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SANTRAUKA

Straipsnyje pristatomas akademiniam karje-
ros paslaugy teikéjy rengimui Europoje skirtas
modelis - karjeros paslaugy teikéjy rengéjy i$
45 ESirasocijuoty Saliy universitety bei socia-
liniy dalininky bendro 6 mety darbo rezulta-
tas projektuose NICE ir NICE-2. Aptariama,
koks vaidmuo kuriant §j modelj teko NICE
projekte apibréztiems profesiniams vaidme-
nims, profesinéms funkcijoms ir su Siomis
profesinémis funkcijomis bei Europos kvalifi-
kacijy saranga (EKS, 2008) siejamiems kom-
petentingumams. Pagrindziamas jvairiy kar-
jeros paslaugy teikéjy vaidmeny susiejimas
su aukstojo mokslo programomis (bakalauro,
magistrantiiros ir doktorantiros), pristatomi
sistemos privalumai ir trakumai.

PAGRINDINIY TERMINY
APIBREZIMAI

o Karjeros specialistas — karjeros paslaugy
teikéjas, kuris, priklausomai nuo klienty
poreikiy, gali atlikti bet kurj NICE profesinj
vaidmenj.

o NICE - karjeros projektavimo ir kon-
sultavimo karjerai inovacijy tinklas Europoje
(www.nice-network.eu).

o NICE kompetentingumai — $esi pagrin-
diniai karjeros paslaugy teikéjy kompetentin-
gumai, t. y. konsultavimas karjerai, ugdymas

DESIGNING FRAMEWORK
FOR ACADEMIC TRAINING
OF CAREER PRACTITIONERS
IN EUROPE

ABSTRACT

In the article framework for academic training
of career practitioners in Europe from the per-
spective of 6 years joint work of 45 universities
of EU and associated countries as well stake-
holders in the projects of NICE and NICE-2
is presented. Role of NICE professional roles
(NPRs), professional functions, competences
related to those professional functions as well
to European qualifications framework (2008)
in designing of framework is revealed. Linking
of different career practitioners’ roles to higher
education degree programmes (BA, MA and
PhD) are substantiated, as well as strengthens
and weakness of framework discussed.

DEFINITIONS OF KEY TERMS

o Career specialist - career practitioner, who
works in all of the NICE professional roles reg-
ularly, depending on what clients need most.

o NICE - Network for Innovation in Career
Guidance and Counselling in Europe (www.
nice-network.eu).

o NICE Competences six main NICE com-
petences of career practitioners: career coun-
selling, career education, career assessment
and information, career service management,



karjerai, karjeros vertinimas ir informavimas
karjerai, karjeros paslaugy valdymas, socia-
liniy sistemy intervencija ir bendryjy kompe-
tentingumy ,vaidmuo®, integruojantis visus
kitus karjeros paslaugy teikéjy kompetentin-
gumus.

o NICE profesiniai vaidmenys - penki
pagrindiniai karjeros specialisty vaidmenys:
konsultavimas karjerai, ugdymas karjerai,
karjeros vertinimas ir informavimas karje-
rai, karjeros paslaugy valdymas ir socialiniy
sistemy intervencija.

o Karjeros ekspertas — karjeros paslaugy
teikéjas, kuris specializuojasi viename ar
dviejuose vaidmenyse ir yra asmuo, i kurj
reikia kreiptis prireikus sudétingesniy $ios
srities paslaugy. Pavyzdziui, tai gali bati as-
muo, kuris specializuojasi kompetentingumy
atpaZinimo srityje.

[VADAS

Sparti naujy technologijy plétra (susijusi
su naujais moksliniais atradimais bei i$radi-
mais), darbo rinky globalizacija, demogra-
finiai poky¢iai, besitesianti ,europizacija®
kurig lemia tolesné Europos Sgjungos plétra,
pokyciai $vietime, ugdyme bei uzimtumo
politikoje ir ju sistemose skatina visy sri¢iy
specialistus nuolat atnaujinti ir tobulinti savo
kompetentingumus bei mokéjimus.

Visa tai kelia naujus i$$tkius karjeros fi-
losofijai, kurie tik dar labiau sustiprina naujy
pozitriy ir platesnio karjeros paslaugy suvo-
kimo poreikj bei i$ryskina karjeros paslaugy
teikéjy darbo svarbg gerinant Zzmoniy gyven-
imo kokybe. Zmoniy skatinimas ir pagalba
dalyvauti $vietimo bei ugdymo procesuose,
pasirinkti prasmingg ir tvarig karjera tam-
pant pilnaverciais darbo pasaulio veikéjais,
apskritai visos su karjera susijusios paslaugos
yra labai reik§mingos plétojant socialine bei
ly¢iy lygybe, pilietiskumo ugdyma.

Visuomenése pazangos uztikrinimui ir
tvariai jos plétrai vis svarbesnis racionalus
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Social systems interventions and connecting
“role” of all competences by generic compe-
tences of career practitioners.

o NICE professional roles (NPRs) - five
main roles of career practitioners: career
counselling, career education, career assess-
ment and information, career service man-
agement, social systems inetrventions.

o Career expert — career practitioner who
concentrates on one or two of the roles, and
is the person to go to for more complex ser-
vices relating to one of the roles, for example
somebody, who is specialized on competence
diagnosis.

INTRODUCTION

The rapid development of new technolo-
gies (caused by new scientific discoveries and
inventions), the globalisation of labour mar-
kets, demographic changes, on-going “Euro-
peanization” (which is expanding through the
enlargement of European Union), and chan-
ges in education, training and employment
policies and systems, require for a permanent
upgrading of competences and skills by pro-
tessionals of all fields.

This raises new challenges for career phi-
losophy reinforcing need for new approaches
and a broader understanding of career servic-
es as well as an increasing role of career prac-
titioners for improving the quality of people
lives.

Career services have a key role to play in
promoting social equality, gender equity, and
active citizenship by encouraging and sup-
porting individuals’ participation in educa-
tion and training, their inclusion in the world
of work and their choice of a sustainable and
meaningful career.
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zmogiskyjy istekliy panaudojimas. Naujiems
darbams reikalingi nauji mokéjimai, auga
aukstos kvalifikacijos darbuotojy poreikis, o
darbdaviai kaip niekada daug démesio skiria
darbuotojy  bendriesiems kompetentingu-
mams (European Council, 2008). Visa tai atsi-
spindi jvairiuose Europoje priimtuose doku-
mentuose’.

Be to, vis dar nepakankamai démesio ski-
riama karjeros paslaugy teikéjy kompetentin-
gumui, jy profesiniam tobuléjimui, kai kal-
bama apie ES valstybése narése galiojancius
kvalifikacijy ir kompetentingumy standar-
tus. Ivairiy tyrimy ataskaitose (OECD, 2004;
CEDEFOP 2005; 2008; 2009) teigiama, kad
jvairiose valstybése skiriasi karjeros paslaugy
teikéjy profesinis rengimas bei tai, kokius
vaidmenis jie atlieka, kokios yra jy profesinés
funkcijos ir reikalingi kompetentingumai.
Vieni karjeros paslaugy teikéjai yra kvalifi-
kuoti ir tinkamai apmokyti, taciau kiti dirba
neturédami jokio profesinio pasirengimo.

Trecia vertus, néra aikios sistemos, kur
bity nurodytos kvalifikacijos, reikalingos ais-
kiai apibréztiems karjeros paslaugy teikéjy
profesiniams vaidmenims atlikti. Kadangi
karjeros paslaugos daznai teikiamos nespecia-
lizuotomis aplinkybémis, o daugelyje $aliy
truksta tinkamy priemoniy karjeros paslaugy
teikéjams rengti bei suteikti atitinkamas kvali-
fikacijas (Sultana, 2003; Watts ir Sultana, 2004;
Sultana ir Watts, 2006), galima daryti i§vada,
kad beveik visose Salyse butina gerinti tei-
kiamy karjeros paslaugy kokybe. Nepakanka-
mas ar netinkamas démesys karjeros paslaugy
teikéjy rengimui turi rimty pasekmiy siilomy
paslaugy kokybei ir trukdo i$naudoti visg $iy
paslaugy potencialg bei uztikrinti jy kokybe
(Bassot, 2012; Sultana, 2010; 2011, 2014a;
2014Db).

The rational use of human resources for the
advancement and sustainable development of
societies becomes more and more relevant.
New skills are demanded for new jobs, the
need for a highly educated workforce is ris-
ing, and employers demand ever stronger key
competences of their employees (European
Council, 2008). This need is presented in a
range of European documents’.

However, there is still a lack of attention
to the competence, training and professional
development of career practitioners in terms
of competence and qualification standards in
the member countries of the EU. In a number
of research reports (OECD, 2004; CEDEFOP
2005; 2008; 2009) it is stated that there is a
wide variation across countries in profession-
al training as well as the roles, professional
functions and competences carried out by ca-
reer practitioners: some career practitioners
have good training and qualifications, but
others are working without any professional
training.

In addition, there is no clear framework
determining qualification routes leading into
clearly defined occupational roles established
for career practitioners. The non-specialized
basis upon which career services are often
delivered, as well as the weak training and
qualification arrangements that exist in many
countries (Sultana, 2003; Watts & Sultana,
2004; Sultana & Watts, 2006) indicate that ca-
reer services are weakly professionalized al-
most everywhere. Insufficient or inappropri-
ate attention to career practitioners’ training
has serious implications for the quality of of-
fered services and constitutes significant bar-
riers to the capacity and quality of career ser-
vices provided (Bassot, 2012; Sultana, 2010;
2011, 2014a; 2014b).

! “European lifelong guidance policies: Progress Report 2011-2012” (ELGPN, 2012), “Draft Joint Employment Report”
(2009/2010), “Mobility, an Instrument for More and Better Jobs: The European Job Mobility Action Plan 2007-2010", “Pro-
fessionalizing Career Guidance - Practitioner Competences and Qualification Routes in Europe” (CEDEFOP, 2009), “Reso-
lution on Better Integrating Lifelong Guidance into Lifelong Learning Strategies” (2008), “Action Plan on Adult Learning”
(2007), “Guidelines for the Employment Policies of the Member States” (2007), “Resolution of the Council on Strengthening
Policies, Systems and Practices in the Field of Guidance Throughout Life in Europe” (2004), “Investing Efficiently in Educa-

tion and Training: an Imperative for Europe (2003)’, etc.



Kas yra geras karjeros paslaugy teikéjas?
Kaip reikéty rengti karjeros paslaugy teikéjus,
kad jy pagalba Zmonés galéty priimti raciona-
lius profesinius ir su jais susijusius mokymosi
sprendimus bei sékmingai tobuléti asme-
niSkai jiems prasmingoje karjeros srityje?
Karjeros paslaugy teikéjais reikéty laikyti
zmones, galinc¢ius daryti didziausig jtaka
priimamy sprendimy kokybei, kai jie susije
su zmogiskyjy istekliy valdymu organizaci-
joje, zmogiskuoju kapitalu visuomenése ir
atskiry pilie¢iy individualios karjeros klausi-
mais (su salyga, kad organizacinis ir politinis
kontekstas, jskaitant ir karjeros paslaugy
finansavimg, puikiai funkcionuoja ir skatina
profesionaliy paslaugy teikima).

Karjeros paslaugy teikéjy rengima ir jiems
reikalingus kompetentingumus bei su $iais da-
lykais susijusias koncepcijas, reikalavimus ir
ry$ius tarp teorijos ir praktikos jvairiais aspek-
tais nagrinéjo ir pristaté mokslininkai Brown
ir Krane (2000), Hansen (2001; 2003), Plant
(2001; 2012), Inglar, Bjerknes, Lappen ir To-
biassen (2003), Bimrose (2004), McCarthy
(2004), Borgen ir Hiebert (2006), McMahon
ir Patton (2006), Schon (2007), Arthur (2008),
Repetto (2008), Reid (2003; 2006; 2015), Reid
ir West (2011a; 2011b), Schiersmann (2008),
Hansen ir Amundson (2009), Hiebert (2009),
Savickas, Nota, Rossier, Dauwalder, Duarte,
Guichard, Soresi, Van Esbroeck, ir van Via-
nen (2009), Pukelis ir Navickiené (2011),
Savickas (2005; 2006; 2011a; 2011b; 2012;
2013), Sultana (2003; 2008), Sultana ir Watts
(2006), Watts ir Sultana (2004) ir kt.

Siame straipsnyje siekiama pasidalinti pa-
tirtimi, sukaupta per Europoje vykdytus pro-
jektus NICE ir NICE 2, ir taip didinti teikiamy
karjeros paslaugy profesionaluma bei siekti to-
bulumo ir inovacijy karjeros paslaugy teikéjy
akademiniame rengime. Straipsnyje norime
pristatyti teorinj modelj (metodologija), skir-
ta karjeros paslaugy teikéjy kompetentingu-
mams apibrézti bakalauro, magistrantiros ir
doktorantiros studijy programose. Si uzduo-
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What is a good career practitioner? How
should career practitioners be trained to sup-
port people in making rational educational
and vocational choices as well as managing
their further personals and career develop-
ment successfully? Career practitioners ought
to be understood as the people who can most
strongly influence the quality of decisions
making regarding the human resource man-
agement of organizations, human capital
questions of societies and the individual ca-
reer decisions of citizens (provided that the
organizational and political contexts, includ-
ing funding of career services are function-
ing well and reinforce professional service
delivery).

