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Preface 

¢ 

ike other instructors who have taught career counseling to graduate 

students for many years, we came to the realization that our teaching 

goals would be more readily achieved if only we could find a text- 

book that worked with us rather than against us. We wanted to bridge the 

gap between textbook material and counseling practice, but we realized, 

as Savakis and Lent (1994) point out, that career theory is not career coun- 

seling theory. It also occurred to us that the traditional test-and-tell dilemma 

may exist precisely because textbooks do not describe the process of career 

counseling. We wanted a text that would integrate standard therapy tech- 

niques with information processing and decision-making skills. We found 

that our students didn’t apply listening skills with career clients because 

they had learned from their textbook that career counseling is different and 

separate from other forms of counseling. We wanted support from a text- 

book that would describe both traditional theories and new concepts that 

stress adaptability to constant change while showing how to apply these 

ideas in practice. Finally, in our lectures we felt compelled to elaborate on 

the pressures of the global economy, and we wanted a text that would sup- 

port that emphasis. 

Several factors moved us toward the conclusion that it would indeed be 

possible to translate our teaching approach into a textbook that would sup- 

port our own courses and those of other instructors with similar commit- 

ments to career counseling. First, it occurred to us that the Career Diamond, 

a pedagogical tool we use throughout our course, could be a visual aid 

throughout the textbook to demonstrate the application of theory. We had 

found, for example, that the Career Diamond helped students grasp the need 

for client exploration prior to decision making because they recognized the 

flow of the process. By inverting the Career Diamond, we were better able 

to illustrate how external pressures, such as social constructs and limited 

economic resources, can weigh down and flatten out personal preferences 

(Chapter 7). 

Second, we discovered that career information could be presented from 

a practitioner’s viewpoint as we shared our experiences in developing and 

managing a career resource center (Chapter 11). We could also emphasize 

xiii 
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the importance of career education both in the public schools and, in- 

creasingly, in the private sector with examples from our consulting work. 

Finally, we wanted to attend to the neglected area of spirituality—of help- 

ing clients who find that career transitions often become the vehicle for ex- 

amining life’s meaning (Chapter 16). 

The Organization of This Book 

We begin this book with a thematic overview of the history of career coun- 

seling—moving from Parsons (1909) to the developmental theory of Super 

(1957) to more current cognitive constructivists such as Krumboltz, Mitchel, 

and Jones (1976), Lent, Brown, and Hackett (2000), and Gottfredson (1981). 

Our goal is to enable students to see theory as having actual application in 

client sessions. We stress the competencies needed by career counselors 

as provided by NCDA (Chapter 2). When the Career Diamond (Chapter 3) 

is introduced, the figure is shown as a tool for representing counseling con- 

cepts and also as a simple diagram for use with clients. We describe the clin- 

ical decisions important to career counseling, such as providing enough 

structure to facilitate client development while resisting the pull for too 

much counselor intervention so the client remains the center of the coun- 

seling process. 

In the chapter dealing with current trends in the world of work (Chapter 

6), we offer specific strategies for helping clients succeed in a global economy 

while also explaining theoretical concepts such as positive uncertainty by 

Gelatt (1991). In the interest of applying theory to practice, we place some 

theories where the concepts are most applicable to the topics discussed. In 

the chapter describing today’s multicultural workforce (Chapter 7), we dis- 

cuss Brown’s (1996) values approach as well as the stages of acculturation for 

members of marginalized groups and those from the dominant group who ac- 

cept the diversification. We include an extensive section on gender issues, for 

heterosexual men and women and for same sex orientations. We discuss pub- 

lic policies that affect all workers, from the middle class to participants in wel- 

fare-to-work programs to the working poor. Our intent is to encourage career 

counselors to see career issues as relevant to those marginalized in an ex- 

clusionary economy and to recognize the impact of political issues on career 

clients. 

We placed our full description of the career counseling process about 

midway through the textbook (Chapter 8) so that previously explained con- 

cepts enhance students’ understanding of working with clients. We follow 

up the process chapter by presenting many career counseling techniques 

we have used with our clients over the years (Chapter 9). At this point, we 

expect that students are ready to learn specific strategies with an informed 

sense of how to select and time use techniques depending on the client’s 
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need. We deliberately save the discussion of assessment until Chapter 10, 

embedding the use of instruments in the body of the text so that testing can 

be seen as a tool, not the focus of counseling. 

Chapter 11 describes the career resource center developed and directed 

by the first author. Application of theory comes through in small details such 

as organizing library material by Holland (1997) codes and in the bigger pic- 

ture of developing different services for clients just starting career exploration 

compared to clients fully examining their career identities. 

Chapters 12, 13, and 14, which describe the career development of 

school-age children, are an integration of Gysbers and Henderson’s (2000) 

work and theories of psychological development. These three chapters are 

written specifically for graduate students who are planning counseling ca- 

reers in educational settings; career counselors who plan to work in the com- 

munity will be more interested in Chapter 15, which describes working with 

the whole range of adults coping with the current working conditions. 

In Chapter 15, work adjustment theory is presented as applicable to adult 

workers who are hired and rewarded for traits and behaviors that serve 

the working environment and where workers influence the environment. 

We also include ideas from writers not typically found in career textbooks 

when the ideas are useful to career counselors—Branden’s (1998) applica- 

tion of self-esteem issues for organizations and Prochaska, Norcross, and 

Declemente’s (1994) concepts of readiness for psychological change. 

Finally, our inclusion of a discussion of spirituality in Chapter 16 recog- 

nizes that career choices can express the deepest sense of what is worth- 

while in life. 

Pedagogical Features 

As a book designed to meet the needs of practitioners-in-training, most chap- 

ters contain skill exercises and case studies that illustrate the concepts dis- 

cussed. The goal is to build skills and understanding of ideas so that both 

come together in ways that make the practice of career counseling come 

alive for the learner. Most of the case studies came from experiences with 

actual clients. After each case study, in “How Would You Conceptualize 

this Client,” we provide two or three questions as prompts to help stu- 

dents envision what they would do if they were counseling the client de- 

scribed. The questions are followed by a section, “What Actually Happened,’ 

in which students can view the real resolution of the case. At the end of each 

chapter, students find two additional learning aids: a Study Outline and 

Exercises designed to be executed individually or in small groups. The Study 

Outline contains terms that are bolded both in the text and in the outline. 

These terms are defined in the outline and are often words students would 

find on professional tests for licensing or credentialing. 
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Encouraging Career Counseling Discussions in Class 

We encourage students and instructors to tell their career stories and freely 

exchange their experiential reactions to the book’s material. As educators, 

many career counselors struggle with common issues, such as how to assist 

clients who may have unrealistic career goals, how to draw out clients to a 

full identity exploration, and how to account for the “chance factor” affect- 

ing most careers. We have found that class discussions model weighing eth- 

ical concerns so students learn to weigh professional judgments and to trust 

their subjective experience. Students also learn how to prevent the projec- 

tion of their fears onto clients and to develop a humanistic, holistic, profes- 

sional, and thoughtful approach to career counseling practice. 

In this book, we freely share our clinical experience, giving examples of 

integrating external requirements with the client’s personal soul searching 

and telling how we deal with the personal connections we make with 

clients. Much can be learned from the stories of professionals—organizing 

concepts and experience, offering pictures of cases resolved, and creating 

visions of what career counseling can be. 

