa ¢tkabilme becerilerini 6gretmeleri, 6grencilerin belirsizlige karst
olumlu tutum gelistirmelerini saglamalari, dolayisiyla belirsizliklere ve degisikliklere karst esnek
olabilmelerini amaglamalari anlamli gériinmektedir. Béylece bu beceriler sayesinde 6grencilerin
gelecekteki her tiir belirsizlige karst daha dayanakli olmalari saglanabilir.

Farkli Gniversitelerin kariyer merkezlerinde ya da sirketlerin insan kaynaklarinda galisan
kariyer psikolojik danismanlart ve diger kariyer uzmanlari, 6grencilerin, yeni mezunlarin ve farkls
kurumlarda calisan yetiskinlerin kariyer konusundaki belirsizliklerle basa cikabilmeleri icin neler
yapabileceklerine yonelik bazt éneriler gelistirmislerdir. Ornegin, Lerner College Kariyer Merkezi
(2020) tarafindan mezun olmak tlzere olan ve mezun olan Ogrenciler icin hazirlanan web
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sayfasinda, bireylerin pandemi gibi belirsizlik donemlerinde i aramayla ilgili ne yapabilecekleriyle
ilgili bazt Oneriler siralamiglardir. Merkezin ilk Onerisine gore, is arama strecinde sosyal aglari,
baglantilar kullanmak son derece 6nemlidir. Merkez calisanlarina gore is ararken zamanin %80’
sosyal ag olusturmaya ve onlarla baglantida olmaya, kalan 9%20’si ise arastirma yapmaya ve
basvurulari gerceklestirmeye gitmektedir. Diger bir 6neri 6z ge¢misi, niyet mektubunu az ve 6z,
basarilart ve giicli yanlar1 6rnekleyerek yazmak ve giincellemekle ilgilidir. Lancefield ve Clark’e
(2020) gore belirsizlik donemlerinde is aramaya yonelik verilebilecek Onerilerinin basinda
olasiliklari, segenekleri artirma yollarini kesfetmeye calismak ve bu arada en kot olasiligt da
distinerek ona gore hazirlik yapmak gelmektedir. Diger 6neri de en iyi olasiligt disiinerek onun
olma olasiligina yonelik umutlu olmayt siirdiirebilmekle ilgilidir. Ugiincii 6neri bu tip dénemlerde
bireylerin potansiyellerini ve ise alinabilirliklerini artiracak becerileri ve egitimleri alarak ona gére
is aramalarina yoneliktir. Lancefield ve Clark (2020) belirsizlik anlarinda ve dénemlerinde
bireylerin kontrol edemeyeceklerine ve degistiremeyeceklerine odaklanmalari yerine kontrol
edebilecekleri minik adimlara odaklanarak kisa strede degistirebileceklerine yonelik eyleme
gecmelerinin daha gergekei olabilecegini dustinmektedirler. Yazarlarin son 6nerileri bireylerin
yeni olanaklara, farkli islere acgik olmalari Gzerindedir. Onlara gore gerekirse diploma alinan
alanda is aramani yanisira bagka alanlardaki is olanaklarina da bakmak gerekmektedir.

Yukaridakilere ek olarak bu konuda alanyazinda rastlanan bagka Oneriler de
bulunmaktadir. Bunlardan bazilari, ¢cevrede ne tiir is yerleri, olanaklart oldugunu arastirmak ve
onlart takip etmek, 6z ge¢misi ve niyet mektubunu stil ve icerigini verilecek isyerine gore
degistirmek (Adeshola, 2020; The Washington Center, 2020), is arama planinda esnek olmak,
buytk isi beklerken arada yarim zamanl isleri kabul etmek, ana planin yaninda bagka planlar da
yapmak ve iyilik halini iyi tutmaya calismak (Ewart, 2020), belirsizlik ve bekleme dénemlerinde
cevrimici dersler, sertifikalar alarak ise alinabilirligi artirabilecek bilgi ve beceriler edinerek bu
dénemi avantaja doniistirmeye calismak (Ayazi, 2020) ve kariyeri tirmanilacak bir yap: yerine
kosullara gére bicim degistirebilen yapida adeta bir sivi gibi ele almak (Steinberg, 2020; Akt
Castrillon, 2020) biciminde 6zetlenebilir. Bu 6neriler, bireylerin is ararken belirsizlige karst bakis
acilarnin degismesine katkida bulunabilme potansiyeline sahip gorinmekteditler.

Belirsizlige karst esnek olmak etkili bir yaklasim olmasina ragmen, yasa yapicilar egitim ve
is olanaklariyla ilgili kararlar alirken bunu g6z ardi edebilmektedirler. Oysa egitim ve is olanaklar
ile ilgili eski yasalart diizenlerken ya da yeni yasalar olusturuyorken, yasa yapma ve karar verme
mekanizmalarinin da, ¢agin kosullarinin degismesini, belirsizliklerin etkisini dikkate alarak
esneklik icerecek bicimde islemesi beklenmektedir. Dunyanin, egitim sistemlerinin, ¢alisma
diinyasinin  hizla degismesi dikkate alindiginda devletlerin yasa yapma ve karar verme
mekanizmalarinin buna ayak uydurmalart bir zorunluluk olarak gériinmektedir.

SONUC

Bu makale, kariyer psikolojik danismanligr strecinde belirsizligin yerini vurgulayarak
kariyer planlamast yapmanin belirsizligi giderme ¢abasi olduguna deginmektedir. Belirsizlik ile
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kariyer davramglart arasindaki iligkileri gosteren alanyazina bakildiginda kariyer gelisimi hizmeti
veriyorken danisanlarla belirsizlikle ilgili calismanin ise yarayacagt anlasgilmaktadir. Bu amagcla
kariyer hizmeti verenlerin danisanlartyla yasamin her alaninda oldugu gibi kariyerle ilgili yasamda
da belirsizligin olaganligina, belirsizligi kabul etmenin getirebilecegi avantajlara, belirsizligin nasil
firsata donustirilebilecegine dikkat ¢eken etkinlikler yapmalart gerekli gérinmektedir. Bunun
yant sira kariyer psikolojik danismanliginda bireylere belirsizliklerle, aniden olusan degisikliklerle
etkili olarak basa ¢ikabilmeleri icin gerekli olan becerilerin 6gretildigi miidahalelere yer vermenin
de 6nemli oldugu séylenebilir. Okuyuculara bazt pratik 6neriler sunmast nedeniyle makalenin
belirsizlikle basa ¢ikmakta zorlananlara ve kariyer gelisimi hizmetleri sunanlara katk: saglayabilir.
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Extended Abstract

Uncertanity and Career Behaviors

Not knowing what the future holds brings us uncertainty. Uncertainty exists in our careers, just
as it does in every part of our lives. Uncertainties that are already present can may be exacerbated
by conditions like financial crises, diseases, pandemics. The changes that take place in financial
life during these periods have an impact on possible job opportunities, career changes,
employment and unemployment—therefore affecting career choices, decisions, and work life.
This article concerns career behavior during uncertainties and explanations regarding how to
cope with uncertainty. It aims to draw attention to the changes in necessary career behaviors in
the 21" century vis-a-vis changes in the business world, and to make suggestions for those who
provide career services.

Having anxiety about the uncertain future is completely normal and entirely manageable. The
intolerance of uncertainty is defined as a tendency to find uncertainty threatening, anxiety and
discomfort inducing, and as a state that must be avoided or denied (Buhr and Dugas, 2002).
Tolerance—instead of intolerance—of uncertainty is viewed as a basic skill necessary for mental
health, and to be effective. One of the goals of career psychological counseling is to help
individuals make their uncertain futures more certain through is services.