Conceptions, requirements, relations be-
tween theory and practice regarding the
competences and training of career practitio-
ners have been reflected from different angles
in many studies of researchers like Brown
& Krane (2000), Hansen (2001; 2003), Plant
(2001; 2012), Inglar, Bjerknes, Lappen, and
Tobiassen (2003), Bimrose (2004), McCarthy
(2004), Borgen & Hiebert (2006), McMahon
& Patton (2006), Schon (2007), Arthur (2008),
Repetto (2008), Reid (2003;2006;2015), Reid
& West (2011a; 2011b), Schiersmann (2008),
Hansen & Amundson (2009), Hiebert (2009),
Savickas, Nota, Rossier, Dauwalder, Duarte,
Guichard, Soresi, Van Esbroeck, and van Via-
nen (2009), Pukelis and Navickiene (2011),
Savickas (2005; 2006; 2011a; 2011b; 2012;
2013), Sultana (2003; 2008), Sultana & Watts
(2006), Watts & Sultana (2004), etc.

The aim of this paper is to share the expe-
riences accumulated in the European projects
NICE and NICE 2 increasing professionaliza-
tion of career services and working towards
excellence and innovation in the academic
training of career practitioners. The focus of
this paper is to present a theoretical frame-
work (methodology) for defining compe-
tences of BA, MA and PhD cycle degree pro-
grammes for the academic training of career
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tis NICE 22 (2012-2015) projekte teko su Con-
sistent Tuning Model (CTM; liet.: ,nuoseklaus
suderinimo modeliu®) dirbanciai grupei’, ku-
ri pasinaudojo NICE (2009-2012) projekto
metu sukurtu modeliu*.

Sukurtas teorinis modelis naudotas pagrjs-
ti: a) karjeros paslaugy teikéjy misija i ,,plotj“
(per profesinius vaidmenis) ir ,gyli“ (per
kompetentingumy lygmenis, priskiriant juos
vienam i§ EKS lygmeny - 6 arba bakalauro,
7 arba magistro ir 8 arba doktorantaros); b)
pagrindines profesines funkcijas, sudarancias
$iuos vaidmenis; c) kompetentingumus, kurie
ugdomi rengiant karjeros paslaugy teikéjus
aukstosiose mokyklose jvairiems skirtingo
lygmens (bakalauro, magistranttiros ar dokto-
rantliros) profesiniams vaidmenims atlikti’.

1
KARJEROS PASLAUGU TEIKEJY
MISIJA

Dél auksciau minéty is$ukiy darbo pasaulis su-
détingéja ir tampa vis labiau neapibréztas. Dau-
gelis Zmoniy pastaruoju metu iSgyvena tokius
jausmus tarsi stovéty ant kopéciy matydami
»(...) kaip apacioje esantys laipteliai ibyra, o
auksc¢iau esantys - i$nyksta“ (Vecchio, 2013,

practitioners. This is the task of the Consistent
Tuning Model (CTM) team’ in the project
NICE 2% (2012-2015), based on a prior model
developed in NICE (2009-2012)*.

The developed theoretical framework was
been used to substantiate: a) the mission of
career practitioners in breadth (professional
roles) and in depth (levels of competences
ticking them to EQF levels 6 or BA; 7 or MA,
and 8 or PhD); b) main professional func-
tions composing those roles; ¢) list of compe-
tences for training of career practitioners in
different professional roles at different com-
petence levels (BA, MA and PhD) in higher
education institutions®.

1
MISSION OF CAREER
PRACTITIONERS

Nowadays above mentioned challenges
makes world of work more complex and
uncertain. Many individuals nowadays ex-
perience feelings like standing on the career
ladder looking “... down to find the rungs be-
low are crumbling underfoot, and the rungs

NICE - karjeros projektavimo ir konsultavimo karjerai
inovacijy tinklas Europoje, finansuojamas i§ ES Eras-
mus programos. Projekte dalyvauja 45 universitetai i§
ES ir asocijuoty nariy valstybiy, kur vykdomos karjeros
projektavimo ir konsultavimo karjerai sri¢iy bakalauro,
magistrantaros ir doktorantiiros studijy programos.
Daugiau informacijos apie NICE ir NICE 2 projektus
galima rasti www.nice-network.eu

Svarbu paminéti, kad prie galutinio $io modelio varianto
rengimo veéliau prisidéjo dar Jacques Pouyaud (Bordeaux
universitetas, Prancuzija) ir Jukka Lerkkanen (Jyvaskyla
atvirasis universitetas, Suomija).

Uz paramg norime padékoti CTM grupei bei mento-
riams i§ iniciatyvinio komiteto Hazel Reid (Canterbury
Christ Church universitetas, Jungtiné Karalysté), Chris-
tiane Schiersmann (Heidelberg universitetas, Vokietija)
ir Bernd-Joachim Ertelt (Manheim kolegija, Vokietija).
Jie visi buvo pirmojo NICE knygos redakcinés grupés na-
riai.

Tarptautinés konferencijos ,European summit on de-
veloping the career workforce of the future” medziaga,
Canterbury, 2014 m. rugséjo 3-4 d.

2 NICE - network for innovation in career guidance and

counselling in Europe funded by EU Erasmus pro-
gramme. In the project are taking part 45 Universities of
EU and associated countries where career designing and
counselling study programmes are implemented at BA,
MA and / or PhD levels. More information about NICE
and NICE 2 could be found at www.nice-network.eu

We acknowledge valuable input of Jacques Pouyaud (Bor-
deaux University, France) and Jukka Lerkkanen (Jyvas-
kyla Open University, Finland) in final developments of
this framework.

We acknowledge support received from the CTM team
as well additional expertise supported by the Steering
Committee mentors Hazel Reid (Canterbury Christ
Church University, UK), Christiane Schiersmann (Hei-
delberg University, Germany) and Bernd-Joachim Ertelt
(Manheim University of Applied Sciences, Germany), all
of whom were members of the first NICE Handbook’s
editing team.

International conference ,,European summit on develop-
ing the career workforce of the future “materials, Canter-
bury, 3-4 of September, 2014.



p- 12). Karjeros paslaugy teikéjai turéty padéti
savo klientams spresti su karjera susijusias
problemas ir priimti reikiamus sprendimus
(Guichard, 2011, Van Esbroeck, 2008).

Atsakydama | tokj poreikj, Ekonominio
bendradarbiavimo ir plétros organizacija
(OECD, 2004) bei Europos Sgjunga (Euro-
pean Council, 2004; 2008) $alia termino ,,visa
gyvenimg trunkantis mokymasis“ i$plétojo
ir ,,visg gyvenima trunkancio karjeros valdy-
mo* sgvoky. Visg gyvenimg trunkantis kar-
jeros valdymas apima su karjera susijusiy
paslaugy teikima visiems visuomenés nari-
ams jvairiuose jy karjeros etapuose. Todél
karjeros paslaugy teikéjai, pasinaudodami
karjeros teorijy Ziniomis turi padéti Zmonéms
kompetentingai spresti jvairius su karjera
susijusius i§$tkius. Atsizvelgdamas j tai, Eu-
ropos profesinio rengimo plétros centras
(CEDEFOP, 2009, p. 37-39) teigia, kad kar-
jeros paslaugy teikéjams apskritai reikalin-
gas universalus akademinis i§simokslinimas
(bent jau 6 EKS lygmuo arba bakalauro laip-
snis) ir bent vieneriy mety specializuotas
profesinis rengimas, orientuojantis j skirtin-
gas karjeros paslaugy teikéjy veiklos sritis
(pavyzdziui, nuosekliosios arba papildomos
profesinés studijos).

NICE tinklg sudaro Europos aukstosios
mokyklos, rengiancios karjeros paslaugy tei-
keéjus, todél projekto metu buvo atliekami tiek
kiekybiniai, tiek kokybiniai dabar vykdomy
visy trijy pakopy studijy programy Europo-
je tyrimai (Ertelt, Weber, & Katsarov., 2012,
p. 85). Pasirinktos studijy programy im-
ties kiekybinis tyrimas parodeé, kad karjeros
paslaugy teikéjy rengimas Europoje apima
daug discipliny. Mazdaug 52 % tirty studijy
programy buvo teikiamos edukologijos
moksly fakultetuose. 26 % studijy programy
buvo sitlomos psichologijos fakultetuose,
12 % - sociologijos fakultetuose, 5% — ver-
slo administravimo fakultetuose ir like
5 % — skirtinguose fakultetuose (Ertelt ir kt.,
2012). Dauguma vykdomy studijy programy
buvo magistrantaros studijos (44%) arba
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above are disappearing (Vecchio, 2013, p. 12).
Career practitioners should support clients
in dealing with career-related problems and
relevant decisions (Guichard, 2011, Van Es-
broeck, 2008).

To respond to such a demand, the Orga-
nization for Economic Co-operation and
Development (OECD, 2004) as well as the
European Union (European Council, 2004;
2008) has formulated an idea of “lifelong
guidance’, in addition to the idea of lifelong
learning: Lifelong guidance means providing
career services for all members of society at
all stages of their careers. This calls for career
professionals to be competent in dealing with
an increasingly wide range of possible career
challenges, drawing upon the knowledge of
specific career-related theories. Taking this
into account, CEDEFOP (2009, p. 37-39) ar-
gues that career practitioners generally need
a basic academic training (minimum EQF
level 6 or BA) and should undertake at least
one year of special training in different career
practitioners roles (for example, consecu-
tive or extra-occupational Master level pro-
grammes).

NICE as an European network of higher
education institutions engaged in the train-
ing of career practitioners, undertook a quan-
titative as well as a qualitative analysis of
existing degree study programmes in Europe
(Ertelt, Weber, & Katsarov., 2012, p. 85). The
quantitative analysis of the relevant sample
of study programmes showed that training
of career practitioners is multidisciplinary in
Europe. About 52 % of the considered degree
programmes were offered in departments of
Educational Sciences. Another 26 % of them
were offered at departments of Psychology,
12 % at Sociological faculties, 5 % at faculties
of Business Administration as well as 5 % in
different departments (Ertelt et al., 2012). The
majority of the study programmes were of-
fered as Master degree studies (44 %) or post-
graduate qualifications (34%), both of them
at EQF level 7. A minority (13 per cent) of
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kvalifikacijg suteikiancios antrosios pakopos
studijos (34 %), t. y. EKS 7 lygmuo. MaZuma
studijy programy (13 procenty arba 5 studijy
programos) buvo bakalauro pakopos.

Kokybiné susijusios imties magistrantiiros
studijy programy turinio analizé parodé, kad
studijy rezultatai daugiausia orientuojami j
kompetentingumy ugdyma karjeros vertini-
mo ir informavimo karjerai (28 %), ugdymo
karjerai (23 %), konsultavimo karjerai (16%),
karjeros paslaugy valdymo (13 %) ir socialiniy
sistemy intervencijos (12 %) srityse. Dar 8 %
studijy rezultaty buvo nukreipti i bendryjy
(perkeliamyjy) kompetentingumy ugdyma
(Ertelt ir kt., 2012, p. 97). Kompetentingumy,
kurie ugdomi studijy programose, sudétis
atspindi darbo rinkos poreikius karjeros pa-
slaugy srityje bei, i§ dalies, karjeros paslaugy
teikéjy atliekama misija.

Remiantis atliktuose tyrimuose gauta infor-
macija, po diskusijy su NICE projekto partne-
riais pavyko i$skirti penkis NICE profesinius
vaidmenis®, kurie turéty bati laikomi kertiniais
karjeros kaip profesijos aspektais (1 pav., Dau-
walder, Ertelt, Guichard, Katsarov, Mulvey,
Reid, Schiersmann, ir Weber, 2012, p. 44).

Profesiniy vaidmeny i$skyrimas grindzia-
mas mintimi, kad profesionalus karjeros pa-
slaugy teikéjas tam tikru metu atlieka visus
$iuos vaidmenis. Kitaip tariant, kiekvienas i$
$iy vaidmeny yra viena i$ karjeros paslaugy
teikéjo socialinés misijos sudedamuyjy daliy.
Norint i$naudoti visg $ios profesijos poten-
cialg, nereikéty ignoruoti nei vieno i§ Siy
profesiniy vaidmeny. Svarbu visuomenés na-
riams teikti visapusi$kas karjeros paslaugas,
integruojant $iuos vaidmenis.

the degree programmes were offered at BA
level (5 study programmes).

The qualitative analysis of related sample of
Master-level programmes’ curricula showed
that the assignments (learning outcomes)
were focused mainly on the development of
competences in the field of Career Assess-
ment & Information (28 %), Career Educa-
tion (23 %), Career Counselling (16 %), Ca-
reer Service Management (13%), and Social
Systems Interventions (12 %). Another 8 %
of learning outcomes focused on the develop-
ment of generic (transferable) competences
(Ertelt et all, 2012, p. 97). The rough compo-
sitions of competences developed through stu-
dy programmes reflect labour market needs
in the field of career services as well as mis-
sion of career practitioners (to some degree).