Finally, our hope in writing this text is that it will enable career coun- 

selors-in-training to see the field in all its complexity and to realize that fa- 

cilitating career development is itself a meaningful gift to students, clients, 

and society at large. We encourage the counseling educators and counselors- 

in-training who use our book to visit the Lahaska Press website 

(http://www. lahaskapress.com) and share with us their reactions to the ma- 

terial and their suggestions for improving future editions. 
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PART 1 

Background for 
Understanding 
Career Services 

T Importance of Career Services 

2 Career Counseling 





CHAPTER 1 

Importance of 
Career Services 

Though a little one, the master-word (work) looms large in meaning. It is 

the open sesame to every portal, the great equalizer in the world, the 

“true philosopher's stone that transmutes all the base metal of humanity 

into gold. 

Sir Edmund Osler 

areer plays a significant role in the identity, life-style, and sense of well- 

being for most adults in today’s world. Work is the major venue for 

adults to develop mastery for tasks, knowledge, and expertise, as 

they earn competency and self-efficacy. A choice made to develop one’s abil- 

ities in a specified work area is simultaneously a choice regarding one’s iden- 

tity. The centrality of career identity is also shown by how people describe 

themselves and by reactions to occupational titles. When making introduc- 

tions, people do not use adjectives such as,“Hi, my name is John, and I’m a 

caring, intelligent, extroverted, and middle class man.” Instead, people say, 

“Hi, my name is John, and I’m an engineer (or teacher or janitor).” 

Knowing a person’s occupation brings to mind other personality char- 

acteristics. Intelligence is associated with occupations requiring higher 

levels of education. Economic class is connected to job titles and to where 

one works. Within a societal context, a person’s place is partly determined 

by occupation. The social standing of some jobs so permeates the social con- 

sciousness that even kindergarten children know which occupations have 

higher status and which have lower standing. Furthermore, the status of 

career affects not only individuals but also relatives. Parents and other fam- 

ily members exhibit pride for someone whose career brings positive attri- 

butions whereas a family may show shame or embarrassment for kin who 

are not seen as successful. In other words, work is a source of internal self- 

esteem and a means to integrate individuals into society. 

Work is so important that unemployment is associated with psychologi- 

cal and physical disorders. In regards to mental and emotional states, increases 

in depressive affect, negative mood, and hopelessness were reported for both 
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men and women (Winefield, Tiggemann, & Winefield, 1991). Theodossiou 

(1998) found that the unemployed have increases in anxiety, depression, and 

a loss of confidence. On the physical side, Brenner and Mooney (1983) re- 

ported increases in heart disease, stroke, and liver cirrhosis after a peak in un- 

employment, and these findings were supported by international data. It is 

important to note that a lag occurs between the actual peak of unemploy- 

ment and the observed physical effects (typically 0-5 years; Brenner & 

Mooney, 1984). The lag occurs because the behaviors that lead to heart dis- 

ease, stroke, and liver cirrhosis do not lead to immediate death; there is a cu- 

mulative effect. Suicide, on the other hand, is immediate, and spikes in 

unemployment have a direct relationship to increases in suicide (Brenner & 

Mooney, 1983). Finally, longitudinal research found a clear connection be- 

tween unemployment rates and homicide (Brenner & Swank, 1986). 

Economic stress, be it due to underemployment or unemployment, has 

a negative impact on couples and children. Couples experiencing economic 

loss demonstrate withdrawal of social support by one or both spouses 

(Vinokur, Price, & Caplan, 1996) and increased hostility with decreased sup- 

portiveness and warmth by husbands (Conger et al., 1990). Children living 

in economically stressed families have been found to receive lower levels of 

maternal warmth and social support (Klebanov, Brooks-Gunn, & Duncan, 

1994). In addition, the children demonstrated higher levels of depression, 

impulsivity, and antisocial acts (Takeuchi, Williams, & Adair, 1991). Finally, 

adolescents who are aware of and worry about their parents’ financial situ- 

ation report somatic complaints such as stomachaches, loss of appetite, sleep 

disturbances, and psychological complaints such as depression and inability 

to concentrate (Hagquist, 1998). 

Given the pivotal nature of career to individuals’ lives, it is no wonder 

that career services are frequently the presenting concern of counseling 

clients. Career issues are easier for clients to name than many other psycho- 

logical difficulties. Often, clients enter counseling saying they need help 

with career issues, and later other problems are raised as well. Counselors 

are the major practitioners offering the services of career education and ca- 

reer counseling. Because career issues are of such importance in the lives 

of clients, career development is an important area of expertise for the 

entire profession. 

For society, a healthy economy and full employment channels wealth 

and human resources. In a stagnant economy with high unemployment, so- 

cial problems increase, placing pressure on limited resources. A strong, grow- 

ing economic base is needed to create job openings. The very morale of the 

populace and the people’s confidence in government are affected by em- 

ployment rates and the presence of occupational opportunities. ‘ 

« 
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Indeed, throughout the history of the United States, career development 

issues have emerged and reemerged in response to historical events and 

changes in the economy. Changes in the economic structure have required 

adaptations by workers to meet the demands of the workplace. At the same 

time, theoretical concepts have evolved to enhance our understanding of ca- 

reer development. 

HISTORICAL PERSPECTIVES 

Work Values 

In colonial times and in the early days of the nation, the Protestant work 

ethic prevailed for self-employed farmers, craftsmen, laborers, and small busi- 

ness owners. Thomas Jefferson, in his first inaugural address, envisioned an 

agrarian economy that supported the ideals of independence and free- 

dom. Government would be limited in power, providing services to citizens 

and the “encouragement of agriculture, and of commerce as its handmaid” 

(Coates, n.d.a). Jefferson, who organized the Louisiana Purchase, noted the 

new nation had the advantage of enough land to make individual property 

ownership possible for many citizens.“I think our governments will re- 

main virtuous for many centuries as long as they are chiefly agricultural; and 

this will be as long as there shall be vacant lands in any part of America” 

(Coates, n.d.b). In an agrarian nation, hard work by individuals was the key 

to success.“A prosperity built on the basis of agriculture is that which is most 

desirable to us, because to the efforts of labor it adds the efforts of a greater 

proportion of soil” (Coates, n.d.c). Independent citizens working hard to de- 

velop land resources was the basis for economic expansion and human 

values. 

After industrialization, much of the economy moved to an organizational 

base, and individuals gained success through efforts within the structure 

of companies. As the country experienced the growth of industry, public ed- 

ucation was needed to train workers in the attitudes and behavior expected 

in the working environment. In 1859, the Massachusetts Secretary of 

Education explained how mill owners supported educating future workers: 

The owners of factories are more concerned than other classes and in- 

terests in the intelligence of their laborers. When the latter are well 

educated and the former are disposed to deal justly, controversies and 

strikes can never occur, nor can the minds of the masses be preju- 

diced by demagogues and controlled by temporary and factious con- 

siderations. (Zinn, 1995, p. 257) 
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Horatio Alger 

Classroom management with structured tasks requiring obedience to au- 

thority mimicked the routine of workers in the factories (Spring, 1973). In 

this way, public education had its beginnings as training for the basic skills 

and deportment expected at work. 