There are few theories or models in career development literature that mention uncertainty (e.g.
Bright and Pryor, 2005; Gelatt and Gelatt, 2002; Mitchell, Levin and Krumboltz, 1999; Niles,
2011). Gelatt and Gelatt’s (2003) concept of “Positive uncertainty”’, which views uncertainty as
being good instead of an unwanted state, may be used in cases of career related uncertainty.
According to the Planned Happenstance Theory (Mitchell, Levin and Krumboltz, 1999),
individuals are affected by unplanned life events and conditions throughout their career lives and
career decisions. According to them, individuals have five skills they can use, learn, and develop
to increase their fortunes and cope with uncertainty. These skills are curiosity, persistence,
optimism, flexibility, and risk-taking. Bright and Pryor (2005) looks at the career counseling
process through the Chaos Theory and argue that uncertainty must be mentioned as part of the
process, and that counselees should be encouraged to take preventive measures accordingly. In
Career Flow: A Hope-Centered Approach to Career Development, the seven essential career
competencies necessary for individuals to manage their own careers are summarized as hope,
self-reflection, self-clarity, visioning, goal setting, planning, implementing, and adapting (Niles,
2011). This model focuses on conserving these competencies even during major life changes.
Another study found that individuals tend to react to uncertainty in one of four ways; naming
them Stabiliser, Glider, Energiser and Adventurer (Trevor-Roberts, Parker and Sandberg, 2019).
At the end of the study, it was found that career decision making styles vary based on these
reactive groups and that they approach career successes differently and tend to choose certain
types of professions.

This field began to develop in the early 1900s, with the goal of providing certainty to the
business world, and to those seeking or providing employment. On the other hand, while career
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development was viewed as simple, static, linear and hierarchical in the last century; it has been
approached in the 21* century as more complex, multidimensional, uncertain, everchanging,
nonlinear. In the last century, people were able to find employment based on their certain
technical skills, education, and physical attributes. However, the current century has shown that
skills by themselves aren’t enough; individuals are expected to have a new set of skills called 21*
century skills in order to be able to meet the expectations of this age, to adapt, and be effective
and productive. Some of these skills are effective problem solving, coping with stress, flexibility,
good communication skills. Employees are expected to work flexibly, be quick, be able think on
their feet, and quickly adapt to changes (Sennett, 2016) and therefore be able to tolerate
uncertainty well. Attempting to reduce uncertainty, to manage, accept or ignore it could comprise
a group of reactions to uncertainty (Bright, 2020). Career behaviors, therefore, vary based on
these reactions to states of uncertainty.

These theories summarized above also involve practical suggestions regarding effective
behaviors to be used in times of uncertainty by career centers at universities or businesses that
provide career related services. These suggestions, some of which are summarized below, could
be useful for those who provide career development services: using social networks and
connections; focusing on small steps that can be controlled instead of things that cannot; being
open to new opportunities and different jobs; increasing your choices; being able to write a
succinct CV, keeping it up to date, changing the style and the contents depending on the
occasion; looking for work after acquiring the skills and trainings that increase potential and
employability; approaching your career less as being a ladder and more as being fluid. To
conclude, skills to cope with uncertainty in life are learnable and these skills can also be useful
during periods of career related uncertainty.
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OZET

Issizlik ve istihdam oranlarini belitflemeye déniik yapilan tim calismalar ile son
yillarda pandemi stireci ve Dordincti Sanayi Devrim'nin getirileri, kariyer gecis
stirecindeki bireylerin sayisinda bir artis olacagini éngdrmektedir. Bu kosullardan
hareketle kariyer gecislerinin ne oldugunun, kariyer gecislerinde sunulacak uygun
hizmet ve uygulamalarin incelenmesinin ve bu anlamda kariyer psikolojik danismast
alanindaki gelismelerin vurgulanmasinin kariyer gecislerini deneyimleyen bireylere
etkili hizmetler sunulmasinda 6nemli olacagi séylenebilir. Bu anlamda bu ¢alisma ile
oncelikle kariyer gecisinin tanimlanmast, gegcisleri vurgulayan modeller ve uygulamalar
tzerine odaklanilarak, kariyer gecisini deneyimleyen bireyler ile ¢alisirken kariyer
psikolojik danismanlarina neriler de bulunulmasi amaclanmigtir.
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ABSTRACT

With all the studies aimed at determining unemployment and employment rates, the
pandemic process and the Fourth Industrial Revolution have brought about an increase
in the number of individuals experiecing career transition process in recent years. Based
on these conditions, it can be said that emphasizing what cateer transition is, proper
services and practices offered in career transitions, and the developments in the field of
career counseling will be effective to give services individuals experiencing career
transitions. In this sense, with this study, it was aimed to make recommendations to career
counselors while working with individuals who experienced career transition by focusing
primarily on the definition of career transition, the models and practices recommended
in transitions.

Atf icin: Ulas-Kilig, O. (2021). Kariyer gegislerini kontrol edebilir miyiz? Kuramlar, uygulamalar ve ipuclarina genel bir bakis. Kariyer
Psikolojik Danzsmaniigs Dergisi, 4(2), 61-77.
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GIRIS

Bireyler yasamlarinin énemli bir béliimiini egitim siireci icerisinde gecirmektedir. Ornegin, lisans
egitimini tamamlayan bir birey hayatinin 16 yilint aktif olarak 6rgiin egitim kurumunda gecirmektedir.
Bireyin hayatindaki bu kadar yilt okulda gegirmesinin hem birey hem de devlet biinyesinde maddi bir
karsiligt da bulunmaktadir. Buradan hareketle hem devlet politikast olarak hem de bireysel ihtiyaclar
cercevesinde bireylerin egitimlerini tamamlayip is guct piyasasinda kendi gizil gliclerine gore
yonlendirilmelerinin maddi ve manevi agidan 6nemli oldugu soylenebilir. Bireylerin kendi niteliklerine
uygun kariyer seceneklerinden birine yerlesmeleri ve ayni zamanda siirekli degisen ve evrilen bireyin
nitelikleri ile benzer bir degisim gosteren isgilicii piyasasinin talep ettikleri arasinda daha giiclii bir kopra
kurmanin 6nemli oldugu séylenebilir.

Isgiicii piyasasinin kosullart ile bireylerin nitelikleri arasinda képrii kurma ve bireysel niteliklerin
o6neminin dinyanin bir¢ok yerindeki kurum, kuruluslar ve ¢alismacilar tarafindan vurgulandigt ve buna
déniik 6neriler hazirlandigi soylenebilir. Ornegin, Kalkinma Bakanligi'nin (2016) 2016-2018 yillart orta
vadeli programlart incelendiginde, genclerin becerilerinin artirlmast ve isgiicine katilimlarinin
hizlandirilmasi politikast ¢ercevesinde geng istthdami ve girisimciligini destekleyici kararlar alindigr ve
kariyer gecisinin herhangi bir formunu deneyimleyen bireylere ¢esitli projeler 6nerildigi goriilmektedir.
Turkiye’de Akgtundiiz, Aldan, Bagir ve Torun (2018) tarafindan yapilan ¢alismada is degistirme oranlarinin
2016 yil1i¢in %8 oraninda seyrettigi ve cogunlukla gencler (15-24 yas arast) arasinda oldugu goriilmektedir.
Bununla birlikte 6zellikle de Dérdiincti Sanayi Devrimi ve pandemi streci ile birlikte tiim endustrilerde
biyiik bir is modeli degisikligi firtinasinin s6z konusu oldugu ve bu durumun isgticti piyasalarinda biiytik
aksamalara neden oldugu boylesi bir dénemde, kismen veya tamamen su andaki islerin yerini alan yeni is
kategorilerinin ortaya ¢tkmast 6ngorilmektedir. Bir baska ifade ile biiyiik oranda degisen sosyo-ekonomik
faktorlerin is glict piyasast, arz talep ve kariyer dinyasinda birtakim degisiklikleri beraberinde getirmistir
(Briscoe, Hall ve DeMuth, 2006). Bu sosyo-ekonomik degisikliklerin yansimast olarak teknolojik ve
kurumsal degisiklikler isveren konumunda bulunabilecek kurum ve kuruluglarin galisma bigimlerinde
bircok degisiklige neden olmustur. Bu degisiklikler ile birlikte yasam boyu is kavraminin yerini is
sozlesmesi gibi bircok kavram almaya baslamaktadir. Hem eski hem de yeni mesleklerde gerekli olan
beceri setleri cogu sektorde degismesinin ve insanlarin nasil ve nerede ¢alistigi ile ilgili bir dizi dontstimiin
gerceklesmesi benzer bir sekilde gelecege dontik yapilan yordamalar arasinda yer almaktadir (Diinya
Ekonomik Forumu, 2016). Bu degisikliklere paralel olarak Yiksekégretim Kurumu’nun (2019) da
gelecegin meslekleri kapsaminda 6ncelikli alanlar ile ilgili calismalar baslattig1 gorilmektedir.