Based on the research made as well under
discussion with NICE project partners five
NICE Professional Roles® (NPRs) were iden-
tified as being the central concepts for the ca-
reer profession (Graph 1, Dauwalder, Ertelt,
Guichard, Katsarov, Mulvey, Reid, Schiers-
mann, & Weber, 2012, p. 44). The idea behind
the NPRs is that a professional career practi-
tioner will typically act in all of these roles to
some extent, not a matter whether the profes-
sional is a generalist or specialist. The NPRs
together make up the professional identity of
career practitioner. In other words, we regard
each of the roles as part of societal mission of
career profession. To live up to its full poten-
tial, the practice of career should not neglect
any of these roles, but should integrate them
to achieve a holistic service for citizens.

¢ Cia mes nedetalizuosime kiekvieno profesinio vaidmens
turinio. NICE profesiniy vaidmeny apra$ymus angly,
prancuzy, vokieciy ir ispany kalbomis galima rasti NICE
internetiniame vadove www.nice-network.eu arba spaus-
dintoje $io vadovo versijoje ,NICE handbook for the
Academic Training of Career Guidance and Counselling
Professionals“ (red. Ch. Schiersmann, B-J. Ertelt, J. Kat-
sarov, R. Mulvey, H. Reid ir P. Weber), Heidelbergo uni-
versitetas (Vokietija), 2012, 245 p., ISBN 978-3-9444230-
01-6.

® We are not going here in details specifying the content
of each professional role. Description of NICE Profes-
sional Roles you could find in NICE Handbook on-line
in English, French, German and Spanish on www.nice-
network.eu or in printed version of NICE handbook for
the Academic Training of Career Guidance and Coun-
selling Professionals (Edited by Ch. Schiersmann, B-J.
Ertelt, J. Katsarov, R. Mulvey, H. Reid & P. Weber), Hei-
delberg University (Germany), 2012, 245 p., ISBN 978-3-
9444230-01-6.
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Career
Counselling

Karjeros
paslaugy
valdymas /
Career Service
Management

Assessment &

Karjeros
vertinimas ir
informavimas /
Career
Konsultavimas Information
karjerai / Ugdymas

karjerai /

Career Education
Socialiniy
sistemy
intervencija /
Social systems
interventions

1 pav. Pagrindiniai karjeros paslaugy teikéjy NICE profesiniai vaidmenys

Fig.1. Main NICE Professional Roles of career practitioners

Pavyzdziui, karjeros paslaugy teikéjas
dirbdamas su klientu gali uzduoti klausi-
mus, susijusius su jo asmeniniu tobuléjimu.
Taip elgdamasis specialistas atlikty karjeros
konsultanto vaidmenj. Tac¢iau kitg akimirkg
karjeros paslaugy teikéjas jau gali dirbti su
klientu, norédamas padéti jam atpazinti savo
stiprigsias puses. Siuo atveju jau buty perein-
ama prie karjeros vertinimo ir informavimo
karjerai vaidmens. Teikiant su karjera susiju-
sias paslaugas keliose i§ auksc¢iau i$vardinty
penkiy sric¢iy, bendrieji kompetentingumai
padeda sékmingai integruoti
kompetentingumus aktualiems karjeros tiks-
lams pasiekti. Svarbu suprasti, kad visi NICE
profesiniai vaidmenys yra tarpusavyje susije
ir vienas nuo kito priklausomi, t. y. karjeros
paslaugy teikéjai turi sugebéti bent jau tam
tikru mastu atlikti juos visus. Tai jokiu badu
neatima galimybés specializuotis tam tikruose
NICE profesiniuose vaidmenyse bei nereiskia,
kad kiti zmonés (pavyzdziui, mokytojai ar va-
dybininkai), bendradarbiaudami su karjeros

profesinius

For example, in working with a client, a
career practitioner may be asking the client
questions concerning their personal develop-
ment. Doing so, the practitioner would be act-
ing in the Career Counsellor role. But in the
next moment, the career professional could
be working with the client to identify his / her
personal strengths. This would mean shifting
to the Career Assessment & Information role.
The role of “generic competences” is bridging
successfully professional competences when
providing career services in the frame of so-
me of five professional roles. Applying the
NPRes, it is important to understand that the
different roles need to be seen as united and
interdependent: career practitioners should
be able to perform in all of the NPRs (at least
to some extent). This doesn’t stand in the way
of specialization in the NPRs, of course, nor
does it mean that other people, e.g. teachers
or managers, couldn’t perform in some of the
NPRs to some extent, and cooperate with ca-
reer professionals.
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paslaugy teikéjais, negali tam tikru aspektu at-
likti vieno ar kito NICE profesinio vaidmens.
Svarbu, kad NICE profesiniy vaidmeny
koncepcijai pritaria Europos aukstyjy mokyk-
ly, rengianciy karjeros paslaugy teikéjus, aka-
deminé bendruomené. Si koncepcija placiai
pripazjstama kaip inovatyvi ir tinkama nau-
doti karjeros paslaugy teikéjy rengimui. Tuo
pat metu tikslinga NICE profesinius vaidmenis
kazkaip atskirti, kad atsirasty vietos skirtingo
lygmens kvalifikacijoms. Siame straipsnyje ap-
tarsime vieng poziarj, kur kiekvienam NICE
profesiniam vaidmeniui i$skiriami atskiri
kvalifikacijy lygmenys (3 skyrius). Be to, NICE
profesinius vaidmenis reikéty i$skaidyti j smul-
kesnes profesines funkcijas, buitinas apibréziant
kompetentingumus, kurie véliau baty skaidomi
j studijy rezultatus (2 skyrius), pagal kuriuos
rengiamas studijy turinys. NICE profesiniai
vaidmenys, juos sudarancios profesinés funk-
cijos, atitinkami kompetentingumai ir vien-
inga kalba (terminologija) yra laikomi NICE
»Tuning® (liet. ,,dermés®) sarangos bendromis
kertinémis gairémis (Katsarov ir kt., 2012).

2

KOMPETENTINGUMO SAMPRATOS
PRITAIKYMAS AKADEMINIAME
KARJEROS PASLAUGY TEIKEJY
RENGIME

Pagrindinisisstkis, sukuriuo susiduriamaren-
giant minimalius Europos kompetentingumo
standartus karjeros srityje, yra atrasti modelj,
kuris atliepia darbo rinkos poreikius, kurj
bty galima integruoti j aukstojo mokslo siste-
mas ir kuris prisidéty prie teikiamy karjeros
paslaugy bei karjeros paslaugy teikéjy profe-
sionalumo augimo. Toliau pristatome schema
(2 pav.), kurioje $ie trys aspektai pavaizduoti
kaip trys atskiros sistemos su skirtingais tik-
slais ir struktoiromis, j kurias reikia atkreipti
démesj, norint sukurti ,,tobula kompetentin-
gumo standarty modelj®, kuris didinty kiek-
vienos dimensijos logine verte.

The NPRs form an important consensus of
European academics engaged in career prac-
titioners training at higher education institu-
tions since widely acknowledged as a suitable
and innovative concept for the field of career.
At the same time, it is worth to differentiate
the NPRs in some way, to allow room for dif-
ferent qualification levels. We will discuss one
approach in this paper, where we distinguish
between different qualification levels for each
NPR (chapter 3). Additionally, the NPRs
should be split into smaller professional func-
tions, as a basis for defining competences and
later on converting them into learning out-
comes (chapter 2) as a background for the
development of related curricula. The NPRs,
the professional functions composing them,
as well as the relevant competences, and the
NICE Curriculum, together with developed
common language (terminology) represent
common point of references of the NICE Tun-
ing Framework (Katsarov et al., 2012).

2

APPLYING CONCEPT OF COMPE-
TENCE FOR ACADEMIC TRAINING
OF CAREER PRACTITIONERS

The major challenge in developing minimal
European Competence Standards (ECS) in
career field is model which is relevant for
the labour market needs, could be integrated
into the functioning of higher education sys-
tems, and which fosters the professionaliza-
tion of career services and the career work-
force. Graph 2 below illustrates the three
dimensions as three distinct systems with
different aims and structures, which need to
be addressed, so to reach an “ideal model”
for competence standards which would add
value in relation to the logics of each dimen-
sion.
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Politinis poreikis profesionalumo didinimui teikiant
karjeros paslaugas
(kompetentingumai, kvalifikacijos) /

Political Need for Professionalization of career service
(Competences, qualifications)

Darbo rinkos struktiiros karjeros
paslaugy tiekéjams (jprasti
vaidmenys ir funkcijos) /

Europos aukstojo mokslo
sistemos struktiiros (pakopos,
laipsniai) /

A

Structures of the Labour Market
for Career Practitioners (Typical
Roles and Functions)

Structures of Higher Education
System in Europe (Academic
Cycles, Degrees)

v

2 pav. Trys aspektai, j kuriuos batina atsizvelgti, kuriant ,tobula modelj’; kuris bus naudojamas rengiant minimalius Europos kompetentingumo
standartus

Fig. 2. Three dimensions need to be considered in developing an “ideal model” for minimum European Competence Standards

Svarbu pazyméti, kad negalima kalbéti
apie rinkos reguliavimg vien tik pagal pa-
klausg ir pasiils. Panasiai kaip ir valstybinis
ugdymas, karjeros paslaugos yra vieso intere-
so dalis. Jprastai yra skirtumas tarp Zmoniy,
kuriems karjeros paslaugos reikalingos, ir ty,
kurie tokias paslaugas gali sau leisti. Todél
susiduriama su situacija, kur jvairas sociali-
niai institutai kartu suformuoja didele dalj
karjeros paslaugy teikéjy paklausos ir jgauna
galimybe reguliuoti rinka per savo siilomus
atlyginimus, per jiems reikalingg rengimo
metu jgyjamus kompetentingumus, taip pat
ir kitokiais badais. Be to kai kurios jmonés ir
pilieciai yra pakankamai turtingi, kad patys
galéty suformuoti karjeros paslaugy poreikj.

Svarbu atsakyti j klausimg, kokiy kompe-
tentingumy karjeros specialisty reikia darbo
rinkoje. Atsizvelgdami j skirtingas Europoje
taikomas sistemas, pirmame $io straipsnio
skyriuje pabandéme pateikti atsakyma j $j

It is important to point out that we can-
not talk about a market that is regulated by
supply and demand only. Similarly to public
schooling, career service is in the public in-
terest, and there is typically a mismatch be-
tween the people who need career services
and the people who can afford them. This
leads to a situation, where different public
actors together create a large part of the de-
mand for career practitioners and regulate
the market through the salaries they offer,
the level of training and competence, which
they require, and other measures. In addition
to these circumstances, some enterprises and
citizens are wealthy enough to create a private
demand for career service.

The important question here, is which
kinds of competence profiles the labour mar-
ket for career actually needs? In chapter 1 of
this article we answered to this question pre-
senting NICE professional roles which took
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klausima pristatydami NICE profesinius vaid-
menis. Ar labai svarby modelj priims politikai
ir darbdaviai bei kiti karjeros srityje svarbig
padétj uzimantys socialiniai dalininkai (pa-
vyzdziui, karjeros paslaugy teikéjai)? Europos
vir§aniy susitikime dél basimos darbo jégos
karjeros srityje formavimo (rugséjo 3-4d.,
Canterbury, Jungtiné Karalysté), kuriame
dalyvavo daugiau nei 200 socialiniy dalininky
i$ visos Europos, Europos kompetentingumo
standartas buvo priimtas kaip tolesniy tiksly
siekimo strateginis pagrindas.

Priimtus kompetentingumo standartus,
pasinaudojant nacionalinémis kvalifikacijy
sgrangomis (NKS), butina susieti su jvairiy
$aliy aukstojo mokslo sistemomis. Paskutinie-
ji NKS susiejimo su EKS etapai Europos S3-
jungoje leidzia tikétis, kad netolimoje ateityje
(per 5-10 mety) skirtumai tarp jvairiose
Bolonijos proceso valstybése galiojanciy
aukstojo mokslo sistemy zenkliai sumazés.
Vis tik dabartiné situacija leidzia teigti, kad
nesvarbu, kokj kompetentingumo standarty
modelj bepasitlytume, nebus taip, kad jis
tikty visiems. Todél musy tikslas ir negali
bati sukurti “standartine studijy programa®,
skirtg karjeros paslaugas teiksiantiems asme-
nims ruosti Europoje. Mums reikalinga sis-
tema, leidzianti uztikrinti efektyvesnj ben-
dradarbiavimg ir padedanti gerinti tokiy
paslaugy teikéjy rengimo kokybe Europoje,
taciau tuo pat metu atsizvelgianti ir j auks-
tyjy mokykly bei valstybiy jvairove ir jy au-
tonomiskuma. Su Bolonijos (1999) reforma
atsirado tendencija auk$tojo mokslo sistemas
labiau orientuoti i studenta, t.y. j basimus dar-
bo rinkos poreikius. Todél rengiant kompe-
tentingumo standartus svarbu prisidéti prie
karjeros paslaugy profesionalumo didinimo.