SY 

To uphold the historical image of the individual working hard to gain suc- 

cess after industrialization and through the end of the 19th century, Horatio 

Alger, Jr., wrote popular dime novels describing young male heroes who 

overcame poor backgrounds to gain success. Through good character and 

hard work, the fictional idols went from “rags to riches” and carried the 

American work ethic into the new industrial economy (http://www. 

horatioalger.com). 

Early Professional Standards 

By the turn of the century, the sophisticated variety of the economy and the 

world of work required new professionals to assist people in choosing oc- 

cupations. In 1909, Frank Parsons published Choosing a Vocation, which de- 

scribed the decision-making process. The first Step would be to amalyze 

the person’s traits, such as abilities, skills, and temperament. The second step 

was to analyze the characteristics of a job: the work activities required, the 

location and work atmosphere, and credentials needed for success. The third 

and final step was to apply “true reasoning.’ Parsons’ method has been named 

the trait-factor approach, or the matching of the person’s traits with the fac- 

tors of the job. The trait-factor method matches the personal characteristics 

of the person to the external requirements of an occupation (Parsons, 1909). 

Government Initiatives: DOT 

With the advent of the Great Depression, the Department of Labor began to 

analyze jobs and to classify them in an effort to facilitate the employment of 

workers. In 1929, the Dictionary of Occupational Titles (DOT) was first pub- 

lished, and revisions have continued to classify occupations until today 

(Gysbers et al., 1984). By 1950, Fine divided work “orientations” into the stan- 

dard three categories of things, data, or people, later used by the DOT in the 

1965 edition (Figler & Bolles, 1999). tn 

Measurement of Traits 

The beginning of the 20th century was a period when considerable strides 

were made in measuring human traits, from intelligence to interests. Simon 

and Binet, Cattell, and Terman made progressive improvements in measur- 
. 
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ing basic IQ (Hunt, 1993). By 1939, Hall developed aptitude tests predicting 

the capacity to learn specific fields (Crites, 1981). The Strong Interest 

Inventory, published in 1927, measured interests related to occupational cat- 

egories. By 1938, the Mental Measurement Yearbook began reviewing a va- 

riety of tests (Hunt, 1993). 

The availability of tests to measure human traits and the availability of 

job classification systems to codify occupational factors continuously pro- 

vided the expectaney that career counseling could be based on matching 

clients with jobs. However, given the complexity and ever-changing nature 

of both the job market and of human beings, a simple matching method is 

less and less viable. Although career counselors may still use interest in- 

ventories and ability testing, choosing occupations and dealing with the 

world of work has become more sophisticated. 

MATCHING APPROACH VERSUS CAREER IDENTITY 

AND DEVELOPMENT 

In 1939, Williamson wrote about directive and structured methods solidi- 

fying the trait-factor approach and offering a step-by-step counseling proce- 

dure that matched worker traits with job factors. By comparison, in 1957, 

Donald Super published the results of a longitudinal study describing career 

as a developmental process. The Super model suggested that career identity 

developed over time and involved more than a one-time, lifelong decision 

based on a definitive match. Super also introduced the concept of career " 

identity, suggesting a person’s general self-concept included an identity spe- 

cific to career. 

About the same time, Carl Rogers (1961, 1965) introduced a humanistic 

counseling process in which clients were encouraged to express their feel- 

ings and to gain self-awareness. Rogerian counseling distrusted the use of 

tests and structure and instead insisted that individuals could take responsi- 

bility for their own career choices, rather than make decisions based on the 

advice of an expert (Crites, 1981). 

The dilemmas of career counseling were set: job requirements and other 

external factors create demand characteristics whereas the psychological 

- cyaninaken of —— self-concepts require fluid self-expression to gain per- 

sO Ye - cness, yet the exter- 

nal demands must also be taken into account. The field adapted matching 

methods that linked stagnant job factors to the person’s qualifications and 

a dynamic approach focusing on the psychological process of the individ- 

ual who could integrate both the external and personal characteristics. 
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FROM VOCATION TO CAREER, FROM SINGLE CHOICE 

TO DEVELOPMENT 

McDaniels and Gysbers (1992) demonstrated the progress of the career 

field through the use of language in the literature. Parsons and others used 

vocation and occupation interchangeably and saw counseling as help- 

ing clients select a field and adapt to its requirements. The use of the word 

career began to increase in the 1950s as Super’s research regarding de- 

velopment across the life-span was introduced. Suggesting a change from 

vocation to career was a part of the profession’s redefinition. Career 

decision making changed from a one-time choice to a holistic con- 

sideration of multiple roles and all the factors that influenced self- 

concepts and development. By the 1980s, Carlson (1988, p. 186) defined 

career as “not ... just a job ... [but] ... a guiding image or a concept of a 

personal path, a personal significance, a personal continuity and meaning 

in the order of things.” Career became the preferred term, replacing vo- 

cation and broadening the profession’s view of its purposes. To under- 

score the changing professional image, on July 1, 1985, the National 

Vocational Guidance Association (NVGA), changed its name to the National 

Career Development Association (NCDA) Removing the term guidance 

could also be seen as significant. No longer were counselors “guiding” 

clients to a career choice; instead, they were facilitating the clients’ career 

development. 

CAREER ISSUES IN THE NEW MILLENNIUM 

Philosophical and Theoretical Changes 

Today career educators and counselors deliver services within the context 

of a new era characterized by constant change. Innovative theoretical con- 

cepts capture new societal perspectives to account for the impact of tech- 

nological advances and the greater dispersal of increasing amounts of 

information. Attitudes toward work are changing also as careerists inte- 

grate the values of diverse cultural backgrounds and cope with a fluid 

job market. The vision of a stable fit between the person and one occu- 

pation performed in similar settings no longer describes careerists who 

adapt their multiple talents and skills to make varying contributions through 

ever-changing work roles. 

Current research and clinical practice are often guided by theories dat- 

ing back to the 1950s, when occupational segregation based on race and 

gender and stability in work patterns and family life were the norm (Barnett 
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& Hyde, 2001). Postmodern philosophy is an attempt to describe broad shift- 

ing social views affected by the proliferation of information, increasing tech- 

nology, and changes in scientific thinking. Much of the career literature 

describes the modern use of scientific, objective empiricism (logical posi- 

tivism) to predict occupational choice, behavior, and satisfaction. Postmodern 

approaches point out that scientific studies describe only one view of real- 

ity when life actually presents multiple realities that are subjectively inter- 

preted by individuals’ Logical positivism often runs the risk of reducing “rich 

relationships and complex developmental processes to such micro levels 

that the meaning of the results becomes ambiguous at best” (Blustein, 2003, 

De22) 

The context of human experience represents a multiplicity and com- 

plexity of variables that cannot be isolated and described as a single phe- 

nomenon. Career development theories cannot fully describe the career life 

as the individual experiences it. Since the 1960s, counselors have recognized 

that interest inventories and values surveys do not fully capture a client’s 

career self-concept, and these isolated measured factors could not possibly 

predict lifetime matches between an individual and an occupation (Calia, 

1966). Nor can satisfaction measures describe the joy of work from a holis- 

tic view of work behavior. For the 21st century, career counselors will 

need to approach clients as unique and complex individuals with their own 

subjective experience and in the context of an ever-changing work environ- 

ment. However, the scientific system has provided tools such as psychome- 

tric instruments and linear decision-making models that are also useful to 

clients. Blustein (2003) recommended that the vocational field move forward 

by integrating both modern and postmodern approaches. Counselors need 

to be trained in the skills of both and apply them to career services in a flex- 

ible manner. 