Butin bu degisiklikler ile birlikte kalict bir iste ¢alisma degisen kosullarla cok miimkiin olamamakta,
is ve pozisyon degisiklikleri ginimuz c¢alisanlari icin kacginilmaz stireglerden biri olabilmektedir. Her ne
kadar ginimuz ¢alisanlari igin ¢alisma, rol, is ve pozisyon degisimi anlamina gelen kariyer gecisleri gittikge
yayginlagsa da ve bunun bir avantaji olarak calisanlarin yeni ufuklar acan profesyonel ortamlari
deneyimlemelerine olanak saglasa da farkli calisma duzenleri ve bu diizene uyum saglanmast ¢alisanlar
tzerindeki baskiy1 da artirabilmektedir (Briscoe ve ark., 2006). Bu deneyimin sonucu ise yeni bir ortamt
kesfetme ve becerilerini test etme gibi olumlu sonuglanabilirken, stres, kaygi, kendine given azalmasi gibi
olumsuz durumlatla da sonuglanabilmektedir. Bu sonuglarin olumlu ya da olumsuz olmasi ve basaril bir
kariyer gecisi biytik oranda bireylerin gecisleri ile ilgili farkls talepleri yonetebilme kapasitesi ile ilgilidir.
Bunun sonucu olarak, kariyer gecisindeki bireylere saglikli kararlar vermelerinde yardimect olabilmek i¢in
arz talep dengesini anlayabilmek, ilgi, yetenck, deger gibi bireysel niteliklerin ve is diinyasina iliskin
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bilgilerin edinilmesinin 6nemli oldugu distinilmektedir. Buradan hareketle bu yeni dénem ile birlikte
kariyer gecis strecindeki bireylerin sayisinin artabilecegi ve bu gecis siireclerinin 6zellikle de is glict
piyasast ve istthdam oranlari dikkate alindiginda ne kadar kritik oldugu 6ngorilebilir.

Gegis suireglerinin kritikligini anlayabilmek icin farkli ilkelerin yeni donem istihdam raporlarini
incelemenin énemli olabilecegi sdylenebilir. Ornegin, Amerika gibi gelisen bir ekonomiye sahip bir iilkede
bile pandemi siirecine bagl olarak is kayiplarinin ve ekonomik krizin s6z konusu oldugu ve 1. Dinya
Savast sonrast olusan Biiyitk Buhran doneminden sonra is kayiplart acisindan en biyiik kaybin bu
dénemde oldugu belirtilmektedir (National Bureau of Economic Research, 2021). Gelismekte olan
tlkeler arasinda yer alan Turkiye gibi ilkeler ise bu yeni doneme ve bu dénemin uyum strecine
odaklanmak yerine daha ¢ok uzun zamandir var olan igsizlik ve is kayiplarina odaklanmaktadir. Ttrkiye
Istatistik Kurumu (2021) tarafindan aciklanan isgtict istatistikleri de incelendiginde, Tirkiye genelinde 15
ve daha yukart yastakilerde issizlik oraninin %13.4 ve istthdam oraninin ise %43.4 oldugu gérilmektedir.
Goruldigu tzere istthdam oraninin yeterli diizeyde olmadigi ve bu sebeple istthdam agisindan dengeyi
saglamanin 6nemli oldugu gorilmektedir. Istihdam oranlari ve isglici piyasast hakkinda fikir veren
Uluslararast Calisma Ofisi (2018) tarafindan yayinlanan Diinya Istihdam ve Sosyal Goriiniim Raporu'na
gore, kiiresel issizlik istikrar kazanmis olsa da, is pozisyonlart aciklart yaygin olarak devam etmektedir.
Buna ek olarak, issizligin uluslararast standartlara gére dusiik kaldigt ve tahmin dénemi boyunca oldukea
istikrarlt oldugu, Asya ve Pasifik bolgesinde yiizde 4,2 oldugu soylenebilir (Uluslararast Calisma Ofisi,
2018). Dolayistyla global bir problem olarak degerlendirilebilecek olan 4. Sanayi Devrimi ve pandemi
sturecinin getirdiklerine uyum saglama siirecinin yant sira Turkiye’deki yillardir artarak stregelen issizlik
sorunu ile bas edebilmek adina, kariyer gecis siirecinde olan bireylerin bu stireclerini etkileyen etmenlerin
belitlenip uygun kurum veya kuruluslara yonlendirilmelerinde kariyer secimi ve gelisimi ile ilgili
profesyonel hizmetler sunmanin 6nemli oldugu gérilmektedir. Yil iginde is degisikligi nedeniyle ISKUR’a
bagvuran birey sayisinin yaklasik olarak {i¢ milyon oldugu (ISKUR, 2016) ve iiniversitede okuyan niifusun
yaklastk olarak yedi milyon oldugu disiiniildiigiinde (YOK, 2017), bu hizmetlerin elzem oldugu
s6ylenebilir.

Issiz bireylere sunulan is ve meslek danismanligi gibi hizmetler sunan Turkiye Is Kurumu (ISKUR)
2016 yili icerisinde kendilerinden kariyer danismast alaninda yardim talep eden 3.116.884 birey
bulundugunu ve bu bireylerden 789.133’tintn bitiin bir yil icerisinde herhangi bir ise yerlestirildigini
aciklamistir (ISKUR, 2016). Goruldugt tizere ISKUR’a bagvuran bireylerin hepsi kariyer gecis asamasinda
olmasa da bircogunun yeniden kariyer seceneklerini olusturmak isteyebilecegi dolayistyla kariyer gecis
surecinin herhangi bir formunu yasiyor olabilecegi sOylenebilir. Bu asamada olan bireylerin kariyer
seceneklerine yoneltilmesinde ve kariyer gecis stirecini basart ile tamamlamalarinda bu dénemde verilecek
hizmetlerin énemli olabilecegi séylenebilir. Ozellikle de ISKUR tarafindan bu dénemde sayilabilecek
bireylere yonelik verilen hizmetler degerlendirildiginde, yaklasik olarak basvuranlarin binde dérdiiniin bir
kurumda calismaya devam ettigi, dolayisiyla gecis surecini basariyla atlatabildiginin varsayilabilecegi
goriilmektedir. Buradan hareketle 6ncelikle gecis stirecinin iyi tanimlanmasi gerektigine ve daha sonra
ISKUR’a basvuru yapan binde dokuz yiiz doksan alt1 bireye bu dénemde sunulacak daha farkli hizmetlere
ihtiya¢ oldugu s6ylenebilir.

Bu verilerden hareketle kariyer gecisinin ne oldugunun, kariyer gecislerinde sunulan hizmetlerin ve
uygulamalarin, bu anlamda kariyer psikolojik danismasi alanindaki gelismelerin vurgulanmastnin kariyer
gecisleri yasayan bireylerin bu gegisler ile bas etmesinde etkili olacagt séylenebilir. Bu anlamda bu ¢alisma
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ile oncelikle kariyer gecisinin tanimlanmasi, gecislerde oOnerilen modeller ve uygulamalar tizerine
odaklanilarak, kariyer gecisini deneyimleyen bireyler ile ¢alisirken kariyer psikolojik danismanlarina
oneriler de bulunulmast amaglanmistir. Kariyer psikolojik danismanlari kariyer gecisini deneyimleyen
bireylerin bu siiregteki olumsuz sagliksiz duygulari ile bas etmelerinde, farkindalik diizeylerini arttirmada
ve firsatlart gorebilmelerinde daniganlarini destekleyebilmeleri ve uygulamalari butiinctl bir sekilde
gorebilmeleri i¢in yardimet bir kaynak olmast hedeflenmistir.

