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Introduction:
	In the Marginalized group career counseling paper, the focus will be on the individuals changing careers and the statistics of this group. After, I will go into the career counseling theory of choice that will be used for this population and the plan to utilize this theory. Then the potential barriers that the clients may face make it difficult in finding a new job and what resources that can help the client obtain a job. Finally, I will give my opinion on how doable this plan is and how spirituality would be incorporated into career counseling.
Population:
	The population that I chose was individuals changing careers and these are individuals who could have tried something out for awhile and it wasn’t fitting or those that worked in career for a long time and want help changing careers. It is important for this population to receive career counseling to help guide them into changing and choosing a career that fits their values, skills, experiences, aspirations, and help develop strategies to adapt to change. Career counselors really listen to what your desires are, help with researching jobs related to what they are looking for, help prepare you for interviews, and helps direct you in the steps you need to take to be able to have the opportunity (Coursera Staff, 2024). 
Statistics:
	The statistics for those who are changing careers this year are about 52% of American workers from what national surveys states (Boskamp, 2023). In the report the average person will change jobs 5-7 times during their whole life. As well as about one third of the workforce changes jobs every 12 months. About 39% of people change careers due to higher salaries whereas 70% of working age people are actively looking to change their job directions (Boskamp, 2023). 
Career counseling theory:
	The theory chosen for this population is the trait and factor theory that focuses on understanding the career choices and the changes we make based on the traits and the factors that make an impact on decision making (Corrine, 2024). The trait and factor theory will help those changing careers match their personality with a new career. This theory is evidence based that it helps people match their personalities with the career by looking at their abilities, values, and occupational interests. The study reports that it helps study the individuals, surveying career choices, and what would be the “true reason” to match them with that occupation(Corrine, 2024). 
Plan for Utilizing theory:
	The plan for utilizing the trait and factor is interviewing the client to get as much information that can be valuable in the career search and process. I would ask them to list the top things they enjoy doing and mark it off their list, as well as what their type of skills consist of. The three tests that are used commonly when using this theory are the Interest-Kuder Career Search, Aptitude-Differential Aptitude Tests, and General Aptitude Test Battery. The KCS consists of two scales which are the similarities of interests in occupations and the similarities of others that are employed with each job (Birt, 2023). The DAT test discovers the cognitive skills that you may have to show what is your strong suit such as; reasoning, spelling, numbers, accuracy, and relations and show what isn’t as strong to rely on when looking for a job (Birt, 2023). Lastly, the GATB is used to see the correlation between cognitive abilities to the intelligence or job performances (Birt, 2023). 
Barriers:
	The personal barriers they may face is second guessing their capabilities, being afraid of change, feeling uncomfortable not knowing the ins and outs and working with a new team, not having the transportation to get and from work, not having the experience that is required, and fear of not being successful in their new career path. The environmental barriers they may face is not having good enough health for a certain job that needs a lot of exert, not being able to function to fulfill the need to have that position, lack of education that doesn’t fit the requirements to pursue that job, and possible discrimination from others and being mistreated due to being new or not liking the way you look (Booth & Evans, 2019). Some interventions that can help address personal and environmental barriers is brainstorming why they may experience it and boost their confidence and help them believe their abilities and be more successful. Also, encouraging them to be open upfront if they have any barriers so they can be consider when something happens and just shows honesty. Helping them communicate can squash a lot of barriers and be able to resolve each one so they don’t get stuck in their head that they need to reevaluate their plan in change of careers (Deguerro, 2018). 
Resources:
	In Salem, Oregon, we have a place called Open Path Psychology and they help those who want to pursue a different career or one that is stuck half way through their life and isn’t happy and want to do something else. They interview you, ask questions, and match you with career paths that match closely to your interests and abilities. Another place to attend support groups is the Gerlinger Support group at the Salem Health hospital who gathers people together biweekly to go over struggles and how to overcome those barriers and boost their confidence to achieve what they want to achieve as one of their goals.
Opinion:
I personally believe that this plan can work because there is a lot of evidence based proof that the trait and factor theory can help guide those who are in mid of their career and needing to change careers or those going towards something and going the complete opposite direction of that field. This can help guide these individuals in job searching and seeking employment that not only in what they are interested in but as well as making sure it meets this cognitive abilities, education requirements, experience requirements, that their health is up to par, and they understand what is all entails to prolong this career choice and help them feel secured and confident. I think there are a lot of tools that you can use in this theory to help go more into details and help paint more of a picture for them versus than to just interview them and ask questions. I also believe that knowing the resources in the area to help better support the client’s needs especially if they need extra support or want to meet others going through similar things is very crucial with the career developmental process. 
Spirituality:
	Incorporating spirituality is especially important and valid when helping someone with a career choice due to having to meet their spiritual needs and request especially if they must pray at a certain time or go to church or bible groups (Samuels, 2020). First off, I would ask my client if he or she is religious and if so then what is their religion. I want to learn about what their beliefs are and what are the things they must put first and commit too. Then I will have a better understanding of what their values are to be able to match them up with a fitting career. I will ease into it and let them share as much as they want to due to it begin a sensitive and personal topic so showing nothing but respect and empathy for them will help with building a rapport. It has been shown that when integrating their faith, they have more positive outcomes at the end of it (Samuels, 2020). Also, making sure they understand that it’s illegal if employers disrespect or discriminate you due to your religion so making sure that their career change isn’t due from that and making sure that when they apply for certain jobs to make sure they add their spiritual so they know upfront and can tell them if their job is flexible or not or getting an idea of the shift the job requires (Duffy & Reld, 2010)
Conclusion:
	So, as you have read in the marginalized group career counseling paper the group that I focused on was individuals going through career change. This population should have career counseling because usually when people switch careers it’s new, kind of scary, nerve racking, and unsure which direction to go on but career counseling can help match you with a perfect career based on your interests, values, and skills you may have that you didn’t use at the prior job. As well as, how mind blowing it is that over 50% of American workers ended up changing their career and how common it is that it happens for many different reasons. The best fitting career counseling theory for this population is the trait and factor theory which helps them understand why people change careers and will help match careers with their personality. The tools that will help support this theory is the Interest-Kuder Career Search, Aptitude-Differential Aptitude Tests, and General Aptitude Test Battery that will help point out their interests that will reflect from their inventory they put together, along with their cognitive abilities and what area cognitively they are high in. Then going into the barriers they may face whether its personal or environmental and how to work through those barriers to do what they want to do and can do. The resources that people changing careers can go to the Gerlinger Support group for peer support and advice that worked for others or the Open Path Psychology for some advice and counseling that use evidence based approaches. My personal opinion with this plan is that it is based off evidence and valid and relevant tests that it can be successful when helping guide a client into a new career path. Lastly, the importance of incorporating and understanding the clients spiritual identity and being able to help align them with careers that will fulfill their beliefs and values to have a successful outcome.
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