Gergen (1991a, 1991b) extended the description of postmodern expe- 

rience by describing the pressures created by the multiplicity of technolog- 

ical communication devices. From electronic mail to cell phones, people are 

caught up in an accelerated pace of socially connecting to more and more 

people from many more areas of life. The individual is split with communi- 

cating from many different sides of one’s self to a state of social saturation. 

Many of these communications may be superficial, relating to only a shallow 

level of self. A coherent sense of identity becomes difficult to maintain as 

the person relates to others from multiple viewpoints and roles. Social sat- 

uration in the workplace occurs when customers, supervisors, subordinates, 

and colleagues can all leave messages and expect responses (e.g., voice mail, 

pagers, e-mail). An individual’s priorities must be clear when spontaneous 

reactions are demanded from all sides. An individual’s sense of meaning must 

be well grounded when multiple subjective viewpoints are constantly heard. 
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Counseling may become one of the few places where clients can sort 

through their values and meaning and where individuals can regain their 

own private sense of reality. 

A Changing Work Ethic . 

As was mentioned, the Protestant work ethic once dominated the picture 

of individuals pursuing independent work lives. American vocational atti- 

tudes defined a view that meaning resided within the person who gained 

success through self-expression and individual effort. After industrialization, 

meaning resided within a context of organizations, and individuals gained 

success by using facts and rational thought to determine the appropriate 

behavior in the external world. Postmodern interpretations of current 

economic changes suggest attitudes will change: as people no longer 

work within one organization but within constantly changing contexts, suc- 

cess will be gained by workers interpreting differing environments, coping 

with a diversity of values and world views, and working cooperatively in 

teams to make contributions for all (Peterson & Gonzales, 2000). Table 

1.1 summarizes changes in work ethics across historical and future time 

periods. 

Changes in the work ethic in a postmodern era coincide with economic 

changes. Career counselors must draw from a variety of fields as they recog- 

nize the interdependence of the economic system, individual career devel- 

opment, social systems, and training/school environments. The historic goal 

of counseling, finding a fit between an individual and a stable occupation 

Comparisons of Work Ethics 

19th Century 20th Century 21st Century 

Vocational Ethic Career Ethic Development Ethic 

Self-employed farmers Employed by organizations Work in teams and craftspeople 

Romantic conceptualism Logical positivism Postmodern interpretivism 

(Meaning in the person) (Meaning in the world) (Meaning in the word) 

Value feelings Value facts Value perspectives 

Be creative Be rational Actively participate in 

the community 

Success through self- Success through moving Success through 

expression & individual up someone else’s ladder cooperation & contribution 

effort 

Source: Savickas (1993), p. 210. Reprinted by permission of Springer Publishing Company. 
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within a stable organization and with consistency for family life, is no longer 

reasonable. Attitudes toward work have changed because people and the 

world of work have changed. 

Since the 1980s, the economy has demonstrated steady change, with in- 

dustrial jobs decreasipg and service jobs increasing and with the newer jobs 

paying less and having fewer benefits. Layoffs, downsizing, corporate merg- 

ers, outsourcing, and job exporting are everyday news. Corporations restruc- 

ture themselves regularly, creating what Dent (1995) called “job shock,” 

variations on the psychological reactions to job loss identified since the Great 

Depression. 

Berger (1990) reported that all workers are expected to make major job 

changes at least seven times over a lifetime. Career counselors will need to 

offer life and transition planning that will continually reorient clients to new 

fields. Feller (1996) said career counselors need to: 

Integrate new rules, consider new foundations, and constantly assess 

the gaps between what is needed and what is available. Only then will 

a client’s employment and career development be better served in a 

world of change. (p. 19) 

The individual’s career self-concept will be the major factor under a per- 

son’s control; and although changes in career identity may be reena 

needed, the careerist can establish some consistency by holding onto some 

critical self-defining priorities. Career development has always required 

the integration between the external demands and the internal self, but reg- 

ular change requires such adaptations be made over and over again. Career 

counseling for the new millennium requires skillful therapy interventions 

that facilitate an increasingly complex process. 

The recent past allowed for matching a worker’s skills and traits to spe- 

cific jobs. If the match was satisfying, the worker could count on a lifetime 

of employment. Today’s reality is quite different. Flexibility and being a “free 

agent” are today’s reality. Career counselors and educators can no longer ask, 

“What do you want to be for the rest of your life?” Instead, they need to ask, 

“Who are you as a complex human being?” “How is your current job/degree 

preparing you for the next job?”“What do you observe as the next trend in 

the job market?” “What personal priorities must be met in whatever job you 

choose?” 
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STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Importance of Career Counseling 

A. For the individual 

1. Important identity factor for adults 

2. Major source for building and maintaining self-esteem 

34. Critical avenue for belonging in society 

4. Influential in position in family 

B. For counseling profession 
1. A frequently requested service 

2. An easy means for clients to enter counseling 

3. Related to many other psychological issues 

4. Important specialty for counseling psychology 

C. For society 

1. Major means to channel human resources 

2. Primary method for renewing and building goods and services 

3. Full employment could prevent many other social problems 

4. Affects the morale and sense of common good 

II. Career Services and Theory Affected by: 

A. Historical societal influences 

1. Protestant work ethic 

2. Horatio Alger myth 

3. Measurement of traits 

B. Concepts from career psychology 

1. Trait-factor matching 

2. Career identity as a psychological and developmental process 

3. Change from NVGA to NCDA 

C. Current external pressures of economy 

1. Globalization 

2. Communication advances 

D. Postmodernism 

1. Changing work ethic 

2. Globalization 

EXERCISES 

1. The following questions encourage examining your personal history 

and its impact on your career path, as well as your thoughts about re- 

cent events that are impacting the career paths of students and work- 

ers. They can be answered privately or in group discussions. 

a. How have your past, current, and future career choices influeficed 
« your life? 
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How have careers influenced your family’s life? 

c. What family, social, or historical events in your lifetime have af- 

fected the careers of people in your life? 

d. How important do you think career development is for young 

people? Middle aged? Older adults? 

e. What are the developmental, psychological, and educational needs 

of young, middle aged, and older people that are related to their 

future/curreht careers? 
f. What are recent events that are changing the career landscape for 

you? 

. Usé the above questions and the following ones to begin writing a 

paper examining your personal career development. What major his- 

torical events affected your career or the careers of members of your 

family (history may be within your family or have impacted society at 

large)? For example, after the Sputnik was launched and NDEA loans 

became available, the first author was able to use the federal funding 

to finance college. Also, the author was encouraged to gain an educa- 

tion and a career because her mother told stories about the freedom 

and enjoyment of working outside of the home during World War II. 

. What current societal events are affecting your career and the careers 

of your family and friends? After reading each chapter in the text, con- 

tinue your writing by applying the concepts to your own career devel- 

opment. Expanding your own sense of your career and all the factors 

affecting your life experiences will help you expand those considera- 

tions affecting students and clients. 