Kariyer Geg¢isi Nedir?

Herhangi bir yasam gecisi bireylerin hayatlarinda etkili oldugu gibi kariyer gelisim stirecindeki
gecislerde de olduke¢a 6nemlidir. Kariyer gecisi, bir bireyin objektif olarak farkli bir rol tistlenmesi ve/veya
bir role olan oryantasyonunu 6znel olarak degistirdigi donem olarak tanimlanmustir (Latack, 1984).
Kariyer gecisi, cok sayida degisiklik bicimini kapsamaktadir. Ornegin, Latack (1984) ii¢ tiir kariyer gecisi
tanimlamustir: (a) Orgiit ici gecis (6rnegin bir sirkette bir birimden digerine gegmek), (b) 6rgtitler arast gecis
(6rnegin, bir sirketten digerine ge¢mek) ve (c) profesyoneller arast gecis (6rnegin, meslek degistirme).

Heppner (1998, s. 137) ise kariyer gecisini, kariyer degisimlerinin olasilik olarak disiiniilebilecegi
asagidaki durumlardan herhangi biri olarak tanimlamaktadir:

a. Gorev degisimi: Ayni is ya da ayni yerdeki bir gbrevler dizisinden digerine gecis (6rnegin,
buytyen hububata gecen siit ciftcisi)

b. Pozisyon degisimi: Aynt ya da farkli isyerinde is degisikligi (ancak burada gorevlerde kiigiik
capta bir degisiklik olmasi beklenmektedir.) (6rnegin, bir sekreterin ayni isyeri icerisindeki faklt bir
bolimde calismaya baslamasi)

c.  Meslek degisimi: Bir gorevler setinden yeni ¢alisma kosullarini igeren farkli bir gorevler setine
gecis (Ornegin bir ¢iftcinin fabrika is¢isi olmast)

Kariyerini yeniden degerlendirme ve degistirme asamasinda olan bireylerin bu uyum saglama
surecinde birtakim bireysel farkliliklar oldugu bilinen bir gercektir. Kariyer degisim stirecinde bazi bireyler
cok az zorluk yasayarak bu surecin Ustesinden basart ile gelirken, bazilarinin denemesine ragmen
kariyerlerinde bagarili bir degisim gerceklestiremedikleri gérilmektedir (Schlossberg, 1994). Bunun nedeni
gecis strecinin, bireysel farkliliklar ya da kariyer gecisinin tiirii ne olursa olsun, genellikle hedeflere,
tutumlara, kimliklere, mesleki rutinlerine ve diger bircok biiyiik veya kigtk degisikliklere yeniden uyum
saglamay1 gerektirmesidir (Ashforth ve Saks, 1995). Bu tarz degisiklikler g6z 6ntine alindiginda ¢alisanlarin
bu degisikliklere farkli bigimlerde tepkilerde bulunabilecegi ve bunun da galisanlarin kendi psiko-sosyal
kaynaklarindan ve karsilastiklart engellerden etkilenebilecegi sylenebilir.

Bunlarin yant sira okuldan ise gecis, universiteden ise gecis gibi stireclerinde kariyer gecis siireci
icerisinde ele alindigt belirtilebilir. Okuldan ve/veya tniversiteden ise gecis siireci bireylerin egitimlerini
tamamladiktan sonra kendilerine uygun ve doyum saglayabilecekleri secencklere yonelmeleri stireci olarak
ifade edilmektedir. Bu anlamda bu dénemde O6grenme deneyimlerinin 6nemi tzerine odaklanan
Krumboltz ve Worthington (1999), 6grenmenin sadece 6grencilerin Gniversiteden ise gecis doneminde
gerekli temel istthdam becerilerini gelistirmeleri i¢in degil, aynt zamanda ¢alisma aliskanliklarinin,
inanclarinin, ilgi alanlarinin ve degetlerinin gelistirilmesini vurgulamaktadir. Benzer bir sekilde 6grenme
deneyimlerinin 6nemi tizerine odaklanan Lent, Hackett ve Brown (1999) ise okul yasamindan is yasamina
geciste gercekei bir yetkinlik ve sonug¢ beklentileri olusturmak, kariyer ilgilerinin degerlendirilmesi, ilgiler
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ile gedefler arasinda iligkiler kurulmasi, hedeflerin nasil adimlara bolintlebileceginin belirlenmest,
akademik ve calisma becerilerinin degerlendirilmesi ve her bir kariyer secenegi ontindeki engel ve
desteklerinin belirlenmesinin 6nemli olacagini belirtmislerdir.

Kariyer gecis siireci ile ilgili yapilan ¢alismalar incelendiginde, arastirmacilar bireylerin kariyer
gecislerinde kurumun &zellikleri, gegis siireci gibi dissal faktorler (Orn., Sargent, 2003; Seibert ve Kraimer,
2001) ile cinsiyet, yas, etnik kdken gibi demografik (Blustein ve ark., 2002; Gelissen ve de Graaf, 2000)
ve psiko-sosyal kaynaklar (Heppner, Cook, Strozier ve Heppner, 1991) gibi faktorlerin etkili oldugunu
vurgulamaktadirlar. Turkiye’de yapilan bir ¢alismada (Goktirk, 2019), kariyerlerinin ortalarinda olan
kadinlarin kariyer degisikligi yapma nedenlerinin yas, aile ge¢misi ve istthdam Ozellikleri ile iliskili
oldugunu gostermektedir. Gegislerinin nedenlerinin arastirildigt bir diger ¢alismada ise (Mirzanli, 2016),
gecislerin temelde isin Gzelliklerinin bireylere uymamasi, Orgitsel yapinin Y kusaginin beklentileri ile
uyusmamasi ve yiksek kariyer motivasyonu olan bireylerin tatmin edilemeyen beklentileri olarak
siralanmistir.

Psikososyal faktorlerin incelendigi bir calismada (Heppner ve ark., 1991), kariyer gecis asamasinda
olan ciftcilerin bu siirece olan tepkileri cinsiyet agisindan incelenmistir. Buna gore kariyer gegcisine
kadinlarin ve erkeklerin tepkisi arasinda anlamli bir fark oldugu gérilmektedir. Bununla birlikte kadinlarin
ve erkeklerin kariyer gecis stirecinden dolay: buiytik oranda stkinti ve strese maruz kaldiklari gérilmektedir.
Cinsiyete gore kariyer gecis stirecinin incelendigi Latack, Josephs, Roach ve Levine (1987) tarafindan
yaptlan bir diger ¢alismada ise kadinlarin kariyer gecis stirecinde erkeklere gére daha basarili oldugu
goriilmektedir. Bununla birlikte bu ¢alismada kariyer gecis asamasinda olan kadinlarin erkeklerden daha
az kaygt duyduklart goriilmektedir. Ayrica, ¢alismada, gecis tecritbesinin, ise yerlestirme, yas ve gercekei
beklentilerin etkilerine gore erkeklerde ve kadinlarda 6nemli 6lciide farkli olabilecegi bulunmustur. Ote
yandan Sterrett (1999) kariyer gecis siirecinde kadin ve erkeklerin algiladiklart engeller agisindan anlaml
bir fark olmadigt bulgusuna ulagsmustir. Heppner, Multon ve Johnston (1994) tarafindan yapilan bir
arastirmada ise, kariyer gecislerinde cinsiyet gibi demografik degiskenlerden ziyade psikolojik kaynaklarin
bireylerin deneyimleriyle yakindan iliskili oldugu sonucuna ulasilmistir. Buna gore, genel olarak, daha fazla
psikolojik kaynaga sahip bireyler daha az stres yasamakta, kariyer gecislerinde daha fazla ilerleme
kaydetmekte ve daha net bir mesleki kimlige sahip olmaktadirlar.