Pagrindinis Consistent Tuning Framework
projekto tikslas yra pagal atskirus profesin-
ius vaidmenis ir profesines funkcijas apibrézti
studijy rezultatus skirtingos kvalifikacijos (ba-
kalauro, magistrantiiros ar doktorantiiros
pakopos) karjeros paslaugy teikéjy rengimui.
Skirtingose karjeros srityse dirbantiems Zmo-

in consideration the different systems all
around Europe. Is highly important model
would be accepted by policy-makers and the
employers as well as other career stakehold-
ers (for example, career practitioners, etc.).
At European Summit on developing career
workforce of the future (3-4th September,
Canterbury, UK) where more than 200 dif-
ferent stakeholders of career services took
part from all the Europe the European com-
petence standard was accepted as a basis for
further development.

The competence standards need to connect
with existing higher education systems of the
different countries via national qualifica-
tion frameworks (NQFs). The final phases of
linking NQFs with EQF (2008) in EU allows
expect that in some near future (5-10 years)
essential deviations among different higher
education training systems in countries in-
volved in Bologna process will significantly
decrease. Nevertheless, the current situation
leads to a central message: Whatever model
of competence standards we propose - there is
no “one size fits all”. It cannot be our objective
to create “the standard degree programme for
career service in Europe”. Instead, we need a
framework, which helps us to cooperate more
effectively and raise the quality of training in
all of Europe, but which respects the diversity
and autonomy of higher education institu-
tions and countries. With the Bologna (1999)
reform, there is a trend for harmonizing the
higher education systems towards a higher
level of student-centred approach, i.e. orien-
tated to future labour needs. Important point
for the development of competence standards
is support for movement towards the profes-
sionalization of career service.

The main goal of the Consistent Tuning
Framework project is to define a pool of lear-
ning outcomes for different professional roles
and functions at different qualification levels
(BA, MA and PhD cycles) of career practitio-
ners. Different people who deal in different
career fields need different levels of compe-



néms, reikalingi skirtingo lygmens kompeten-
tingumai. Todél labai svarbu minimalius
kompetentingumo standartus zmonéms, dir-
bantiems skirtingose karjeros srityse, nustatyti
pagal tai, kokio tipo paslaugas jie sialo.

Kalbédami apie minimalius kompeten-
tingumo standartus mes orientuojamés j
lakescius, pagal kuriy pateisinimg bty ga-
lima vertinti tai, kaip zmonés atlieka savo
profesinj vaidmenj ar funkcijas. Toks stan-
dartas galéty buti naudojamas kaip gairés
teikiamy karjeros paslaugy profesionalumo
gerinimui, specialisty rengimui Europoje
tobulinti ir abipusi$kam kvalifikacijy ir kom-
petentingumy karjeros paslaugy srityje pri-
pazinimui Europoje. Kita vertus, visi standar-
tai sensta ir juos tenka atnaujinti.

Norint i$vengti nesusipratimy, reikia pa-
brézti, kad mes nesiekiame ,standartizuoti“
vienos ar dvejy misy srities studijy programy
Europoje. Mes taip pat nesiekiame ir suvarzyti
akademinés laisvés kuriant skirtingos specia-
lizacijos studijy programas. Kompetentin-
gumus apibrézianti sistema turéty bati naud-
inga jvairiose karjeros paslaugy teikéjus
rengianciose studijose, jskaitant pirmosios
pakopos bakalauro ir magistro studijy pro-
gramas, podiplomines bei doktorantiiros
studijas. Minimalius kompetentingumo stan-
dartus reikéty taikyti lanksciai tiek neforma-
liame, tiek ir savaiminiame karjeros paslaugy
teikéjy profesiniame tobuléjime.

Vélgi tai, kg mes siekiame suformuluoti,
néra ,vien tik“ studijy rezultatai, isreiksti
per ,i$grynintus® kompetentingumo api-
brézimus, t. y. atskirus ,veiklos rodiklius®
susijusius su konkreciais i§$ukiais, su kuriais
susiduria karjeros specialistai (profesinés fun-
kcijos). Mes siekiame pateikti daugialypius,
sudétingesnius studijy rezultatus, kuriuos
formuojant buty atsizvelgiama ir j tokj kompe-
tentingumo apibrézimg, kuomet vertinami
Zinios ir mokéjimai (savarankiSkumas, EQF,
2008) bei vertybés ir poZiuriai (atsakomybé,
EQF 2008), kurie yra pagrindiniai kiekvieno
kompetentingumo komponentai (3 pav.).
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tence. Therefore, it is very important to set
minimum competence standards for the
people practicing in different career fields,
depending on the type of career service they
offer.

By minimum competence standards we
understand basic expectations relating to the
measurable performance of people in their
relevant career role or professional func-
tions. Such a standard can act as a bench-
mark to professionalize career service pro-
vided, to elevate the level of training around
Europe and to enable the mutual recogni-
tion of qualifications and competences in
the field of career service around Europe.
Objective reality is that all standards require
permanent renewing.

To avoid misunderstanding we need to
stress: We do not aim to “standardize” one or
two degree programmes in our field throughout
the Europe, nor do we wish inhibit academic
freedom of designing customized degree pro-
grammes with different points of specializa-
tion. The competence framework should be
useful for different types of academic training
in career, including undergraduate diplomas,
Bachelor and Master Degrees, postgradua-
te certificates, and doctoral training as well.
Minimum competence standards should be
used flexibly also for non-formal and infor-
mal professional development of career prac-
titioners.

Again, what we want to work out isn’t “only”
learning outcomes in terms of “pure” compe-
tence descriptions, i.e. isolated “performance
indicators” related to concrete challenges of
the career profession (professional functions).
Instead, we want more complex and multi-
dimensional learning outcomes which com-
bine the description of competence with the
elementary knowledge and skills (autonomy,
EQF 2008) as well as values and attitudes (re-
sponsibility, EQF 2008) which are the key to
each competence (Graph 3).

Taking into account the EQF defini-
tion, we define competence as “the ability of

21
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\/
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3 pav. Supaprastinta EKS (2008) kompetentingumo struktiira (Pukelis, 2009, p. 26)
Fig. 3. Deployed EQF (2008) structure of competence (Pukelis, 2009, p. 26)

Vadovaudamiesi EKS pateiktu apibrézimu,
mes kompetentingumg jvardijame kaip ,,Zmo-
niy gebéjima tam tikrose situacijose paten-
kinti sudétingus reikalavimus, reflektuojant
atitinkamus  psichosocialinius  i$teklius®
(NICE Handbook, 2012, p. 32). Psichosocia-
liniai iStekliai apima Zinias, mokéjimus, verty-
bes ir pozinrius, kurie jvardijami kaip tam
tikro kompetentingumo pagrindas, taciau
patys savaime néra pakankami sudétingoms
profesinéms funkcijoms atlikti.

Kartu sudéjus kompetentingumo aprasy-
mus ir reikalavimus istekliams (studijy rezul-
tatai), galima kompetentingumus suskaidyti j
smulkesnes jy sudedamasias dalis. Tokiu ba-
du bus papraséiau naudotis pateiktu modeliu
(Katsarov ir kt., 2012, p. 37). Tuo pat metu,
studijy rezultatus siejant su kompetentingu-
mu, bus galima uztikrinti, kad déstymas,
studijavimas ir vertinimas bus orientuoti j

people to meet complex demands in particu-
lar situations, drawing upon adequate psy-
chosocial resources in a reflective manner™
(NICE Handbook, 2012, p. 32). Psychosocial
resources relate to knowledge, skills, values and
attitudes, which form the basis of a particular
competence, but which, taken for themselves,
are not sufficient to perform a complex pro-
fessional functions.

The combination of the competence-de-
scriptions with resource requirements (learn-
ing outcomes) means breaking down com-
petences to their “ingredients”, which makes
it easier for higher education institutions to
use the model (Katsarov et al., 2012, p. 37).
At the same time, the competence-orienta-
tion of all learning outcomes ensures that
teaching, learning and assessment focuses
on preparing people to perform in particular
professional functions. This way, degree pro-

7 I§samiau ,kompetentingumo“ savokg iStyré ir apibrézé
Pukelis ir Smetona (2012).

7 More detailed research on definition of concept “compe-
tence” you could find in Pukelis & Smetona (2012).
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Kompetentingumai =

emociniu, elgesio ir
kognityvinm istekdm

:}Qgg
‘WS}&?Q

_kurios galima aktualizuoti,
siekiant sékmingai atliki konkredia
profesine funkcija

Kompetentingumu grindrianm
studiju rezultatu apibrézimas
=
tam tikrn mokéjimu, Ziniu,
vertybiu ir poZiiirig
israitka
veikla atlickant tam tikra
profesine funkcija
(kompetentingumas)

4 pav. Kompetentinga veikla: Rysys tarp kompetentingumo apibrézimo ir studijy rezultaty aprasymo.
Pagal Katsarov, Pukelis, Schiersmann, Thomsen ir Weber, 2012: NICE Tuning Framework, p. 36

Competences =
clusters of particular ...

affective,
behavioural and cognitive

WODY

. which can be actualized to
perform successfully in a
certain professional
function

Description of
competence-based
learning outcomes

Manifestation of
particular skills,
knowledge, values
and attitudes

L 5

Performance in a
professional
function
(competence)

Fig. 4. Competent performance: Relation of competence definition to the description of learning outcomes.
Based on: Katsarov, Pukelis, Schiersmann, Thomsen & Weber, 2012: NICE Tuning Framework, p. 36.
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zmoniy rengima atlikti tam tikras profesines
funkcijas. Tokiu budu studijy programas gali-
ma daug labiau priartinti prie joms keliamo
tikslo, t. y. kad $iy studijy programy absol-
ventai palaipsniui i$siugdyty kompetentingu-
mus, kuriy jiems reikés jy profesijoje, ateityje
tenkinant tiek individualiy klienty, tiek ir
visuomenés poreikius. 4 pav. atskleidziama,
kaip kompetentingumo suvokimas siejasi su
studijy rezultaty apibrézimu?®.

Ruosiant studijy turinj, daug naudingiau
naudoti ,atvirgjj“ studijy rezultaty modelj,
o ne modelj, kuriame pateikiami tik kompe-
tentingumy aprasymai. Veiklos, susijusios
su profesiniy funkcijy atlikimu, aprasymas
kartu su apc¢iuopiamy emociniy (vertybés ir
pozitriai), elgesio (mokéjimai) ir kognityviniy
istekliy (zinios) aprasymu yra daug artimesnis
déstymo, studijavimo ir vertinimo procesams,
vykstantiems rengiant skirtingy kvalifikacijy
karjeros paslaugy teikéjus (Pukelis, 2009). Be
to tokiu budu galima apibrézti minimalius
reikalavimus, kurie neapsiriboja vien tik veik-
los (kompetentingumo) vertinimu, o Zvelgia
j itin svarbias Zinias, mokéjimus, vertybes ir
poziarius, kuriuos privalu turéti tam tikros
srities specialistui (Pukelis, 2009).

4 pav. pristatyti tikslai ir modelis remiasi
studijy rezultaty apibrézimu per profesinémis
funkcijomis grindziamg kompetentinguma.
Profesinés funkcijos i$skiriamos ,,isskaidant®
profesinius vaidmenis | pagrindines veiklas
(orientuojamasi j profesiniam vaidmeniui pri-
skiriamy uzduodiy sprendimg), kurios suda-
ro $iuos vaidmenis.

Studijy rezultaty rinkinys, kurj mes no-
rime sudaryti, be abejo turi buti daug plates-
nis ir lankstesnis nei ,,tobulas studijy turinys*
ar ,du tobuli studijy turiniai® Jis privalo remti
jvairove ir specializacijg. Taigi ko mes norime?
Kyla klausimas, kokig papildomg naudg gali
duoti patobulintas modelis? Toliau pristatomi

grammes can come much closer to the goal of
ensuring that their graduates actually develop
the competences that they need for their fu-
ture occupations to satisfy individual clients
as well as societal needs. Graph 4 illustrates
how competence understanding relates to the
definition of learning outcomes?®.

For the development of curricula, an
‘opened” learning outcome model is much
more helpful than a model, which only offers
competence descriptions. The description of
performance in professional functions, com-
bined with the description of tangible affec-
tive (values and attitudes), behavioural (skills)
and cognitive resources (knowledge), is much
closer to teaching, learning and assessment
processes happening during academic train-
ing of career practitoiners at different qualifi-
cation levels (Pukelis, 2009). Additionally, it
allows for the definition of minimum require-
ments, which go beyond the measurement
of performance (competence), and look at
particularly important pieces of knowledge,
skills, values and attitudes, which ought to be
required of a particular type of practitioner
(Pukelis, 2009.).

The goal and model introduced (Graph 4),
strongly builds on the definition of learning
outcomes in terms of competence, based on
professional functions. Professional functions
are derived by “splitting” professional roles
into the main activities (those are focused to
solve tasks assigned to professional role) of
which the roles consist.

The pool of learning outcomes which
we are striving towards obviously must be
broader and more flexible than “an ideal cur-
riculum” or “two ideal curricula”: It must sup-
port variety and specialization. What is it that
we want then? The question is: Which are the
additional benefits that we can gain through a
more refined framework? The following five

8 Apra$ydami konkre¢ius kompetentingumus ir reika-
lingus i$teklius (studijy rezultatai), mes vadovausimés
2008 m. EKS, nes Sioje s3rangoje iSsamiau aptariamas
toks kompetentingumo apibrézimas.