. Begin thinking about career education programs that would meet pro- 

fessional standards (beginning in Chapter 2). As you read about theo- 

retical concepts and research, take notes about factors that would be 

important to consider in a program you might develop. Try to adjust 

your program after each chapter. Date this work and look back to see 

how your program has changed as you learned more about the career 

development field. 
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CAP TER 2 

Career Counseling: 
Structure and Competencies 

. 

We have too many people who live without working, and we have alto- 

gether too many people who work without living. 

Charles Reynolds Brown 

n the historical review in Chapter 1, we looked at ways in which career 

issues have been viewed across time. It is obvious that external factors 

such as changes in the economy, education, technological advancements, 

and government programs have had an impact on career opportunities. At 

the same time, the source for making career choices is the internal self. 

that is the person. The traiffactor approach (Parsons, 1909; Williamson, 1939) 

dealt with both imtérnal and external career influences by proposing that 

job factors be matched with an individual’s personality characteristics. 

The matching method has been maintained by the development of assess- 

ment instruments measuring a variety of personality characteristics and by 

the creation of increasingly sophisticated methods to construct job analyses 

and occupational categorizing systems. This matching mindset created many 

structured and directive counseling models to “fit” the client into the occu- 

pational system, a mindset that overly simplifies a complex identity process 

(Lyon, 1965). 

In the 1950s, however, career research and theory expanded to include 

personal influences. Super’s (1957) developmental stages and the concept 

of career identity and Rogers’ (1951) client-centered focus made it con- 

ceivable that career counselors could focus on the client’s internal dynam- 

ics, encouraging self-exploration and the discovery of the client’s career 

identity. 

Of course, a dilemma is created when using only an individualistic, 

growth orientation for career concerns. External factors are so primary for 

career choices that a purely client-centered view does not give enough 

weight to the realistic matters that impinge on career decisions. Such a so- 

cial-psychological area has a context that is not quite the same as that of 

many other personal concerns. It is difficult to integrate internal and exter- 
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nal factors. Finding a balance between the internal and external influences 

requires additional theoretical development and forces counselors to be very 

adaptive. 

Career counseling is the same as counseling for other personal is- 

sues in that the counselor attends to the client’s presenting concern as well 

as the related feelings and cognitions. However, the history of the practice 

of career counseling has confused implementation of the service. Career 

counseling has beer dominated by an overreliance on measurement in- 

struments and by structured interventions, such as step-by-step decision- 

making models. When counselors allow structured techniques to dominate 

the counseling interaction, the best outcome becomes a learning experience 

for the client without tapping into the client’s internal process. Such struc- 

tured sessions may serve some clients appropriately but may not serve other 

clients well. 

Career counseling creates an interaction process between the client and 

the counselor similar to counseling for other major psychological concerns. 

A career counselor pays full attention to a holistic view of the client as the 

client creates a picture of his/her identity. During counseling, career clients 

gain personal insight, and they integrate such increased self-understanding 

with career information. A career client may take an assessment instrument 

that is chosen for the particular client and for a specified purpose. The in- 

terpretation of the instrument’s results also encourages career identity de- 

velopment. Ultimately, career counseling facilitates self-awareness and the 

integration of information so the client has a realistic view of options avail- 

able in the world of work. The client explores occupational information 

and defines how work can bring self-satisfaction and how the client can 

make contributions to society. 

CAREER DEVELOPMENT 

One key to providing quality career counseling is the counselor’s determi- 

nation of the client’s developmental need. Shinde: pia LL 

tally prepared to ie aeaeS of exploring and developing a complete 
picture of their career identities. Instead, they are ready to learn the basics 
involved in making career choices. The role of the career counselor may then 

resemble that of a teacher tutoring the client in the lessons needed to ad- 

vance the career development process. Clients may end the individualized 

sessions with the understanding that their career identity process will grad- 

ually ripen over time as they continue exploring personal preferences and 

occupational informatio Lg ’ 

es considerable counseling skills to determine the developmental takes considerab 

level of the client and to decide if the client is ready to expand the counsel- 
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ing process toward a full identity search. The readiness and willingness on 

the part of the client to engage in an identity quest depends partly on the 

counselor’s skill in facilitating such a process. On one side, career counselors 

and clients examine personal considerations such as values and interests, 

personality traits, family of origin issues, and personal needs. On the other 

side, clients examine occupational information describing career activities, 

training, and personnel interactions. The integration of both sides allows a 

client to develop a career identity. 

EMOTIONAL PROCESSING 

Career counselors facilitate the client’s career identity search by noting 
the client’s emotions and cognitive patterns. As the client hears the coun- 
selor’s reflections, the client can view his/her own internal process and 

determine the unique meaning he/she brings to career considerations. Figler 

(1989) eloquently describes the personal-emotional process. 

Emotions are the genie in the bottle of career development, the winds 

whipping around inside a client, while s/he wears the polite mask of 

reasonableness. For career counselors to be fully effective, they must 

unbottle the emotions that often accompany clients’ struggles toward 

career goals. (p. 1) 

The counselor may also introduce structured techniques and assessment 

instruments as tools for exploring the client’s identity needs. The structured 

interventions become talking points to assist in creating a picture of the 

client’s identity. The career counselor may also interpret client behavior 

by drawing ideas from career theory, personality theory, counseling theory, 

and developmental theory. As the counseling interaction continues, the 

client’s picture of self becomes clearer, and priorities for career choices 

are determined. 

It is this art of facilitating identity exploration along with the integration 

of occupational information that distinguishes career counseling from coun- 

seling for other client concerns. Providing information and teaching basic 

concepts are components of many counseling issues. With career concerns, 

the educational approach can easily dominate the counselor-client interac- 

tion. The vision of this book is to describe career counseling and to demon- 

strate approaches and techniques that expand the process to one of 

facilitating identity development. 

To summarize, career counseling fosters the integration of the whole 

person into the career development process. This includes personal experi- 

ences, family and work history, as well as private and professional valués, in- 
‘ 

we “ 
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terests, and skills. Educational and structured interventions are used, but as 

with other forms of counseling, such interventions are intended to further 

the client’s internal exploration by exposing the meanings and priorities the 

client brings to the issues. 

BLOCKS TO CAREER COUNSELING 

Career counselors usually take only one career course emphasizing theory 

and test interpretation, and career courses typically ignore the development 

of the counseling skills needed to facilitate the process of career identity ex- 

ploration. Clients often come to career counseling with the expectation that 

an expert will administer some test that tells the client “the answer” as to 

what occupation is “the right one.” The client’s expectation for “test and tell” 

and the limits of the counselor’s training set the stage for the client and 

the career counselor to depend on a limited, structured approach. 

Counselors are taught the concept that, “Career counseling is the same 

as other forms of counseling.” But how such counseling is implemented is 

not always fully explicated to trainees. Counselors may not assume the need 

to spend time exploring the client’s description of self because counselors 

may, in fact, see career counseling as distinct from other types of counsel- 

ing. Career counseling may be too rigidly associated with structured activi- 

ties that match client characteristics with occupations. 

Another major block to effective career counseling is failing to differen- 

tiate the career counseling process and a structured, teaching interaction. 