Farkli popiilasyonlarin kariyer gecis siireclerinin incelendigi calismalara da rastlanmistir. Ornegin,
Lavallee (2006) emekli futbol koglarinin kariyer gecis siirecindeki ihtiyaglarint incelemis ve kariyer gecis
surecindeki ihtiyaglar ile destek arasinda pozitif yonde anlaml iliskiler oldugu bulgusuna ulasmistir.
Kanada gb¢menlerinin kariyer gecis stireclerini degerlendiren Popovic (2004) ise ¢alismasinda kadinlar ile
erkeklerin kariyer gecis siirecinde farkliliklar oldugu ve kadinlarin kariyer gecis stirecinde daha fazla sikintt
ve negatif tutuma sahip olduklart sonucuna ulasmistir. Yine calisan bireylerin kariyer gecis siirecini
inceleyen Watts-Dolan (2010) tarafindan yapilan ¢alismanin sonuglarinda ise yiiksek dizeyde psikolojik
kaynaklara sahip olan bireylerin, daha az psikolojik stkint1 ve olumsuz duygular yasadiklart goriilmektedir.

ﬂgili literattir incelendiginde, kariyer gegislerinde gesitli psikolojik sikinti tiirlerinin deneyimlendigi
ve genellikle bu stkintilar tzerine odaklaniddigr gorulmektedir. Yasam degisiklikleri genellikle bu
degisikliklere uyum saglamay: da beraberinde getirdiginden (Holmes ve Rahe, 1967), psikolojik sikint:
kariyer gecisinde stk goriilen bir olgudur (Heppner ve ark., 1991; Heppner ve ark., 1994; Latack ve ark.,
1987; Popovic, 2004; Watts-Dolan, 2010). Bu arastirmalarda gegislerin genellikle depresyon, kaygt ve
artmis fiziksel belirtilerle (Price, 1992) iliskili oldugu ve cesitli psikolojik ve durumsal faktérlerin psikolojik
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sikintty1 yordayict degiskenler oldugu sonuglarina ulagilmustir (Hepworth, 1980; Jackson, Stafford, Banks
ve Warr, 1983; Wanberg, 1997).

Son zamanlarda yapilan bazt ¢alismalarda psikolojik sikintt deneyimlemenin kariyer gegisini nasil
algiladigy ile iliskili oldugunu vurgulandigy gorilmektedir. Ornegin, Waters, Briscoe ve Hall (2014) uzun
stren ise gecis donemi sirasinda bir¢ok bireyin kariyerlerini planlamaya devam ettiklerini, kariyerlerinde
hoslandiklart hoslanmadiklart gibi 6zellikleri agisindan gesitli denemelerde bulunabildiklerini ve yeniden
egitim alma gibi davranslar sergileyebildiklerini belirtmislerdir. Benzer bir sekilde Finlandiya’da yapilan
bir ¢alisma da (Salmela-Aro ve Tuominen-Soini, 2010) ise, kariyer gelisiminin 6nemli bir pargast olan
okuldan ise gecis doneminin stresli, glivensiz ve istikrarsiz olarak karakterize edilmesinin uygun olmadigy;
cunkl 6zgegmis olusturma, is gorismeleri yapma gibi kariyer gelisimini destekleyici ¢alismalar ile birlikte
okuldan ise gecis doneminin oldukea faydali gecebilecegi ve bu dénemin zor olduguna iligkin alginin tiim
ekonomik kosullarda degistirilebilecegi vurgulanmustir. Dolayistyla igsizlik ve is yerlesememe durumunun,
bireyin kariyer yolculugunda kariyere ara verme dénemi yerine kariyer etkinligi olarak ele alindiginda daha
az psikolojik sikinti yasayabilecekleri séylenebilir.

Goruldugu tzere kariyer gecislerinde 6grenme deneyimlerinin ve gegislere iliskin algilarin 6nemli
oldugu soylenebilir. Ozellikle bireylerin kendilerini anlamalari, yapilandirmalari ve perspektiflerini
genisleterek daha anlamli is faaliyetlerine yonelmeleri i¢in kariyer arastirma davraniglarinin basarili bir
kariyer gecisinde 6nemini vurgulayan bircok calisma yer almaktadir (bkz., Knabem, Ribeiro ve Duarte,
2018). Bu anlamda kariyer gelisiminin tcretli ¢alistlabilecek bir ise sahip olamama ya da issizlik gibi
durumlar nedeniyle durmadigint ya da gerilemedigi unutulmamast gerekmektedir. Ucretli bir sekilde icra
edilebilecek bir is bulunmasinin uzun stiirmesi konusu, bireyin kariyerini duraklattigi ve sekteye ugrattigs
anlamina gelmemekte, birey aslinda bu dénemde hi¢ olmadigr kadar kariyer arastirma davranislart
sergileyebilmektedir. Ozellikle de deneyimlere aciklik kisilik 6zelligi kariyer gecis siirecinde 6nemli bir
ozelliktir (Heppner, Fuller ve Multon, 1998).

Kariyer Gegisi ile Ilgili Kuramlar

Kariyer gecislerini detaylt bir sekilde ele alan birgok kuram vardir. Ornegin, kariyer gelisim sorunlar
yasamanin yani sira herhangi bir kariyer gecis formunu yasayan bireyler ile calisirken Sosyal Bilissel Kariyer
Kurami, Umut Odaklt Kariyer Gelisimi Modeli, Kariyer Yapilandirma Kuram: ya da HEROIC Distince
anlayist gibi kuramlar okuyuculara harita gérevi gorebilir. Sosyal Biligsel Kariyer Kujramu, spesifik olarak
okuldan ise gegisler ile ilgili detayl bilgi sunarken (Lent, Hackett ve Brown, 1999; Kariyer Yapilandirma
Kuramt ile herhangi is kaybi, is gecisleri, rastlantilar ve kaosla basa ¢itkmalarina yardimer olmada,
danisanlarin hikayeleri hakkinda bilgi toplanarak onlarin yasam stilleri 6grenilmeye galisilir (Savickas,
2015). Umut Odakli Kariyer Gelisimi Modeli, kariyer akisini vurgulayarak calisma yasamindaki tim
degiskenligi ve bu degiskenlik ile bas etmede gerekli olan kaynaklart ortaya koymaktadir (Niles, In ve
Amundson, 2014). HEROIC distnce anlayist ile Feller (2017) tim kariyer ve yasam gecislerimizde
oncelikle kendi degerlendirme becerilerimiz olarak ifade edilebilecek olan bilissel filtrelerimizi
temizlememiz gerektigini belirtmistir. Feller (2017) diinyay1 ve ¢cevremizdekileri degerlendirmede 6nemli
olan bu bilissel filtrelerin temiz kalmasinda birtakim unsurlar oldugunu belirtmistir. Ozellikle kendi
hayatlarinin, kariyer ve se¢imlerinin sorumlulugunu alan ve tim zorluk ve engellerle etkili bas edebilmede
ve bilissel filtrelerinde 6nemli olan bu unsurlart Feller (2017) su sekilde actklamaktadir: Belli oranda umut
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diizeyimiz, kendi yeteneklerimize olan inancimuz, psikolojik saglamlik, iyimserlik, kasitlt kesif davranislar
ve ama¢ ve niyetlerimiz ile ilgili agtk olmak. Gorildigu tizere aslinda bir¢ok kariyer gelisim kurami
gecislere de yer vemistir. Bununla birlikte bu bélimde gegis kavramini ekileyen faktorleri dogrudan ele
alan 4’s Modeli ile gecisin siireci ile ilgili bilgi veren Ibarra’nin Kariyer Stratejileri Modeli ve Bridges’in
Kariyer Gegis Modeli kisaca tanitilmis ve kapsami agsmamast admna kariyer gegisleri ile ilgilenen
okuyucularin daha kapsamli bilgi edinebilmesi i¢in bu bélim boyunca gesitli kaynaklara atifta

bulunulmustur.
4S Modeli

Kariyer gecislerini deneyimleyen bireylerin gecis stirect ile saglikli olarak bas edebilmelerinde etkili
olabilecek kariyer miidahaleleri hizmetleri planlarken kullanidan modellerden biri de 4’S Modelidir.
Schlossberg (1994, s. 5) gecisin, bireyin kendisi ve dinya hakkinda varsayimlarinda degisikliklerle
sonuglanan ve sonucunda ise bireylerin davranslarinda ve iliskilerinde karsilikli degisimi gerektiren bir
kavram oldugu dustnildiginde, gecis asamasinda olan bireylerin bu asamaya uyum saglayabilmelerinde
asagida siralanan sorularin 6nemli oldugunu belirtmistir (Schlossberg, 1994; Schlossberg, Waters ve
Goodman, 1995, 5.27):

a. Birey i¢cinde buludugu gecis asamasini nasil algiliyor?, Onceden boyle bir gecis asamast icinde
olacagini bekliyor muydu?, Gegis stirecini belirsiz mi gecici mi yoksa kalict mi1 olarak karakterize ediyor?