8 In describing the concrete competences and resource re-
quirements (learning outcomes), we will follow the EQF
framework from 2008, which is a bit more detailed in ap-
plying this understanding of competence.



penki aspektai, kurie suteikia konkrecios
naudos.

1. Palyginamumas ir skaidrumas. Studijy
rezultaty aprasymai (kompetentingumai ir
keliami reikalavimai pagal kognityvinius,
emocinius ir elgesio i$teklius arba studijy re-
zultatus), kuriuos galima palyginti, sudaro pa-
lyginamy studijy moduliy pagrinda. Palygin-
ami studijy moduliai (jskaitant ir palyginamus
ECTS kreditus su atitinkamais studijy rezul-
tatais) leidzia papras¢iau palyginti studijy
programas pagal jy turinj. Svarbiausia, kad
palyginamos studijy moduliy struktaros
leidzia paprastesnius studenty ir déstytojy
mainus. Taip pat tampa lengviau pripazinti
studijas kitose aukstosiose mokyklose, to-
kiu budu skatinant karjeros paslaugy teikéjy
mobilumg (CEDEFOP, 2009, p. 39).

2. Neformaliojo ir savaiminio mokymosi
akreditavimas. Kadangi miusy tikslas grin-
dziamas ,studijy rezultaty paradigma“ (Pu-
kelis, 2011), palyginami studijy rezultatai
mums taip pat leisty vadovaujantis bendrais
kriterijais pripazinti neformalyjj ir savaiminj
mokymasi. Masy srityje, kurios profesiona-
lumo augimas $iuo metu dar tik vyksta, bus
labai svarbu gebéti pripazinti ir akredituoti
zmoniy, kurie jau dirba Sioje srityje daugelj
mety, turimus pasiekimus.

3. IStekliy kaupimas. Turédami tokj stu-
dijy turinj, kurj galima palyginti, mes taip
pat galime efektyviau kaupti turimus istek-
lius. Viena vertus, bus paprasciau organizuo-
ti bendrus mokomuosius renginius; pavyz-
dziui, rengti vasaros mokyklas, kurti erdve
mainams, tarpkultGriniam mokymuisi ir
skatinti jvairiy akademiniy perspektyvy mai-
nus. Svarbu paminéti ir naujg atsiradusia
tendencija - masiniy atviry internetiniy
kursy (angl.: Massive Open Online Courses)
organizavimg. Sie modernis jvairiy sri¢iy
internetiniai seminarai, kuriuose gali apsilan-
kyti takstanciai dalyviy, $iuo metu sitlomi
visame pasaulyje. Mums tokie seminarai pa-
déty kitaip organizuoti tam tikras paskaitas,
bendrauti su skirtingy sri¢iy specialistais,
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points could be yielded as the proposal of
concrete benefits:

1. Comparability and transferability: Com-
parable learning outcome descriptions (com-
petences and their resource requirements in
terms of cognitive, affective and behavioural
resources or learning outcomes) are the basis
of comparable study modules. Comparable
study modules (including comparable ECTS
points for comparable learning outcomes)
make it easier to compare complete degree
programmes in terms of their curricula. Most
importantly, comparable study module struc-
tures make it easier to exchange students and
lecturers, and to acknowledge learning from
other higher education institutions, thus also
enabling mobility of career practitioners
(CEDEFOQP, 2009, p. 39).

2. Accreditation of non-formal and informal
learning: Since this goal follows the “learning
outcomes paradigm” (Pukelis, 2011), a pool
of comparable learning outcomes also makes
it possible for us to acknowledge non-formal
and informal learning based on common cri-
teria. In our field which is only becoming pro-
fessionalized at the moment, it will be highly
important to be able to acknowledge and ac-
credit prior learning of people who have been
practicing for many years.

3. Pooling of resources: We can also pool
our resources more effectively when we work
with comparable curricula. On the one hand,
we could organize joint learning events more
easily, e.g. summer schools, creating room
for exchange, intercultural learning, and the
cross-fertilization of different academic per-
spectives. Butan important new trend also lies
in Massive Open Online Courses (MOOCs):
These innovative online-seminars which can
be visited by thousands of participants are
now being offered all around the world on
different topics. Such courses could be a pos-
sibility to pool some of our classes, engage
each other as experts on different topics, al-
low students to build up contacts with stu-
dents from other countries (virtual mobility).
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o studentai gauty galimybe uzmegzti rysius
su studentais i$ kity $aliy (virtualus mobilu-
mas). Tai leisty sumazinti specialisty rengimo
programy kastus, perskirstyti isteklius geri-
nant déstyma, didinat tyrimy apimtis, sialyti
papildomus studijy modulius, ir t.t.

4. Kokybés uztikrinimas ir plétra. Ais-
kiai apra$ius studijy rezultatus per kompe-
tentingumy prizme, kurie ,atsiveria® jtrau-
kus kognityvinius, emocinius ir elgesio
isteklius, galima pagerinti studijy programy
kokybe. Viena vertus, juos galima naudoti
siekiant palengvinti mokymasi ir uztikrinti
jo skaidruma. Atliekant formuojamajj verti-
nimgy, tiek déstytojai, tiek ir studentai gali ge-
riau jvertinti ir patobulinti déstymo ir studi-
javimo procesus (Lerkkanen, 2012, p. 123).
Kita vertus, jie taip pat gali bti naudojami
ir optimizuojant studijy turinio struktras.
Modulius galima pertvarkyti taip, kad buty
pagerinta studijavimo pazanga ir kokybé. Pa-
vyzdziui, modulius galima parengti taip, kad
studentai jgyty ziniy, kurios tuo pat metu yra
reikalingos ir kitame modulyje. Tai reiskia,
kad studijy rezultatai turi bati i$matuojami,
bet neturi bati laikomi savaime suprantamais.
Pavyzdziui, vertinant vertybes ir pozitrius
(=emociniai i$tekliai) jprastai vadovauja-
masi ,neigiamu poziariu t. y. labiau priim-
tina vertinti neprofesiniy vertybiy ir pozitriy
nebuvima, nei tikrinti, ar studentai vadovau-
jasi tinkamomis vertybémis ir poziiriais.
Taip yra todél, kad vertybés ir pozitriai yra
»siekiamybé®, o praktikoje jie gali susikirsti su
neigiamomis vertybémis ir pozitriais (Savic-
kiene, 2010).

5. Politinis teisétumas. Sugebédami visoje
Europoje save identifikuoti kaip bendra dis-
ciplina, mes save pastatome ] kitokig situa-
cija. Siuo metu daugelis i§ miisy, siekdami pri-
pazinimo, susiduriame su sunkumais, ypac¢
kaikalbama apie finansavima. Nors neabejoja-
ma, kad kompetentingy karjeros paslaugy
teikéjy poreikis ateinanciais de$imtmeciais
smarkiai iSaugs, muasy disciplina viesai dar
néra itin matoma, ja susidoméjusiy studenty

To lower the costs of training programmes,
or free resources for better teaching, more re-
search, or additional study modules this way
becoming available, etc.

4. Quality assurance and development:
Clearly described learning outcomes in terms
of competences which are “opened” through
the inclusion of cognitive, affective and be-
havioural resources can boost the quality of
degree programmes. On the one hand, they
can be used to make the assessment of learn-
ing easier and more transparent. Particularly
through formative assessment, both teach-
ers and students are in a better position to
evaluate and improve teaching and learning
processes (Lerkkanen, 2012, p. 123). On the
other hand, they can be used to optimize cur-
ricular structures. Modules can be restruc-
tured in such a way that the progression and
quality of learning is improved. For example,
modules can be organized in such a way that
students acquire relevant knowledge which is
also relevant for another module “on time”
This implies that learning outcomes need
to be measurable though, which shouldn’t
be taken for granted. For example, the as-
sessment of values and attitudes (=affective
resources) preferably follows a “negative ap-
proach”: It is more suitable to assess the ab-
sence of un-professional values and attitudes
than to check whether students have the right
values and attitudes, because values and at-
titudes may only be “aspired” and actually be
in conflict with negative values and attitudes
in practice (Savickiene, 2010).

5. Political legitimacy: Being able to identify
ourselves as a common discipline all around
Europe puts all of us into a different situation.
Currently, many of us are struggling for ac-
knowledgement, particularly when it comes
to funding. Although the demand for com-
petent career practitioners is arguably going
to grow massively in the next decades, there
is little public visibility of our discipline, the
number of interested students is low, public
funding of career programmes (and research)



skaicius néra didelis, o karjeros paslaugy tei-
kéjus rengianciy programy (ir tyrimy) finan-
savimas daznai tebiina laikinas. Bendra NICE
profesiniy vaidmeny sistema Europoje (NICE
Handbook, 2012) leidzia mums atkreipti
démesj | didelj tarpusavyje palyginamy
programy skai¢iy, rodantj misy discipli-
nos svarbg. Istobuline sistema ir jtraukdami
keletg ,minimaliy reikalavimy® studijy pro-
gramoms karjeros srityje, mes galétume dar
labiau jsitvirtinti tarp jau susiformavusiy
discipliny. Pavyzdziui, Salyse, iki Siol dar
neturindiose Kkarjeros studijy programy,
taps daug lengviau pagrijsti tokiy programy
reikalinguma.

Turbut svarbiausia paminéti tai, kad nusta-
¢ius minimalius studijy rezultatus skirtingos
specializacijos karjeros paslaugy teikéjams ir
susiejus juos su tinkamo profesinio rengimo
poreikiy aprasymu (t. y. kokie kognityviniai,
emociniai ir elgesio iStekliai reikalingi ati-
tinkamiems kompetentingumams jgyti, ir
kiek valandy tam reikés?), bus galima jvardinti
svarius argumentus, jrodancius batinybe kar-
jeros paslaugy teikéjams jgyti bent jau mini-
maly aukstajj iSsimokslinima ir specializuotis
NICE profesiniuose vaidmenyse. Tai pasaky-
tina ir apie ECTS kreditus, kuriuos mes ga-
lime apibadinti kaip minimalius standartus,
siekiant tam tikry veiklos kompetentingumy.
Tuomet juos galima paversti j minimaly rea-
laus studijavimo dieny skaiciy ir taip atsakyti
i Europos profesinio rengimo plétotés cen-
tro (CEDEFOP) keliamg ,pakankamumo®
klausima (2009, p. 18).

3
TRYS KOMPETENTINGUMO
LYGMENYS

I$nagrinéje jvairius isSukius ir atsizvelg-
dami j Europos kompetentingumo standarty
rengimo tikslus karjeros paslaugy teikéjams,
mes pagrindéme tokiy standarty parengimo
metodologija.
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is often only temporary. The common Euro-
pean framework of the NICE Professional
Roles (NICE Handbook, 2012) puts us in the
position to point to a large number of compa-
rable programmes, which demonstrates the
relevance of our discipline. Through a more
refined framework, perhaps even including
some “minimum standards” of degree pro-
grammes in career, we can position ourselves
even more solidly among established disci-
plines. For example, in countries where there
are still no career programmes, it will become
much easier to argue for the establishment of
such a programme.

Last, but perhaps most importantly, by de-
fining minimum learning outcomes for (dif-
ferent types of)) career practitioners and com-
bining them with the description of adequate
training needs (which cognitive, affective and
behavioural resources are necessary for the
relevant competences, and how many hours
of training does this amount to?), we can
provide strong arguments for the necessity
of career practitioners to receive a minimum
degree of higher education, specializing them
in NICE professional roles. This particularly
refers to the number of ECTS points which
we can define as minimum standards for
the achievement of particular competences,
which translates into a minimum amount
of actual training in terms of days, answer-
ing the “sufficiency-question” which has been
raised by CEDEFOP (2009, p. 18).

3
THREE LEVELS OF COMPETENCE

Based on the analysis of the different chal-
lenges and the relevant goals of developing
European Competence Standards for career
practitioners, we have developed a strategic
approach (framework) for the development
of the standards.
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Argumenty, susijusiy su veikla, pateiki-
mui mums reikalingi ,kompetentingumai®
apibréziami atsizvelgiant j realius profesi-
nius i$sukius, su kuriais susiduria karjeros
paslaugy teikéjai. Negalima $iy profesiniy
is§ukiy nustatyti tik ,profesiniy vaidmeny“
lygmenyje. Jie privalo bati konkretesni. Todél
turime parengti konkreéiy ,,profesiniy funk-
cijy” sistemg kiekvienam ,profesiniam vaid-
meniui®, kur suprantamai biity aprasoma rea-
li karjeros paslaugy teikéjy veikla ir issukiai,
su kuriais jie susiduria.