As was noted, sometimes the appropriate intervention for clients who are 

not ready to explore career identity is to teach some basic concepts and to 

encourage them to spend time exploring interests and information. However, 

the client’s anxiety promotes a need for “the answer” and may prompt the 

counselor to inappropriately follow the client’s lead. Trying to make the 

client feel more comfortable, the counselor can move too quickly to assign 

a test, such as an interest inventory, colluding with the client to use a quick 

solution. The counselor has not had time to know the client as a unique 

individual. What is even more critical is that the client has not been given 

the space to bring into being a picture of self for use as career choices pres- 

ent themselves. As with other counseling concerns, clientsineed to come to 

their own psychological insights before they can integrate what they have 

discovered or recognized. 

Once counselors assign an instrument, they can again move too quickly 

by fully interpreting the instrument in only one counseling session. Without 

having identified the client’s unique needs, the test becomes the focus of the 

counseling process rather than a tool for self-examination. Clients expect the 
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test to “tell them what to do, and the counselor’s test interpretation, however 

skillfully expressed, meets clients’ simplistic expectations. Competent career 

counseling avoids this trap and facilitates self-exploration to the degree that 

the client is able to participate in interpreting career inventories. 

Up to this point, the discussion of career-counseling barriers has been 

about clients who are developmentally unprepared to participate in identity 

exploration. Career counseling does not develop into an identity search 

for other reasons as well. Progress building career self-concepts can be im- 

peded by personal issues that range from typical concerns to severe mental 

health diagnoses. For some clients, psychological patterns block the reso- 

lution of career concerns. A common psychological barrier is low self-es- 

teem; another common area can be family patterns impeding career growth. 

When a counselor identifies a client’s personal blocks, the counselor can ex- 

plain to the client that progress in the career area may not be forthcoming 

until the psychological pattern is changed. Crites (1981) calls for “renegoti- 

ating the contract.” Because the client came with an expectation that career 

would be the focus of counseling, an implicit contract is assumed. As the 

counselor redirects the emphasis of the counseling, the change to empha- 

sizing personal problems is discussed with the client. Examples of interweav- 

ing psychological and career issues will be described in later chapters. 

Other clients, such as those with diagnoses of mental illness, present 

more serious psychological impediments. Brown and Brooks (1996) recom- 

mend that if the career counselor is not trained to deal with the psycho- 

logical diagnosis, a referral should be made to an appropriate therapist. 

Another block to career counseling is the confusion surrounding what 

career eee is and how it is distinguished from other career serv- 

ices. Many professional and nonprofessional services similar to andOyverlap-. 

ping with career counseling exist. Educational advisors help students choose 

courses and may discuss how the courses are related to different occupa- 

tions. Placement administrators may perform services that help people 

find jobs. Teachers may offer information and advice about careers. Personnel 

officers may give information about jobs and determine the qualifications 

required for specific positions. Career counseling is not always easily defined 

as distinct from these services provided by other professionals. What is 

unique about the services offered by career counseling is that counselor 

can facilitate a psychological identity process when it is appropriate for the 

client. 

Career counselors need training in the therapeutic skills used in all coun- 

seling. They must have the skills to determine what career intervention is 

appropriate for individual clients. They need to know when to detour from 

career considerations and deal with other related psychological issues. Career 

counselors are aware of their counseling competencies and when to refer 
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clients to other professionals. And finally, career counselors need to be 

able to describe the professional help they offer as distinguished from other 

career services. 

COMPETENCY REQUIREMENTS FOR CAREER COUNSELORS 

The following list ha§ been taken from the NCDA (1997) description found 

in Appendix A. 

Basic Counseling Skills and Therapeutic Stance 

When clients seek the services of a counselor, basic listening and responding — 

skills promote the development of a relationship. During the early sessions, 

clients are encouraged to fully explain their concerns as a counselor adds lit- 

tle to the content of the dyadic exchange. For example, a client describes a 

conflict between her and her parents and the counselor paraphrases or clar- 

ifies what the client has said, adding only some emotional reflections to let 

the client know she has been heard and understood. The client may ask the 

counselor what to do or what the answer would be for such a dilemma. 

However, the counselor would avoid giving a solution and encourage the 

client to explore her own thoughts and feelings as to what to do. Likewise, 

when clients seek help with career considerations, counselors use basic coun- 

seling skills to build a relationship with the client and to encourage the client 

to examine her own thoughts and feelings. 

The most basic competency requirement for career counselors is to at- 

“ tend to the client’s description of presenting concerns. Counselors manage 

the communication in a way that says to the client,“This is your personal need 

that we can examine together so you can determine for yourself what you 

want to do.” Admittedly, career clients often come with strong expectations 

that a career counselor has answers and will quickly solve questions such as 

what career would be best for the client. However, competent career coun- 

selors can deal with client expectations that place the counselor in the role 

of an expert rather than the position of a facilitating counselor. Career coun- 

selors help clients understand that career development requires the self-ex- 

ploration of personal factors such as values, interests, and aptitudes. They also 

have the patience to encourage the client in describing her thoughts and feel- 

ings, to clarify client statements, and to reflect feelings. It is through self-ex- 

ploration that a client grows into an awareness of self and to a place where 

career choices can be made. It is the same process as when a counselor en- 

courages a client to determine her own choices for dealing with a family con- 

flict or another psychological concern. 
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Counseling Theory 

Professional career counselors need training in concepts from the various 

schools of psychological theory. Theoretical orientations offer explanations _ 

of human personality and behavior that are also applicable to career is-. 

sues. For example, psychodynamic concepts of defense mechanisms could 

give insights into how particular job activities or interpersonal interac- 

tions at work affect a client (Strupp & Binder, 1984). Adlerian concepts re- 

garding the sibling array can explain why an adult, who was a middle child, 

chooses one career when his brother, the oldest child, chose another 

(Carlson & Slavik, 1997). Maslow’s (1962) hierarchy of human needs de- 

scribes what conditions prompt the striving for mastery in career, whereas 

Rogerian theory elucidates the nature of client-centered counseling (Rogers, 

1961). Existential theories can be helpful when a client is searching for mean- 

ing in his life and work (Schneider & May, 1995). Cognitive-behaviorists offer 

techniques to help clients change negative thinking and dysfunctional be- 

havior that block career development or lead to poor performance on the 

job (Meichenbaum, 1977). 

Theoretical Models for Career Development 

Career development theorists focus their thinking on the nature of de- 

veloping career IAEA choosing occupations, acquiring competens 

Professional career counselors ara on ene i eee ideas and use 

ante SRS ae when applicable in the career counseling session. Havinga~ 

vork for understanding clients’ issues and development makes coun- 

eine an in-depth activity informed by an understanding of human nature. 

Theory and empirical studies also add to career counselors’ ability to 

adapt to the individual styles of clients and to craft interventions that recog- 

nize the differing values of diverse populations. For example, cfOsseultural . 

differences may affect clients’ decisions and work habits, and gender differ- 

ences affect the stereotypes people hold of different occupations (Astin, 

1984; Brown, 1995; Gottfredson, 1996; Hackett & Betz, 1981; Lent, Brown, 

& Hackett, 1995). 
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Utilizing Career Assessment Methods and Instruments 

Competent career counselors have the skill to effectively assess through a 

variety of methods the client’s developmental interests, values, abilities, and 

personality patterns. To use the same techniques for every client in a rou- 

tine way does not encourage adapting to unique identities. Counseling 

cannot be reduced to a formula of procedures assuming one-size-fits-all. 