b. Gegis 6ncesinde ve sonrasindaki sosyal ¢evrenin Ozellikleri neler? Bireyin bu ¢evrede nasil bir
destek sistemi vardir?

c.  Bireyin psiko-sosyal yeterligi ya da cinsiyet rol tanimlamasi gibi 6zellikleri nelerdir?

Schlossberg, Waters ve Goodman tarafindan gelistirilen 4-S Modeli (Situation-Self-Supports-
Strategies) (bakiniz, Schlossberg, Waters ve Goodman’in Counseling adults in transition: Linking practice
with theory isimli kitabt), durum (situation), benlik (self), destek (support) ve stratejiler (strategies) olmak
tzere toplam dort boyutta c¢alismalar yapmanin 6nemli oldugunu vurgulamaktadir. Kariyer gecis
surecinde olan danisanin stres, rol degisimi, kontrol gibi su anki durumlarint iceren (6rnegin, gegis stirecini
kontrol edebilir miyim?) durum, cinsiyet ve cinsel yonelim, sosyo-demografik degiskenler gibi kendisi ile
ilgili bilgilerden olusan (6rnegin, ben nasil biriyim?) benlik, destek kaynaklarini iceren destek (Grnegin,
kimlerden ne duzeyde destek algiliyorum?) ve icinde bulundugu durumla basetme becerilerini iceren
strateji boyutlart hakkinda gerek test gerekse de diger teknikler ile bilgi toplanmakta ve bu bilgilere yonelik
(6rnegin, bu gecis ile nasil bas edebilirim?) hizmetler sunulmaktadir. Schlossberg, Waters ve Goodman
(1995) bireyin gegcisletle bas etmesini saglayacak bu dort faktorin karsilikli etkilesimi iceren iligkiler
icerisinde oldugunu ve gegisler sirasinda uyumu etkiledigini belirtmislerdir.

Ibarra’nin Kariyer Gegisleri Modeli

Ibarra (2004) kariyer gecisinin, bireylerin deneyimlerindeki, eylemlerindeki, kurduklar iliskilerdeki
ve tum Ogrenme deneyimlerideki degisimlerden kaynaklandigini belirtmektedir. Bu anlamda kariyer
gecisini dneyimleyen bireylerin kapsamli bir sekilde siireci ele almalart ve gotk boyutlu degerlendirmeler
yapmalarindansa, denemedikleri noktalara odaklanmalari anlamli olabilecektir. Bireyler 6zellikler her yeni
6grenme deneyimi ile bitlikte yeniden bir degisim gostermektedirler. Kariyer gecisini, kariyer orta ve son
dénemlerine dogru gergeklestigini belirten Ibarra (2004), secenekler ile ilgili bilgi toplarken ya da kariyer
gecisini degerlendirirken daha yaratict siregleri vurgulamaktadir. Bu anlamda, bireylerin deneyimleri,
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yetenekleri, ilgileri, niteliklerine iliskin algilarini ifade eden benlik algisi; bireylerin yasamlarinda yakin
sosyal cevre icerisinde degerlendirilebilecek insanlart ifade eden sosyal aglar ve son olarak bireyleri bir
degisime ve yeni olasiliklart arastirma davransslarina itebilecek tetikleyici olaylar kariyer gegis sturecinde
etkilidir (Ibarra, 2005).

Bridges’in Kariyer Gegis Modeli

Bridges (2003), kuraminda her yeni degisim ile birlikte i¢sel bir gelisim ile bireylerin gecis stirecine
yonelebileceklerini vurgulamaktadir. Bridges (2003), gecis siirecinde sona eris, nétr durum ve yeni
baslangic olmak tizere ti¢c donemden bahsetmektedir. Buna gore gegislerin ilk asamast olan sona eris
asamasinda, bireyler bir kayip yasantist deneyimlerler. Alinan sosyal destek durumuna gore kayip
yasantilart ile bas etmeleri ve ben kimim sorusunu sormaya basladiklart bir dénemidir. Tkinci dénemde,
bireylerin gecis ile birlikte degisimi hissettikleri ama tam olarak da anlamlandiramadiklart arada kalmislik
yasadiklart bir donemdir. Uglincii ve son donem ise, degisim ve gecislerin kabul edildigi ve ben kimim
sorusuna yanit verilebildigi bir dénemdir.

Kariyer Gegis Siirecinde Kullanilabilecek Olgme Araglart

Basarili kariyer gecislerinin kolaylastirict kaynaklari ve engelleri birlikte Olgmeyi gerektirdigi
(Fernandez, Fouquereau ve Heppner, 2008; Heppner ve ark., 1994) g6z 6niine alindiginda, kariyer gegis
asamasinda olan bireylerin ileriye doniik adimlar atabilmelerinde engelleyici olabilecek i¢sel engelleri 6lgen
Kariyer Gegisleri Olgegi’nin kariyer psikolojik danismast alant igin 6nemli bir kaynak olacagt séylenebilir.
Tirkiye’de genellikle tniversite oncesi donemlerde kariyer psikolojik danismast ve rehberligi hizmeti
verildigi ve kariyer se¢cim asamasindaki bireylere birtakim hizmetler sunuldugu goriilmektedir. Bir bagka
ifade ile daha ¢ok meslek secimine dénik kariyer psikolojik danismast ve rehberligi hizmeti verildigi icin
ozellikle 6grencilere yonelik olarak ¢ok cesitli 6l¢me araglarinin Tiurkiye’ye uyarlandigt ya da gelistirildigi
goriilmekle beraber, yetiskinlere ya da gecis asamasindaki bireylere saglikli karar vermelerine yardimei
olabilecek 6l¢me araclarinin sinirlt oldugu gérilmektedir.

Daha 6ncede ifade edildigi tizere Tirkiye’de lise ve tniversite 6grencileri icin gelistirilmis cesitli
6l¢me araglart mevcuttur. Bitiin bu ¢alismalar psikolojik kaynaklar ile ¢alisma hayatina gegis stirecinde
olan bireylerin uyum suregleri ile ilgili 6nemli kanitlar sunsa da, bu ¢alismalarda kullanilan veri toplama
araclarinin tek kavrami ele alan yapist kariyer gecis siirecinde olan yetiskinlerin anahtar i¢sel faktorlerinin
es zamanl arastirilmasini engellemektedir. Bu sebeple ¢ok boyutlu yapist ile Heppner ve arkadaslart (1994)
tarafindan gelistirilmis ve Ulas-Kili¢ (2021) tarafindan Turkiye kultiriine uyarlanmis Kariyer Gegisleri
Olgegi'nin ¢ok boyutlu yapist, kariyer gecis siirecindeki bireylerin kapasitelerini etkileyen psikolojik
kaynaklari ve engelleri anlamada daha iyi bir bakis acis1 sunabilmektedir.