Tadiau skirtingiems klienty poreikiams
patenkinti reikalingas skirtingas karjeros pa-
slaugy teikéjy kompetentingumo lygmuo.
CEDEFOP (2009) tyrimo metu paaiskéjo, kad
bitina ne tik detaliai iSnagrinéti su ateitimi
siejamus naujus kompetentingumus (Watts
& Van Esbroeck, 1998). Sprendziant nors
ir ne visus, bet daugelj su karjera susijusiy
i$sukiy, reikalinga labai kompetentingy kar-
jeros paslaugy teikéjy parama. IS tiesy tam
tikro lygmens kompetentingumas reikalingas
ir duodant pamatinius patarimus karjeros
klausimais. Tokiu kompetentingumu galéty
pasizyméti Zmoneés, kurie priklauso kitai pro-
fesijai ar atlieka kitokj profesinj vaidmenj, pa-
vyzdziui, mokytojai, jdarbinimo specialistai,
psichologai ar vieSieji administratoriai. Be to
reikalingas ir tam tikras skaicius tokiy karje-
ros paslaugy teikéjy, kurie spresty klausimus,
susijusius su tyrimais, plétra ir specialisty
rengimu bei stambaus pobadzio karjeros pa-
slaugy centry valdymu. Be abejo, nereikéty
i§ Zmoniy, atliekanciy tokius skirtingus vaid-
menis, tikétis tokio paties lygmens minima-
laus kompetentingumo. Reikalinga bendra
»kompetentingumo lygmeny“ sistema, kuria
galétume vadovautis apibrézdami auksc¢iau
jau paminétas ,profesines funkcijas® Kyla
klausimas, kg tokiame lygmenyje visy pirma
daro tam tikrg profesinj vaidmenj atliekantys
zmonés? Dél $ios priezasties sudaréme ir Ze-
miau pristatome trijy kompetentingumo lyg-
meny tipologija.

Pagal skirtingus vaidmenis atliekanciy kar-

To have a performance-based argumenta-
tion we need a system where “competences”
are defined on the basis of the actual profes-
sional challenges of the career workforce.
These professional challenges cannot only be
defined at the level of the “professional roles”
(see above), but need to be more specific.
Therefore, we have to define a framework of
concrete “professional functions” for each of
the “professional roles”, which describe the
actual challenges and activities of career pro-
fessionals in an understandable way.

However, the actual needs of clients require
practitioners with different levels of compe-
tence in career designing and counselling. As
research by CEDEFOP (2009) has shown, as
well as a detailed analysis of new competences
for new future (Watts & Van Esbroeck, 1998),
many, but not all career-related challenges,
require for highly competent and specialized
career practitioners. In particular, there is
also a need for a specific level of competence
in offering basic career advices, which might
be exercised by people, who primarily act in
other vocational roles or professions, e.g. as
teachers, placement managers, psychologists
or public administrators. Additionally, there
is a need for a number of career practitioners,
who focus on questions of research, devel-
opment and training, as well as the manage-
ment of large career services. It is clear that
we shouldn't expect the same minimum
level of competence from people contribut-
ing to the provision of career designing and
counselling service in such a different ways.
Rather, we need a generic system of “levels of
competence”, which we can apply when we
are defining the “professional functions” that
we have mentioned above. The question is:
“What do practitioners of this type primar-
ily do at this level in the relevant professional
role?” Therefore, we have worked out a typol-
ogy of three types of career practitioners with
different levels of competence, which are in-
troduced below.

Based on the professional functions for



jeros paslaugy teikéjy profesines funkcijas
turime sudaryti ir jiems reikalingy ,,kompe-
tentingumy“ sgrasus. Kad tokie kompetentin-
gumo aprasai buty reikSmingi sprendziant
akademinio specialisty rengimo ir uzZimtumo
klausimus, reikia, kad jie buty i$matuojami ir
padéty rengti Zzmones sékmingai atlikti tam
tikras profesines funkcijas. Siems reikalavi-
mams patenkinti mes taikome: a) ,, kompeten-
tingumo*“ sgvoka; b) EKS deskriptorius mo-
kymuisi visa gyvenimg (2008) kaip gaires
priskiriant atitinkamy profesiniy vaidmeny
profesines funkcijas vienam i§ ,kompeten-
tingumo lygmeny®, ¢) Bloom (1959) takso-
nomijos metodologija ir d) gaires, skir-
tas iSmatuojamo lygmens deskriptoriams
parengti (Moon, 2002). Kiekvienai ,,profesi-
nei funkcijai“ apibréziamas vienas kompeten-
tingumas. Tokius profesiniy funkcijy ir su
jomis siejamy kompetentingumy, reikalingy
visiems penkiems profesiniams vaidmenims
atlikti, sarasus, suderintus su karjeros srities
»kompetentingumo lygmenimis“ir atitinkan-
¢ius reikiamus EKS lygmenis, taikydamos ta
pacia metodologija savarankiskai sudaré dvi
paralelios NICE 2 projekto grupés. Véliau
juos dar suderino CTM grupés nariai.

Labai svarbu paminéti, kad rengdami kom-
petentingumus mesi§ tiesy orientuojamesj tas
profesines funkcijas, kurias jvardijome kaip
pagrindines skirtingy profesiniy vaidmeny
funkcijas skirtingame kompetentingumo lyg-
menyje. Todél siekdami, kad miisy minimaliy
kompetentingumo standarty sistema® bty
glausta ir orientuota j veiklg, mes nepateikia-
me ilgy sarasy su karjeros paslaugy teikéjams
reikalingomis Ziniomis, mokéjimais, vertybé-
mis ir pozidriais. Suprantame, kad $is aspek-
tas ateityje turéty bati labiau i$plétotas. Vis
tik pirmiausia mes turime nuspresti, kokie
kompetentingumai reikalingi, nes tai nulems
ir tai, kokios zinios, mokéjimai, vertybés ir
pozitriai sudarys atskiry busimy karjeros

Kestutis PUKELIS, Johannes KATSAROV

KARJEROS PASLAUGV TEIKEJY AKADEMINIO RENGIMO MODELIO PROJEKTAVIMAS EUROPOJE
DESIGNING FRAMEWORK FOR ACADEMIC TRAINING OF CAREER PRACTITIONERS IN EUROPE

the different roles of career practitioners we
then need to define appropriate lists of “com-
petences” for them. For such competence
descriptions to be meaningful for academic
training and for employment questions, they
need to be measurable and prepare people for
performing a particular professional function
successfully. To reach these requirements, we
apply: a) concept of “competence”; b) use
the descriptors of EQF for lifelong learning
(2008) as the reference guidelines ascribing
professional functions of appropriate profes-
sional roles to the one of ,levels of compe-
tence“ and ¢) methodology of Bloom (1959)
taxonomy in doing it, as well as d) guidelines
for developing measurable level descriptors
(Moon, 2002). For each of ,,professional func-
tion” one competence was defined. Such lists
of professional functions and related com-
petences for all five professional roles tuned
to ,levels of competence® consistent with
relevant EQF levels and designed following
the same methodology were developed in-
dependently by two parallel working groups
of NICE 2 project and later harmonized by
CTM group members.

A particularly important aspect is that de-
signing competences we really focus on the
professional functions, which we have defined
as central for the different roles at different
levels of competence. Therefore, to keep our
framework of minimum competence stan-
dards® slim and performance-oriented, we do
not specify long lists of knowledge, skills, val-
ues and attitudes career practitioners need.
We do regard this as an important point for
future development. However, we first need
to decide, which competences are needed
since this determines which knowledge,
skills, values and attitudes are relevant basis
for academic training of prospective career
practitioners of particular type.

It needs to be mentioned at this point that

° Pladiau 7r. $iame Zurnale “Trumpoji Europos akedemi-
nio karjeros paslaugy teikéjy rengimo kompetentingumy
standarty versija’, p. 127

° For more look at “Short version of European Compe-
tence Standards for the academic training of career prac-
titioners”, p. 127
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paslaugy teikéjy tipy akademinio rengimo
pagrinda.

Reikia paminéti, kad kai kurios ,,profesinés
funkcijos® ir atitinkami ,,kompetentingumai®
negali priklausyti tik vienam i§ penkiy NICE
profesiniam vaidmeniui. Keletas i§ jy yra
bendro pobudzio ir tinka visiems penkiems
profesiniams vaidmenims, t. y. tuo pat metu
jie reikalingi visiems arba keliems profesin-
iams vaidmenims atlikti. Dél Sios priezasties
$alia auksciau paminéty (1 pav. NICE profe-
siniai vaidmenys) mes i§skyréme ir dar viena,
$estajj, profesinj vaidmenj* - ,bendrasias
profesines funkcijas“ bei atitinkamus ,,ben-
druosius profesinius kompetentingumus®. To-
kiu badu sistemoje i$vengsime nereikalingy
pasikartojimy.

Mes sitlome trijy ,kompetentingumo
lygmeny“ (kvalifikacijy) modelj, kuriame ati-
tinkami profesiniai i§$tkiai susiejami su skir-
tingais profesiniais vaidmenimis. Praktikoje
reikalingi visi trys lygmenys, kurie atitinka
Bolonijos procese (1999) ir EKS aukstajam
mokslui (2008) nurodytus bakalauro, ma-
gistro ir daktaro kompetentingumo lygme-
nis. Masy nuomone, reikia rengti visy trijy
tipy karjeros paslaugy teikéjus. Todél reikéty
apibrézti kompetentingumo standartus kiek-
vienam i$ trijy auks¢iau nurodyty tipy.

o Pirmasiskompetentingumolygmuo -pa-
taréjas karjerai. Tai pirmieji Zzmonés, i kuriuos
klientai kreipiasi bendro pobudzio patarimo.
Jie yra grandis, jungianti klientus su profesio-
naliais karjeros paslaugy teikéjais. Minimalus
kvalifikacijos lygmuo pataréjams Kkarjerai
turéty bati EKS 6. Jy rengimas galéty buti
dalis kity kvalifikacijy, pavyzdziui, mokytojy.
Pataréjy karjeros klausimais pagrindinés
profesinés uzduotys jprastai siejamos su kito-
kiomis veiklomis nei karjeros paslaugy teikéjy
uzduotys (pavyzdziui, su socialiniu darbu).

o Karjeros specialisto’® kompetentingumo

10 Dél Europos kompetentingumy standartuose (versija
angly kalba) naudojamy “Career professional” (EQF 7) ir
“Career specialist” (EQF 8) terminy pagrjstumo tikslinga
platesné moksliné diskusija, nes jie abu yra profesionalis
karjeros paslaugy teikéjai

some “professional functions” and the corre-
sponding “competences” cannot belong only
one of the five NICE Professional Roles: Some
of them are generic in their nature for all of
five specialized professional roles, i.e. they are
relevant for all or several of the professional
roles at the same time. For this reason, we
have also identified sixth above mentioned
(Graph 1. ,NICE Professional roles®) ,,profes-
sional role® - “generic professional functions”
and corresponding “generic professional
competences’, so to avoid unnecessary rep-
etitions in our framework.

We propose a system of three “levels of
competence” (qualifications) in regards to
the professional challenges connected with
the different professional roles. All three of
the levels are needed in practice and are in
correspondence with Bologna process (1999)
as well EQF for higher education (2008), i.e.
BA, MA and PhD competence levels. We be-
lieve that all three levels of career practitio-
ners need to be developed further. Therefore
competence standards should be defined for
each of the three types of career practitoners
which we have named accordingly .

o Career Advisors competence level are
typically the first people who clients come to
for general advice. They build connections
between clients and professional career ser-
vices. The minimum level of training (qualifi-
cation) career advisors should be at EQF level
6. Training could be part of other qualifica-
tions, e.g. for teachers. The main task pro-
file of advisors usually concentrates on roles
other than career professionals has, e.g. social
work.

o Career Specialist’® competence level
practices all professional roles in an inte-
grated way. To secure the quality of career
services, career specialists should have a suf-
ficient level of competence to practice all of

1 Terms “Career professional” (EQF 7) and “Career spe-
cialist” (EQF 8) used in ECS need wider discussions re-
garding their validity since both of them are career pro-
fessionals



lygmuo integruotai apima visus profesinius
vaidmenis. Tokio lygmens paslaugy teikéjo
profesinés funkcijos apima jprasty problemy,
su kuriomis susiduria profesionaliis kar-
jeros paslaugy teikéjai, sprendimg. Norint
uztikrinti karjeros paslaugy kokybe, karje-
ros specialistai turéty bati pakankamai kom-
petentingi atsakingai ir savarankiskai atlik-
ti visus profesinius vaidmenis. Minimalus
kvalifikacijos lygmuo karjeros specialistams
turéty bati EKS 7 lygmuo. Taip pat reikéty
remtis pirmosios pakopos pataréjams karje-
rai taikomais kompetentingumo standartais.

o Karjeros eksperto kompetentingumo
lygmuo orientuojasi j vieng ar du i§ penkiy
profesiniy vaidmeny. Siekiama skirtingais
bidais teikiamy karjeros paslaugy pagerini-
mo. Vieni ekspertai, kaip akademikai, orien-
tuojasi j tiriamajg, akademinio rengimo ir
plétros veikla. Tuo tarpu kiti daugiau laiko
skiria praktiniams aspektams, pavyzdziui,
karjeros paslaugy valdymui, politikos for-
mavimui ar karjeros paslaugy teikéjy veiklos
priezitirai. Karjeros ekspertai jprastai turéty
bati labai kompetentingi tam tikrame profe-
siniame vaidmenyje bei gebéti dirbti karjeros
disciplinos tyrimy, plétros ir rengimo srityse.
Minimalus kvalifikacijos lygmuo karjeros
ekspertams turéty bati EKS 8 lygmuo. Taip
pat reikéty remtis karjeros specialistams tai-
komais kompetentingumo standartais.