Assessment begins with the first counseling session as the counselor 

interviews the client to determine the client’s strengths and weaknesses. 

Numerous personality and interest inventories are available. Though the 

tests have similar qualities, they also have different attributes and purposes, 

and are developed with different norming groups. Competent counselors 

determine which instrument would best meet the particular goals of each 

client. Other assessment methods can be used for a specific purpose, such 

as determining motivating skills. Card sorts can be used to assess interests, 

values, or other characteristics, in addition to determining how the client 

sets priorities. Counselors also assess clients’ backgrounds, examining ed- 

ucational achievements or limitations, and work experience. Assessing fam- 

ily system themes may be useful in understanding the career influences of 

parental models or from the sibling array. Decision-making skills can be de- 

termined through interviews and/or by using one of many decision scales. 

Finally, career counselors may need to be familiar with personnel evalua- 

tion methods to assist clients with worker adjustment needs. 

Assessment offers the counselor and the client a picture of the client 

and the client’s fit in the world of work. Certainly, counselors need to be 

professionally skilled in choosing the right assessment techniques and 

interpreting the results. However, career counselors also integrate the as- 

sessment within the ongoing process of counseling. Interest inventories 

are not simply interpreted but are used to help the client explore possible 

occupations. Because any assessment method may generate a number of 

possible occupations for the client, the client will not find the answer or 

the perfect choice. It is in the process of sorting out possible choices 

that the client grows in awareness of self and of potential occupations. For 

some clients, assessment tools will not generate choices the client wants 

to consider. In these circumstances, the counselor and client need to 

examine the client’s approach and determine what is blocking the 

exploration. In other words, assessment is not an end in and of itself. 

Though laypeople may come to counseling believing there is a test that 

can tell them what to do, professional counselors know the fallacy of 

trusting assessment tools over and above the client’s own internal 

evaluation. 
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Information Resources 

SUMMARY 

There is a current common phrase that states we live in an age of informa- 

tion. The proliferation of career information follows the prevailing pattern 

of an increasing quantity of material available for review by clients. However, 

the presence of an enormous amount of information also increases the pres- 

sure to locate what is truly needed and to integrate the information with the 

client’s needs. An extremely useful service is to help clients sort out the ben- 

efits and requirements for numerous occupations as they begin to determine 

what the information means to them. Counselors can also support clients 

using a number of computer-assisted programs and structured self-help 

books. 

Career counselors are often responsible for organizing libraries contain- 

ing sets of books written for clients with different reading abilities. National 

and state government offices provide labor market information that may re- 

quire interpretation for the lay public. Professional associations have 

brochures and pamphlets describing occupations. With appropriate prepa- 

ration, often facilitated by counselors, clients can gain useful knowledge 

by speaking directly with workers for informational interviews. Professional 

counselors know what information might be beneficial to clients at differ- 

ent stages of career development and can assist clients in merging self-knowl- 

edge with descriptive material. 

Career counseling includes forming a supportive relationship where the 

client’s concerns predominate. The counselor follows the client’s internal 

process and facilitates the client’s discovery and insight into personal issues 

related to career pursuits. Career counselors use techniques similar to inter- 

ventions used in counseling for other client concerns, including reflec- 

tions and open-ended questions. Career counseling takes into account the 

client’s developmental level and the client’s readiness for counseling and 

self-examination. Career counseling assessment can include determining the 

client’s motivation for change, cognitive clarity, and personality character- 

istics such as interests, style, and values, as well as work adjustment fac- 

tors. Integrating information is another career counseling function. 

Sometimes, but not always, career counseling facilitates complex decision 

making for major life career choices. Ultimately, the goal of career counsel- 

ing is to foster self-awareness, personality integration, and a realistic picture 

of occupational opportunities and demands. 
& 
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STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Career Counseling (A process of exploring career-related issues that 

reveals the internal psychological dynamics involved with the whole 

of an individual’s identity) 

A. Creates a therapeutic relationship 

B. Draws from career, personality, counseling, and developmental 

theory ¢ 

C. Helps the client integrate personal values, interests, and skills with 

occupational requirements 

D. Helps the client create a picture of career identity (The person’s 

‘self-concept, or the way a person thinks about himself as related 

to career across the life-span. Termed “occupational identity” by 

Super (1957). 

E. Integration of information 

1. Information about the world of work (The job market, em- 

ployment trends, labor market, occupations available in the 

current economy [Seligman, 1994]) 

2. Information about occupations (Demand characteristics of 

occupations such as work activities, job requirements, salary, 

evaluation standards, etc.) 

II. Career Counseling Competency Requirements 

A. Counseling skills 

1. Basic listening and responding 

2. Relationship building 

3. Clarification of feelings and thoughts 

4. Conceptualizations that expand the presenting concern 

5. Facilitating client’s career identity search 

B. Using psychological and career theory 

1. Personality, counseling, and developmental theory 

2. Career theory 

34. Multicultural theory 

4. Able to integrate and use different aspects of theories to 

match the client’s need and promote growth 

C. Career assessment 

1. Skill of obtaining client information from the clinical interview 

2. Knowledge of a variety of career interest inventories 

3. Capacity to use personality instruments for career 

interpretations 

4. Ability to determine the best assessment device to a particular 

client 
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EXERCISES 

us 

Ill. Blocks to Career Counseling 

A. Not differentiating between career education and career 

counseling 

1. Simplistic client expectations and counselor interventions col- 

lude 

a. Tests are assigned and interpreted too quickly. 

b. Building of relationship is ignored. 

c. Full understanding of client problem is not pursued. 

2. Counselors’ inability to distinguish counseling from career ed- 

ucation services offered by other professionals (advisors, 

placement officers, etc.) 

B. Typical psychological factors 

1. Low self-esteem 

2. Family pressure 

C. Atypical client factors 

1. Mental illness 

2. Physical impairment 

In dyads, role-play a client seeing a counselor. The client presents with 

a career concern such as “I need to choose a college major” or “I need 

to find a better job.” The counselor can only reflect content or feelings 

and can use no other interventions. Proceed for 5-10 minutes. As a 

counselor, how does it feel to use only reflections? Does using reflec- 

tions feel different when a client presents with concerns other than 

career topics? What other kind of interventions would you naturally 

want to use? As a client, how does it feel to have the counselor use 

only reflections? How did you react to the counselor using only reflec- 

tions? What do you want to share with the counselor with this kind of 

interaction? 

. Again in dyads, role-play a client seeing a counselor, switching the 

roles if you so choose. This time the counselor may also use open- 

ended questions and follow up with reflections or requests for further 

information. Try not to use close-ended questions at all or very few if 

absolutely necessary. Do not use too many questions in a sequence 

and get into a pattern of question-answer but instead use reflections 

in between. As a counselor, how does this type of interaction feel? Is 

this type of interaction similar to interactions with clients presenting 

concerns other than career issues? As a client, how does this interac- 

tion feel? Would you want any: other types of interactions with the 

counselor? 



REFERENCES 

Chapter 2 Career Counseling: Structure and Competencies 27 

Astin, H. S. (1984). The meaning of work in women’s lives: A sociopsycho- 

logical perspective. Counseling Psychologist, 12, 117-126. 