Okuldan ise gecis asamasinda olan bireylerin uyum ve gegisler ile basa ¢ikmaya olan hazirligini ve
kaynaklarini tanimlayan kariyer uyum diizeylerini lgmek amactyla Kariyer Uyum Yetenekleri Olcegi’de
(Savickas ve Porfeli, 2011) kullanilabilir. Bu 6l¢me aract Turkiye kiltirine Buyukgoze-Kavas (2014)
tarafindan uyarlanmis ve Oncel (2014) tarafindan gegerligini kanitlamak icin ek calismalar yapilmistir.
Universiteden ise gecis asamasinda kullanilacak bir diger 6lcme aract ise, iiniversite 6grencilerinin isgiicii
piyasasinda kendilerine nasil yer edinebileceklerine iliskin algilarint 6l¢mek amaciyla Alkin, Korkmaz ve
Celik (2020) tarafindan uyarlanan Algilanan Gelecekteki Istihdam Edilebilirlik Olcegi’dir. Bununla birlikte
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bu 6lgme araclarinin Turkiye killtiiriine uyarlama ¢alismalar incelendiginde, psikometrik niteliklerinin test
edildigi hedef kitlenin tiniversite 6grencileri oldugu goriilmektedir.

Kariyer Gegis Siirecinde Siklikla Kullanilan Programlar ve Miidahaleler

Kariyer gecis stirecinin herhangi bir formunu deneyimleyen bireylerin bu siirecte kendilerine uygun
bir alan bulmalarinda yardimci olabilecek miidahale ve programlarin yapildigr calismalar incelendiginde
bir¢ok calisma oldugu gorilmektedir. Bu noktada yalnizca Ttrkiye ve Amerika’da yazarin faydalandig ve
etkili bulunan bazi uygulamalarin tanitildiginin agiklanmasinin gerekli oldugu dustintilmektedir.

Kariyer gecislerinin herahngi bir formunu deneyimleyen bireyler ile yapilan g¢alismalar
incelendiginde; her ne kadar farkl Gniversitelerin kariyer merkezlerinde mezunlari ya da 6grencileri igin
gegis stirecinde etkili olabilecek ¢alismalar gerceklestirilsede (bkz., ODTU Kariyer Planlama Uygulama ve
Arastirma Merkezi, t.y.), spesifik olarak is kayiplari, basarisizlik korkusu, is bulmama kaygist ya da
bununlui ilgili olumsuz duygularin ele alindigi kapsamli ve c¢ok yonli denilebilecek program ve
miudahalelere rastlanmadigt ya da taninirhiginin az oldugu distntlmektedir. Buradan hareketle spesifik
olarak gecis donemindeki bireyler igin gelistirilen programlarin tanitilmasinin  6nemli  olacag
dustuntlmustir. Cinkd, kariyer danismast mudahalelerinin danisanlarin basarili bir gecis icin kendilerini
daha hazir hissettikleri, kendilerinin kariyer gecis surecindeki davranislarindan sorumlu oldugunu
distindiikleri, daha motive olduklari, kendi yeteneklerine daha fazla giivendikleri ve ihtiyaglart oldugunda
yeterli destek kaynaklarinin oldugunu duisiinmelerinde etkili oldugunu géstermektedir (Heppner,1998).

Yurtdisinda kariyer gecisinin herhangi bir formunu deneyimleyen bireyler ile yapilan cesitli
uygulamalar oldugu gériilmektedir. Ornegin, Bhat (2010) issiz bireylerin is bulmalart ve ise
yerlesmelerinde yardimct olabilmek adina grupla kariyer psikolojik danismast streci planlamistir. Bu
anlamda katilimcilarin is kayb1 ve is basarisizliklart izerine duygulari ile ilgili konusmalari, kendi nitelikleri
hakkinda farkindalik kazanmalari, kendilerine uygun kariyer seceneklerini belirlemeleri, inanglart ve benlik
saygisinin degerlendirilmesi, kariyer davranislarina iliskin yetkinlik diizeylerinin gelistirilmesi, olast engel
ve destek kaynaklarinin beliflenmesi ve is arama becerilerinin gelistirilmesi noktasinda ¢alismalar
yurttilmistir. Programin son haftasinda grup tyeleri is bagvurulart yapmaya ve miulakata katildiklari
takdirde bu deneyimlerini paylasmaya cesaretlendirilmektedir.

Turkiye’de kariyer gecisinin herhangi bir formunu deneyimleyen bireyler ile gerceklestirilen
miidahaleler incelendiginde ise, sinirl calismalar oldugu goze carpmaktadir. Ornegin, Kepir-Savoly (2017)
tarafindan gelistirilen Okuldan Ise Gegis Becerileri Gelistirme Programu, kariyer gecislerinin formlarindan
biri olan okuldan ise gecis asamasindaki bireylerin kariyer uyum ve iyimserlik dizeylerini arttirmak
amactyla tasarlanmis 12 oturumdan olusmaktadir. Bu oturumlarda kariyer hikayesi olusturma, yasam
rolleri, rol modeller, ilgi alanlari, kariyer amaglari, giclii yanlar, kariyer secenekleri ile ilgili bilgi toplama
yollar1 ve profesyonel ag olusturma igeriklerinden olusmaktadir. Programin universite son sinif
ogrencilerinin kariyer uyum ve iyimserlik diizeyinde anlamli bir gelisme gosterdigi gorilmektedir. Bununla
birlikte Tiirkiye’de ISKUR biinyesinde yer alan 6zel istihdam biirolart kariyer gecislerini deneyimleyen
bireylere cesitli hizmetler sunabilmektedir. Benzer bir sekilde agik is pozisyonlarinin paylasiimasi, kariyer
fuarlart ile Aktif Isglicii Programlart Projesi, Aktif Isgiici Programlart Projesi, Uzun Dénemli Issizlerin
Istihdam Edilebilirlikleri Yararina Isgiicii Piyasast Aracilik Faaliyetlerinin Arttirlmast Projesi gibi projeleri
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iceren (ISKUR, ty.a) ve ISKUR (t.y.b) tarafindan saglanan hizmetler kariyer gecisini deneyimleyen
bireylere yardimci olabilmektedir.

Bu gruplar ile yapilan ¢alismalarin yani sira, Amerika’nin farklt eyaletlerinde depresyon, sizofreni,
bipolar bozukluk gibi siddetli duygusal rahatsizliklar yasayan genglerin kariyer gegislerinde yardimet olmak
amacityla hazirlanan Kariyer Gegis Programi’nin yaygin bir sekilde kullanildigr gériilmektedir. Bu program
ile bireysel olarak genclere kariyer psikolojik danismasi, mevcut hizmetler, baglantilar ve bireysellestirilmis
is deneyimleri saglanarak kendi kendine yeterliligi arttirilmaya calisgtimaktadir (Fraker, Baird, Mamun,
Manno, Martinez, Reed ve Thompkins, 2012). Amerika’da kariyer gecislerinde yardimci olabilecek
birtakim online uygulamalar da mevcuttur. Bu uygulamalardan en popiiler olant bireylerin hem kendilerini
degerlendirebildikleri hem de gerektiginde kariyer gecisini deneyimleyen yetiskinlere istthdam, egitim ve
finans hakkinda bilgi saglayan “Kariyer Tek Durak” (Career One Stop) (2010) uygulamasidir.

Goruldugu tzere, kariyer gecis formunu yasayan bireyler ile ¢alisirken kariyer hikayesi olusturma
gibi etkinliklerin yant sira, kariyer gecisleri ve secenekleri ile ilgili detaylt bilgiler sunmanin etkili oldugu
goriilmektedir. Tirkiye’de de tiim bu bilgi verme siireci ile birlikte danisanlarin kendi niteliklerini kesfetme
yolculuklarinin birlikte yer almast ve kariyer gecis formunun herhangi bir asamasint deneyimleyen bireyleri
de kapsamasi 6nemli olabilecektir.