Siam trijy kompetentingumo lygmeny mo-
deliui parengti prireiké nemazai diskusijy,
kuriose buvo aptariami ne tik konkretiis
musy siekiai, bet ir auks$¢iau aptarti i$sukiai.
Sio proceso metu bendravome su Zmonémis
i§ jvairiy valstybiy ir atsakymy i tam tikrus
klausimus ieskojome atliktose studijose. Cia
netikslinga bandyti reziumuoti visy aptarty
aspekty. Taciau reikéty paminéti keletg i$ jy,
kurie musy diskusijose vis pasikartodavo.
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the professional roles autonomously and re-
sponsibly. The minimum level of training for
career practitioners should be offered at EQF
level 7, and should build on the competence
standards for career advisors.

o Career Experts are specialized in one or
two of the five professional roles and work
towards the advancement of career services
in different ways. Some of them primarily en-
gage in research, academic training and de-
velopmental activities as academics. Others
concentrate on more practical matters such
as the management of career services, policy-
making or the supervision of career practitio-
ners. Career experts should generally have a
high level of competence for a particular pro-
fessional role, and for research, development
and training in career field. The minimum
level of training of career experts should be
EQF level 8, and should build on the compe-
tence standards for career specialist.

The system of these three levels of compe-
tence has developed through numerous in-
tensive discussions, taking into consideration
all of the various challenges, which have been
discussed above, in addition to our specific
goals. In the process, we have talked with
people from various countries, and we have
consulted several studies on related ques-
tions. It would go over board to recapitulate
all of the points, which have been discussed
so far. However, a few points should be made
here, which have been discussed again and
again.
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DISKUSIJOS

Daznai sidloma apibrézti minimalius
kompetentingumus tik ,karjeros specialis-
tui, kuris specializuojasi karjeros srityje
ir daugiausia savo laiko skiria jvairiems su
karjeros paslaugy teikimu susijusiems aspek-
tams. Dél tam tikry svariy priezas¢iy mes
nusprendéme apibrézti kompetentingumo
standartus ne tik ,karjeros specialistui®, bet
ir ,pataréjams karjerai“ bei , karjeros eksper-
tams” (atliekantiems skirtingus vaidmenis).

Minimalius kompetentingumus pataré-
jams karjerai nustatéme pagal du aspektus.
Viena vertus, mes manome, kad Zmonéms,
kurie klientams teikia bendro pobudzio pa-
matinius patarimus karjeros klausimais,
batina turéti lygiagrecia kita pagrindine
profesija. Pavyzdziui, nérabendrykoncepcijy,
kokio tipo kompetentingumai reikalingi
mokytojams, kai kalbama apie su karjera
susijusius klausimus. Taip pat néra bendros
sistemos, kuria buty vadovaujamasi rengi-
ant zmogiskyjy istekliy vadybininkus, kai
kalbama apie karjeros paslaugas. Todél buty
naudinga pasitlyti minimalius kompetentin-
gumus, reikalingus valstybinése uzimtumo
tarnybose dirbantiems zmonéms, kuriems
daznai tenka nuspresti, ar tam tikram asme-
niui baty naudinga gauti karjeros paslaugas.
Kita vertus butina atskirti pataréjy karjerai ir
karjeros specialisty vaidmenis bei jy atlieka-
mas funkcijas. Jeigu sukurtume aisky profilj
tik karjeros specialistams, pataréjai karjerai
gali imti manyti, kad jy atliekamas darbas
nepakankamai vertinamas visuomenéje, arba
kad i§ jy pernelyg daug tikimasi remiantis
minimaliais karjeros specialisto profiliui tai-
komais kompetentingumais.

Minimalas kompetentingumai, kuriais
turéty pasizyméti karjeros ekspertai, iskiria-
mi remiantis atsiradusiu poreikiu didinti
teikiamy karjeros paslaugy profesionaluma.
Svarbu uzduoti klausimg, kokiais minima-
liais kompetentingumais turi pasizymeéti
zmonés, rengiantys ar priziarintys karjeros

DISCUSSIONS

A frequent suggestion is that we should
only define minimum competences for the
“career specialist”, who practice in career field
and dedicate most of their working time to
matters of providing career service. There are
important reasons, why we also have decided
to define minimum competences for “career
advisors” and “career experts” (of the differ-
ent roles) in addition to competence stan-
dards for “career specialist”™

The reasoning behind minimum compe-
tences for career advisors is two-fold: On the
one hand, we see it as a necessity to profes-
sionalize the many people, who offer basic
or general advice in career matters to clients.
For instance, there are no common concepts,
which kinds of competences school teach-
ers need when it comes to career questions.
Likewise, there is no common framework for
the training of HR managers, when it comes
to topics of career services, and it would be
helpful to offer a suggestion for the minimum
competences, which people working in pub-
lic employment services should have, who
frequently need to decide, whether some-
body would benefit from career services pro-
vided. On the other hand, there is a need to
differentiate between the roles and functions
of career advisors and career specialists. If
we only gave career specialists a clear profile,
career advisors wouldn't feel valued in their
important role for society, or they might feel
overburdened with the high expectations
connected with the minimum competence
standards of the career specialist profile.

The reasoning behind minimum compe-
tences for career experts is inherent in the
need to professionalize career service pro-
vided. One important question is, which
minimum competences the people need, who
train or supervise career specialists and ca-
reer advisors? Moreover, which competences
do the people need, who manage large career
services?



specialistus (pavyzdziui, karjeros konsultan-
tus ar ugdytojus karjerai, ir pan.) ir pataréjus
karjeros klausimais. Taip pat svarbu, kokiais
kompetentingumais turi pasizymeti Zzmoneés,
vadovaujantys platesnio masto karjeros pa-
slaugoms?

Turbut sunkiausia buvo diskutuoti ir at-
sakyti i klausima, koks kompetentingumo
lygmuo reikalingas skirtingiems profesinia-
ms vaidmenims ir juos sudaranc¢ioms funk-
cijoms atlikti, vadovaujantis Bolonijos pro-
cese nurodytomis trimis studijy pakopomis
ir astuoniais Europos kvalifikacijy sarangos
lygmenimis (EQF, 2008).

Misy pasitilymas yra ambicingas. Mes sie-
kiame karjeros specialisty atliekama veikla
paversti profesija. Mes trokstame, kad geros
karjeros paslaugos buty siilomos visiems
Europos pilie¢iams ir jzvelgiame butinybe
kelti reikalavimus karjeros srityje dirbanciy
zmoniy kvalifikacijai, nesvarbu, kuriame
sistemos lygmenyje jie bebuty. PrieSingybé
tam, ko mes siekiame, yra ,riedéjimas Ze-
myn’, kur standartai su laiku vis mazéja. Jeigu
minimalius standartus pradésime nustatyti
nuo Zemiausio lygio, kuris §iuo metu egzis-
tuoja, minimaliy standarty poveikis gali bati
priesingas jiems keliamiems tikslams.

Sialomi Europos kompetentingumo stan-
darty lygmenys paremti profesiniy funkcijy
sudétingumu, kurias vadovaudamiesi Euro-
pos kvalifikacijy sgrangos gairémis priskyreé-
me skirtingiems profesiniams vaidmenims.
Siais pasitilymais niekaip nebandoma suvar-
zyti aukstyjy mokykly ar nacionaliniy insti-
tucijy pritaikyti mtsy sistemos pagal savo
poreikius. Mes tikimés, kad $ios institucijos
naudosis pasiiilytais standartais siekdamos
pagerinti visy trijy tipy karjeros paslaugy tei-
kéjy rengimo kokybe.
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Perhaps the most difficult discussions,
which we have led, have centred on the ques-
tion, which competence level the different
professional roles and professional functions
composing them should have, according to
the three cycles of the Bologna framework
and the eight levels of the European Qualifi-
cation Framework (EQEF, 2008)?

Our proposal is aspirational. We aspire to
professionalize the practice of career practi-
tioners. We want a trend towards good career
service for all citizens in Europe, and see the
necessity for a general “up-skilling” of people
working in career field - no matter at which
level of the system they stand. The opposite of
what we want, is a “race to the bottom”, where
standards are lowered over time. If we start
setting minimum standards at the lowest
level, which currently exists, minimum stan-
dards could have an effect, which is contrary
to their purpose.

The suggested EQF levels are based on
the complexity of the professional functions,
which we have identified for the different
professional roles following European Quali-
fication Framework guidelines. These sugges-
tions don't inhibit Higher Education Institu-
tions and national authorities of adapting our
system to their needs. We do hope though
those institutions will use the standards to in-
crease the quality level of training for all types
of career practitioners.

33



34

KARJEROS PROJEKTAVIMAS: TYRIMAI IR KONSULTAVIMAS « CAREER DESIGNING: RESEARCH AND COUNSELLING + 2014/3

LITERATURA / REFERENCES

Action Plan on Adult learning - It is always a good time to
learn COM (2007). - Communication from the Commis-
sion to the European Parliament, the Council, the European
Economic and Social Committee and the Committee of the
Regions. Retrieved from URL (Uniform Resource Loca-
tor): http://ec.europa.eu/education/policies/edult/com558_
en.pdf. on 15 of December 2014.

Arthur, M., B. (1994) The boundaryless career [Special is-
sue]. Journal of Organizational Behavior, 15 (4).

Bassot, B. (2012). Upholding Equality and Social Justice: A
Social Constructivist Perspective on Emancipatory Career
Guidance Practice. Australian Journal of Career Develop-
ment, Vol. 21, Number 2, Winter, 3 - 13.

Bimrose, J. (2004). Reflection on Practice: Lifelong Learning
for Guidance. In H. Reid & J. Bimrose (Eds.), Constructing
the Future (pp. 1-11). Stourbridge: Institute of Career Guid-
ance.

Bloom, B. S. (1956). Taxonomy of Educational Objectives.
Handbook I: The Cognitive Domain. New York: David Mc-
Cay Co Ing, 207 p.

Borgen, W. A., Hiebert, B. (2006). Youth counselling and
career guidance: What adolescents and young adults are
telling us. International Journal for the Advancement of
Counselling, vol. 28, 389-400.

Brown, D. D., & Krane, N. E. (2000). Four (or five) sessions
and a cloud of dust: Old assumptions and new observa-
tions about career counseling. In Lent, R.-W., & Brown, S. D.
(Eds.). Handbook of counseling psychology (pp. 740-766),
New York: Wiley.

Cedefop (2005). Improving lifelong guidance policies and
systems Using Common European Reference Tools. Lux-
embourg: Office for Official Publications of the European
Communities.

Cedefop (2008). From policy to practice. A systematic
change to lifelong guidance in Europe. Cedefop Panorama
series 149. Luxembourg: Office for Official Publications of
the European Communities.

Cedefop (2009). Professionalising career guidance - Prac-
titioner competences and qualification routes in Europe.
Cedefop Panorama series 164. Luxembourg: Office for Of-
ficial Publications of the European Communities. Retrieved
from URL:http://www.cedefop.europa.eu/EN/publica-
tions/12888.aspx. on 8 of December 2014.

Council of the European Union (2004). Resolution of the
Council and of the representatives of the Member States
Meeting within the Council on Strengthening Policies,
Systems and Practices in the Field of Guidance throughout
Life in Europe. Resolution No. 8448/04 EDUC 89 SOC 179,
Brussels, 18 May, 2004.

Council of the European Union (2008). Council Resolu-
tion on Better Integrating Lifelong Guidance into Lifelong
Learning Strategies. Resolution No. 14398/08 EDUC 241
SOC 607, Brussels, 31 October, 2008.

Dauwalder, J-P,, Ertelt, B-J., Guichard, J., Katsarov, J., Mul-
vey, R., Schiersmann, Ch., & Weber, P. (2012). The NICE

professional roles. In Ch. Schiersmann, B-]. Ertelt, J. Katsar-
ov, R. Mulvey, H. Reid, & P. Weber (Eds.), NICE Handbook
for the Academic Training of Career Guidance and Coun-
selling Professionals (pp. 43-53). Heidelberg, Germany,
Heidelberg University. .

Draft Joint Employment Report (2009/2010). Council of
the European Union. Retrieved from URL:http://ec.europa.
eu/social/main.jsp?catld=101&langld=en. On 22 of De-
cember 2014.

ELPGN (2012). European lifelong guidance policies: Prog-
ress Report 2011-2012. A report on the work of the Euro-
pean lifelong guidance policy network 2011-2012. Version
8 (draft), Jyvaskyla, University of Jyvaskyla.

Ertelt, B-]., Weber, P. C., & Katsarov, J. (2012). Existing
degree programmes in Europe. In Ch. Schiersmann, B-J.
Ertelt, J. Katsarov, R. Mulvey, H. Reid, & P. Weber (Eds.),
NICE Handbook for the Academic Training of Career
Guidance and Counselling Professionals (pp. 83-104). Hei-
delberg, Germany, Heidelberg University.

Guichard, J. (2005). Life-long Self-Construction. Interna-
tional Journal for Educational and Vocational Guidance,
Nr. 5, 111-124.

Guichard, J. (2011). Societal Contexts, Issues, Research
Questions and Interventions in the Domain of Vocational
Counselling. In S. Kratz, & B-J. Ertelt, (Eds.). Professional-
ization of Career Guidance in Europe. Training Guidance
Research, Service Organization and Mobility (pp. 165-182).
Tubingen, Germany, Dgvt-Verlag.