SONUC VE ONERILER

Kariyer gecisisini deneyimleyen bireyler hem kendisini ve en son tamamladigt 6gretim
kurumunu, hem de issizligin getirdigi problemler ve maliyet agisindan toplumu etkilemektedir.
Ozellikle de is deneyimlerinin eksikligi ya da oldukca az sayida olmast ya da profesyonel is aginin
bir baska ifade ile kendi alanlarinda baglant: kurduklari profesyonellerin az olmasi kendilerine uygun
alan bulmalarinda bireyleri oldukca zorlayabilir, cevreyi gézlemlemek ve tiim sosyal kaynaklar
bireyde baskt yaratmaya baslayabilir. Bu anlamda kariyer gecisini deneyimleyen bireylerin
yasamlarinda 6zellikle ¢evresel unsurlar nedeniyle yogun bir baski s6z konusu olabilir ve bireyle
duyussal birtakim rahatsizliklar yasayabilirler.

Ote yandan kariyer gecisinin alti aydan sonra depresyon, benlik saygisinin diismesi gibi
duyussal problemlere yol acacagini belirten calismalar da olsa (Blau ve ark.., 2013; Rowley ve
Feather, 1987), dizenli bir hazithk icin bireylere zaman tanidigini séyleyen ¢alismalar da vardir
(Salmela-Aro, ve Tuominen-Soini, 2010; Waters, Briscoe ve Hall, 2014). Bu anlamda basarili bir
kariyer gecisinin diizenli bir hazirlanmayi beraberinde getirdigi 6nemli bir noktadir. Dolayistyla her
ne kadar vasat ekonomik glic, bireylerin isglicii piyasasina girmeye hazirlanmalarindaki basarilarina
engel olabilse de, bireylerin bakis acisint genisletmenin 6nemli olabilecegi s6ylenebilir. Bu donemin
dolayistyla en 6nemli 6zelligi bakis agisinut genisletmek, dolaysiyla denenmeyen ve bilgi sahibi
olunmayan is pozisyonlarint bilmek ve tanimaktir. Bu anlamda merak duygusu ve niye sorulart hem
bireyin kendisi hem de kariyer se¢enekleri ile ilgili gercekei bir resim olusturmasina yardimct olabilir.
Niye sorulari kendi bilgi, beceri ve yeteneklerini ve giiclii yanlarini kesfetme, degerlerini tanimlama,
farklt bilgi arama stratejilerini bilme, alternatif seceneklere iliskin igsel ve digsal 6dilleri tartisma gibi
konularda bireylere yardimct olabilir. Ozellikle de 4’S Modeli agisindan durum benlik, destek ve
stratejiler boyutlarindan bireylerin kendilerini kesfetmeleri kariyer gegislerini kontrol edebilmeleri
acisindan Onemli olabilir. Bu anlamda icinde bulunduklari gegisin karakteristik 6zelliklerini
degerlendirme (durum), basa ¢itkma ve transfer edilebilir beceleri gelistirmelerini ve kendisi ile ilgili
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farkindaliklarini attirma (benlik), sosyal aglarini ve olast diger destek kaynaklarini arttirma ve
gelistirme (destek) ve gonilli ve/veya ucretli olarak cesitli deneyimler gelistirmeleri ve katiyer
arastirmalari yapmalari (stratejiler) gibi noktalarda bireyler desteklenebilir.

Sonug olarak, kariyer gelisiminin tcretli calisilabilecek bir ise sahip olamama ya da issizlik gibi
durumlar nedeniyle durmadigs ya da gerilemedigini (Waters, Briscoe ve Hall, 2014); stresli, giivensiz
ve istikrarsiz olarak karakterize edilmesinin uygun olmadigini (Salmela-Aro ve Tuominen-Soini,
2010) anlamak ve kariyer gecis deneyiminin kariyer seceneklerini arastirmayt ve merak duygusunu
destekledigini bilmenin (bkz., Knabem, Ribeiro ve Duarte, 2018), bu deneyimler acgisindan 6nemli
oldugu s6ylenebilir. Bu anlamda kariyer psikolojik danismanlarinin bu ge¢is deneyimlerini yasayan
bireylere faydali olmast igin, gesitli program ve Sl¢me araglar ile ilgili bilgi sahibi olmast ve bu
gecisler ile ilgili dogru tutum ve eylemlere sahip olmasinin 6nemli olabilecegi séylenmektedir.
Ozellikle de hem isgiicii piyasast hem de bireylerin kendini tanimalari, gesitli is pozisyonlarinda
kendilerini denemelerine olanak saglayacak programlarin kariyer gecis deneyimi yasayan bireyler
icin etkili olabilecegi ve bu sebeple boyle programlarin gelistirilip taninirliginin arttirilmasini 6nemli
olabilecegi ifade edilebilir. Bu anlamda okulda ise gecis gibi gecisin spesifik bir formunu
deneyimleyen bireylerin bu gecis evrelerinde desteklenmesi amactyla tiniversitelerin biinyelerinde
kurulan kariyer merkezlerinin gecis asamasi ile ilgili kariyer psikolojik danismanligi ve rehberligi
catist altinda calismalar yapmast bireyleri giiclendirmek agisindan anlamlt olabilecektir. Kariyer
gecislerinin diger formlart icin ise ISKUR biinyesinde daha kapsamli ¢alismalar yapilmast énemlidi.
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Extended Abstract

Introduction

The change in the balance between supply and demand, the Fourth Industrial Revolution and the
pandemic process, a major business model change in all industries, greatly changing socio-
economic factors have led to serious changes in the business world and the labor market. With this
new period, it can be predicted that the number of individuals in the career transition period may
increase and how critical these transition processes are, especially considering the labor market and
employment rates. In this sense, it can be said that emphasizing what career transition is, the
services and practices offered in career transitions, and developments in the field of career
counseling will be effective in coping with career transitions. From this point of view, it is aimed
to make suggestions to career counselors while working with individuals who experience career
transition by focusing primarily on the definition of career transition, the models and practices
recommended in the transition. Career counselors are aimed to be a helpful resource for individuals
who experience career transition to cope with negative unhealthy emotions in this process, to
increase their level of awareness and to support their clients in seeing opportunities and to see the
practices in a holistic way.

Career Transition

Heppner (1998, p.137) defines career transition as any of the following situations in which career
changes can be considered as possibilities:

a. Task change: the same job or transition from one set of tasks to another in the same place (for
example, dairy farmer moving to growing grain)

b. Position change: job change in the same or a different workplace (but a small change in positions
is expected here) (for example, a secretary starts working in a different department within the same
workplace)

c. Occupation change: the transition from a set of tasks to a different set of tasks that includes new
working conditions (e.g. a farmer becoming a factory worker)

Theories Emphasizing Career Transition Process

There are many theories and assumptions dealing with career transitions in detail. For example,
when working with individuals who experience career problems as well as any Construction Theory
or HEROIC Mindset can serve as a map for the readers. However, one of the models used when
planning career intervention services that can be effective for individuals who experience career
transitions to cope with the transition process in a healthy way is the 4'S Model. The 4-S Model
(Situation-Self-Supports-Strategies) developed by Schlossberg, Waters and Goodman (see
Schlossberg, Waters and Goodman's book Counseling adults in transition: Linking practice with
theory). Situation consists of the characteristics of the transition such as how person perceive the
transition; self consists of the individual’s personal characteristics such as gender and sexual
orientation, socio-demographic variables, psychological resources, and demographic variables;
supports consists of the types of help that are available from surrondings; and strategies consist of
the individual’s style of coping. Information is collected through testing and other techniques and
services for this information are provided.
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Instruments and Programs

In examining the psychological resources of individuals experiencing any form of career transition,
Career Transitions Scale developed by Heppner et al. (1994) and adapted to Turkish culture by
Ulas-Kili¢ (2020) can be used. With its multi-dimensional structure, the scale can provide a better
perspective in understanding the psychological resources and barriers that affect the capacities of
individuals in career transition.

When working with individuals who have experienced the career transition form, it is seen that
providing detailed information about career transitions and options as well as activities such as creating
a career story is effective. In Turkey, along with all this information-giving process, it may be important
for the clients to take part in their journey to discover their own qualities and to include individuals

who experience any stage of the career transition form.
Results

In particular, it can be stated that programs that will allow both the labor market and individuals to
get to know themselves and try themselves in various job positions can be effective for individuals
with career transition experience, and therefore it may be important to develop such programs and

increase their recognition.
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