Guichard, J. (2013, September). Which paradigm for career
and life designing interventions contributing to the sustain-
able development of a fairer world during the 21st century?
International conference of JAEVG “Career Guidance: a
human or a citizen’s right?”, 27-27 September, 2013, Mont-
pellier, France. Retrieved from URL: http://ciom2013.ac-
montpellier.fr/rep_1/index.php/en/actes-des-conferences-
plenieres-key-note-presentations-sesiones-plenarias/ on 8
of December 2014.

Guidelines for the employment policies of the Member
States (2007). Council of the European Union (7July, 2007).
Retrieved from URL:http://register.consilium.europa.eu/
pdf/en/08/st10/st10614-re02.en08.pdf. on 16 of december
2014.

Hall, D.,T. (1996). Protean career of the 21st century. Acad-
emy of Management Executive, 10, 8-16.

Hansen, L. S. (2001). Integrating work, family, and com-
munity through holistic life planning. The Career Develop-
ment Quarterly, 49, 261-274.

Hansen, L. S. (2003). Career counselors as advocates and
change agents for equality.The Career Developmnet Qua-
terly, 52, 43-53.

Hansen, E. T., & Amundson, N. (2009). Residing in silence
and wonder: Career counselling from the perspective of

»being“. International Journal for Educational and Voca-
tional Guidance, 9 (1), 31-43.



Hiebert, B. (2009). Raising the profile of career guidance:
educational and vocational guidance practitioner. Interna-
tional Journal for Educational and Vocational Guidance, 9
(1), 3-14.

Inglar, T., Bjerknes, E., Lappen, R., & Tobiassen, T. (2003).
Learning and Counselling. Kaunas: Vytautas Magnus Uni-
versity.

Investing efficiently in education and training: an impera-
tive for Europe. Commission Communication (January
2003). Retrieved from URL: http://europa.eu/eur-lex/en/
com/cnc/2002/com2002_0779en01.pdf. on 19 of Novem-
ber 2014.

Katsarov, J., Schiersmann, Ch., & Weber, P. (2012). Benefits
of Professionalizing Career Guidance and Counselling.
In Ch. Schiersmann, B-J. Ertelt, J. Katsarov, R. Mulvey, H.
Reid, & P. Weber (Eds.), NICE Handbook for the Academic
Training of Career Guidance and Counselling Professionals
(pp. 17-26). Heidelberg, Germany, Heidelberg University.

Katsarov, J., Pukelis, K., Schiersmann, Ch., Thomsen, R.,
& Weber P. C. (2012). NICE Tuning Framework. In Ch.
Schiersmann, B-]. Ertelt, J. Katsarov, R. Mulvey, H. Reid, &
P. Weber (Eds.), NICE Handbook for the Academic Train-
ing of Career Guidance and Counselling Professionals (pp.
29-40). Heidelberg, Germany, Heidelberg University.

Lerkkanen, J. (2012): Assessment Methods. In Ch. Schiers-
mann, B-J. Ertelt, J. Katsarov, R. Mulvey, H. Reid, & P. We-
ber (Eds.), NICE Handbook for the Academic Training of
Career Guidance and Counselling Professionals (pp. 122-
128). Heidelberg, Germany, Heidelberg University.

McCarthy, J. (2004). The skills, training and qualification
of guidance workers. International Journal for Educational
and Vocational Guidance, 4(2-3), 159-178.

McMahon, M., & Patton, W. (2006). Career Counselling:
Constructivist Approaches, Abingdon: Routledge.

Mobility, an instrument for more and better jobs: The Euro-
pean Job Mobility Action Plan (2007-2010). Communica-
tion from the Commission to the European Parliament, the
Council, the European Economic and Social Committee
and the Committee of Regions. Retrieved from URL:

http://eurlex.europa.eu/LexUriServ/LexUriServ.
do?uri=COM:2007:0773:FIN:EN:PDF on 17 of |November
2014.

Moon, J. (2002). The Module and Programme Development
Handbook. Kogan Page.

Schiersmann, Ch., Ertelt, B-J., Katsarov, ]., Mulvey, R., Reid,
H., & Weber, P. (2012). NICE handbook for the Academic
Training of Craeer Guidance and Counselling Profession-
als. Heidelberg, Germany, Heidelberg University,.

OECD (2004). Career guidance and public policy: Bridging
the gap. Paris: OECD.

Resolution of the Council on Strengthening Policies, Sys-
tems and Practices in the Field of Guidance throughout life
in Europe (2004, May), Brussels.

Plant, P. (2001). Quality in career guidance. Paris: OECD.
Plant P. (2012). Evident? Quality assurance and Evidence

in Career Guidance in Europe: A Critical Review. Career
Designing: Research and Counselling, 1, 68-90.

Kestutis PUKELIS, Johannes KATSAROV

KARJEROS PASLAUGV TEIKEJY AKADEMINIO RENGIMO MODELIO PROJEKTAVIMAS EUROPOJE
DESIGNING FRAMEWORK FOR ACADEMIC TRAINING OF CAREER PRACTITIONERS IN EUROPE

Pukelis, K. (2009). Ability, Competency, Learning / Study
Outcome, Qualification and Competence: Theoretical Di-
mension. The Quality of Higher Education, 6, 12-36.

Pukelis, K. (2011). Study Programmes Designing and Re-
newing: Learning Outcomes Paradigm. The Quality of
Higher Education, 8, 38-73.

Pukelis, K., & Navickiené, L. (2011). Main preconditions for
the development of vocational counsellor training curricu-
lum : the Lithuanian case. In S. Kraatz, & B-]J. Ertelt (Eds.),
Professionalisation of Career Guidance in Europe: Training,
Guidance, Research, Service Organisation and Mobility (pp.
107-122). Tubingen, Germany, Dgvt-Verlag.

Pukelis, K., & Smetona, A. (2012). Harmonizing the Micro-
system of the Education Concept ,,Competence. The Qual-
ity of Higher Education, 9, 50-75.

Reid, H. L. (2003). Turning to narrative in the training of
career education, guidance, and advice workers: Could this
be a way forward? Career Research and Development, The
NICEC Journal, 10, 3-9.

Reid, H. L. (2006). Usefulness and truthfulness: Outlining
the limitations and upholding the benefits of constructiv-
ist approaches for career counselling. In M. McMahon, &
W. Patton (Eds.), Career counselling: Constructivist Ap-
proaches (pp. 30-41). New York, NY: Routledge.

Reid, H. (2015). What is career about if not biography? (Ex-
amining the ‘shift’ to constructivist and interdisciplinary
approaches in career counselling). Narrative of continuity
and change: a transdisciplinary approach to researching
lives (pp. 130-143), Oxon: Routledge.

Reid, H., & West, L. (2011a). Struggling for space: narrative
methods and the crisis of professionalism in career guid-
ance in England. British Journal of Guidance & Counsel-
ling, 1-14.

Reid, H., & West, L. (2011b). “Telling tales™: Using narra-
tive in career guidance. Journal of Vocational Behavior, 78,
174-183.

Repetto, E. (2008). International competencies for educa-
tional and vocational guidance practitioners: an IAEVG
trans-national study (Monograph). International Journal
for Educational and Vocational Guidance, 8, 135-195.

Resolution on better integrating lifelong guidance into
lifelong learning strategines. (2008). Brussels: Council of
the European Union. Retrieved from URL: http://www.
consilium.europa.eu/eudocs/cms_Data/docs/pressdata/en/
educ/104236.pdf. on 17 of November 2014.

Savickas, M. L. (2006, April). Counselling for career con-
struction. (Facilitating the stories approach in (career)
counselling: practical implementation). 15th Australian
Career Counselling Conference, Sydney: 18 April 2006.

Savickas, M. L.(2005). The theory and practice of career
construction. In S. D. Brown, & R. W. Lent (Eds.) Career
development and counseling: Putting theory and research
to work (pp. 42-70). Hoboken, NJ: Wiley.

Savickas, M. L., Nota, L., Rossier, J., Dauwalder, J-P., Duarte,
M. E., Guichard, J., Soresi, S., Van Esbroeck, R., & van Vi-
anen, A. E. M. (2009). Life Designing: A Paradigm for Ca-
reer Construction in the 21st century. Journal of Vocational
Behavior, 75 (3), 239-250.

35



36

KARJEROS PROJEKTAVIMAS: TYRIMAI IR KONSULTAVIMAS « CAREER DESIGNING: RESEARCH AND COUNSELLING + 2014/3

Savickas, M. (2011a). Career Counseling. Washington, DC,
American Psychology association.

Savickas, M. L. (2011b). The Self in Vocational Psychology:
Object, Subject, and Project. In P.J. Hartung, & L.M. Subich
(Eds.) Developing Self in Work and Career: Concepts, Cas-
es, and Contexts. Washington, DC: American Psychological
Association Press.

Savickas, M.L. (2012). A Paradigm for Career Intervention
in the 21st Century. Journal of Counselling & Development,
January 2012, 90,13-19.

Savickas M.L. (2013). Career Construction Theory and
Practice. In R.W. Lent, & S.D. Brown (Eds.), Career Devel-
opment and Counselling: Putting Theory and Research to
Work, 2 nd edition, (pp. 147-183), Hobokem, New Jersey:
John Wiley and Sons.

Savickiene, I. (2010). Conception of Learning Outcomes in
the Blooms Taxonomy Affective Domain. The Quality of
Higher Education, 7, 37-60.

Schén, A. D. (2007). The Reflective Practitioner. How pro-
fessionals think in action. Great Britain: MPG Books Ldt,
Bodmin, Cornwall.

Schiersmann, Ch. (2008). Qualitiat und Professionalitét in
Bildungs-und Berufsberatung. Bielefeld: Bertelsmann.
Sultana, R. G. (2003). Career guidance policies in 11 ac-
ceding and candidate countries. Turin: European training
Foundation.

Sultana, R.G. (2008). From Policy to Practice: A Systemic
change in Lifelong Guidance in Europe. Thessaloniki:
CEDEFOP.

Sultana, R. G. (2010). Career Guidance and Social inclu-
sion: A Challenge for Europe. Australian Journal of Career
Development, 19 (1), 18-23.

Sultana, R. G. (2011). Lifelong Guidance, Citizen Rights,
and the State: Reclaiming the Social Contract. Britishjour-
nal of Guidance and Counselling, 39 (2), 179-186.

Sultana, R. G., & Watts, A.G. (2006). Career Guidance in
Public Employment Services Across Europe. International
Journal for Eduactional and Vocational Guidance, 6 (1),
29-46.

Sultana R. G. (2014a). Pessimism of the intellect, optimism
of the will? Troubling the relationship between career guid-
ance and social justice. International Journal for Educa-
tional and Vocational Guidance, 14, 5-19, Springer, DOI 10.
1007/s10775-013-9262-y.

Sultana R., G. (2014b). Rousseau’s chains: Striving for great-
er social justice through emancipatory career guidance.
Journal of the National Institute for Career education and
Counselling, issue 33, October,15-23.

The European Qualification Framework for Lifelong Learn-
ing (EQF). (2008). European Commision, Education and
Culture, Luxembourg.

Van Esbroeck, R. (2008). Career Guidance in a Global
World. In J. Athanasou & R. Van Esbroeck (Eds.), Interna-
tional Handbook of Career Guidance (pp. 97-113). Berlin:
Springer.

Wats, A., & Van Esbroeck, R. (1998). New skills for New
Futures. Higher Education Guidance and Counselling Ser-
vices in European Union. , Brussels / Louvaine-la-Neuve,
VUB Press / FEDORA.

Watts, A. G., & Sultana, R. G. (2004). Career Guidance Poli-
cies in 37 countries: Contrasts and Common Themes. Inter-
national Journal for Educational and Vocational Guidance,
4(2-3),105-122.

Iteikta 2014 m. gruodzio mén.

Delivered 2014 December

KESTUTIS PUKELIS

Moksliniai interesai: studijy kokybé, karjeros
projektavimas, Seimotyra ir mokytojy rengimas

Vytauto DidZiojo universitetas
Studijy kokybés ir karjeros tyrimy
grupés vadovas

Research interests: quality of studies, career
designing, familistic and teacher education.

Vytautas Magnus University
Head of Research Group for Quality of Studies
and Career

Jonavos g. 66, LT-44191, Kaunas, Lithuania
k.pukelis@smf.vdu.lt

JOHANNES KATSAROV

Moksliniai interesai: konsultavimo karjerai
specialisty akademinis rengimas,
karjeros paslaugy kokybé

Karjeros projektavimo ir konsultavimo karjerai
inovacijy tinklas Europoje - koordinatorius

Research interests: Academic training of counselling
professionals, quality of career services

Network for Innovation in Career Guidance
and Counselling in Europe — Coordinator

Téagermoosstr. 30, D-78462 Konstanz, Germany
katsarov@ibw.uni-heidelberg.de




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Gray Gamma 1.8)
  /CalRGBProfile (Apple RGB)
  /CalCMYKProfile (Photoshop 4 Default CMYK)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /OK
  /CompatibilityLevel 1.6
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Preserve
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile (Emulate Photoshop 4)
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages false
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages false
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages false
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
    /LTH ()
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [419.528 595.276]
>> setpagedevice