Brown, D. (1995). A values-based approach to facilitating career transi- 

tions. Career Development Quarterly, 44, 3-11. 

Brown, D., & Brooks, L. (1996). Career choice and development. San 

Francisco: Jossey Bass. 

Carlson, J., & Slavik, $.(1997). Techniques in Adlerian psychology. 

Washington, DC: Accelerated Development. 

Crites, J.O. (1981). Career counseling: Models, methods and materials. 

New York: McGraw-Hill. | 

Figler, H.(1989). The emotional dimension of career counseling. Career 

Waves, 2(2), 1-11. 

Gelatt, H. B. (1989). Positive Uncertainty: A new decision-making frame- 

work for Counseling. Journal of Counseling Psychology, 36(2), 

252-256. 

Gottfredson, L. S. (1996). Circumscription and compromise: A developmen- 

tal theory of occupational aspirations (Monograph). Journal of 

Counseling Psychologist, 28, 545-579. 

Hackett, B., & Betz, N. E.(1981). A self-efficacy approach to the career de- 

velopment of women. Journal of Vocational Behavior, 24, 326-339. 

Holland, J. L.(1997). Making vocational choices. Odessa, FL: Psychological 

Assessment Resources. 

Krumboltz, J.D. (1979). A social learning theory of career choice. In A. M. 

Mitchell, G. B. Jones, & J. D. Krumboltz (Eds.), Social learning theory 

and career decision making (pp. 19-49). Cranston, RI: Carroll Press. 

Lent, R. W., Brown, S. D., & Hackett, G. (1995). Toward a unifying social 

cognitive theory of career and academic interest, choice and perform- 

ance. Journal of Vocational Behavior, 45, 79-122. 

Lyon, R. (1965). Beyond the conventional career: Some speculations. 

Journal of Counseling Psychology, 12, 153-158. 

Maslow, A. H. (1962). Toward a psychology of being. Princeton, NJ: Van 

Nostrand. 

Meichenbaum, D. M. (1977). Cognitive-behavior modification: An integra- 

tive approach. New York: Plenum Press. 

Miller-Tiedeman, A., & Tiedeman, D. V. (1984). Career decision making: An 

individual perspective. In D. Brown & L. Brooks, (Eds.) Career choice 

and development (2nd ed., pp.308-337). San Francisco: Jossey-Bass. 

National Career Development Association (1997). Career counseling com- 

petencies. Retrieved May, 23, 2003 from http://www.ncda.org/ 

pdf/counselingcompetencies. pdf. 

Parsons, E (1909). Choosing a vocation. Boston: Houghton Mifflin. 

Rogers, C. R. (1951). Client-centered therapy. Boston: Houghton Mifflin. 



28 Part! Background for Understanding Career Services 

Rogers, C.R. (1961) On becoming a person. Boston: Houghton Mifflin. 

Schneider, K. J., & May, R. (1995). The psychology of existence: An integra- 

tive, clinical perspective. New York: McGraw-Hill. 

Seligman, L. (1994) Developmental career counseling and assessment. 

Thousand Oaks, CA: Sage. 

Strupp, H. H., & Binder, J. L. (1984). Psychotherapy in a new key:A guide 

to time-limited dynamic psychotherapy. New York: Basic Books. 

Super, D. (1957). The psychology of careers. New York: Harper & Row. 

Tiedeman, D. V. (1961). Decision and vocational development: A paradigm 

and its implications. Personnel and Guidance Journal, 40, 15-20. 

Williamson, E. G. (1939). Vocational counseling. New York: McGraw-Hill. 



PART Il 

Career Counseling 
Theory and the 
Global Economy 

The Career Diamond: A Teaching Tool 

Career Theory: Holland Super 

Career Theory: Krumboltz Gottfredson 

Aa uh Ww Career Counseling for the Global 
Economy 

7 Career Issues for a Diverse Work Force 



i} 

j bi 

// 



CHAPTER 3 

The Career Diamond: 
A Teaching Tool 

| look on that man as happy, who, when there is question of success, 

looks into his work for a reply. 

Ralph Waldo Emerson 

he use of pictorial models to envision concepts is common in the ca- 

reer field. As we shall see later in the text, there are models for show- 

ing categories of occupations with similar characteristics (e.g., 

Holland’s hexagon; DISCOVER’S world of work map) (Holland, 1997). Super 

illustrates life roles with a rainbow, career development with a ladder, and 

personal and social determinants for career identity with an arch (Super, 

Savickas, & Super, 1996). Lent, Brown, and Hackett (1994) use a model to 

show the development of career interests over time. Genograms are also 

used to explore intergenerational careers in families. 

We have found that clients and students respond well to pictorial mod- 

els illustrating psychological constructs. The Career Diamond is an easily un- 

derstood image that shows the basic movement of the career development 

process. In this book, the diamond figure will also be used to describe dif- 

ferent stages of career counseling in order to explain basic concepts of ca- 

reer theory and to demonstrate the use of career instruments for different 

stages of career growth. Figures 3.1-3.7 are each partial depictions de- 

scribing parts of the complete representation of the Career Diamond, which 

is shown in full as Figure 3.8. 

UNDERSTANDING THE CAREER DIAMOND 

—* simplified version of the Career Diz gaan 

rs t hapnasts come together when people 7 

ne factc reer i re ane ny 
The dimension of the self is placed along me (op lines of the diamond and 

indicates the primary ta alizing aspects of one’s self as related to_ 

a8 ene RACING a satisfying career requires an 

71 
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Self 

World of Work 

_ Figure 3.1 A represents an awareness of the need to make a career decision. The Career — 

nian Su process a with Se and of the World of Work expanding to: 

Ons a MTT movernent aE ia Self integrates personal priorities with the require- 
ments of the World of Work until the two sides come together at point D, where a current 

decision is made. 

understanding of one’s personality. Clients need to know if they are 

extroverted—enjoying interactions with others at work—or introverted— 

becoming tired when interacting with others too often. A person who dis- 

likes a competitive atmosphere and values working with others as a team 

may want to avoid a sales position in which each employee is rewarded 

for doing better than anyone else. Knowing one’s interests and values can 

serve as important indicators for finding work expressive of one’s career self- 

concept. The self can also find outlets for abilities through work and can use 

career performance for achievement motivation. 

The second factor for all careers is the world of work, which is placed 

along the bottom lines of the diamond. The world of work includes all the 

external factors that must be taken into account when making career deci- 

sions; it is the context for career choices and behaviors. External factors 

might be the requirements and specifications of occupations, economic re- 

alities, new career opportunities, or any other demand characteristic of a ca- 

reer decision. The realistic facts provide the context within which careers 

operate. 

External factors are the practical considerations. They include factors 

such as the salary paid for a job. Each factor may have weight in the making 

of career decisions, but such facts must also be contingent upon other situa- 

tional determinants. For example, a low-salaried position that opens doors to 

opportunities for making more money in the future would be considered dif- 

ferently than a low-paying job that was described as a permanent dead end. 

Often, career decisions are justified as rational conclusions where the 

external factors give the decider no other choice. Although some career de- 

cisions may seem to be dictated by realistic facts, the self determines the 

weight given to all the factors in making choices. The self is placed at the 
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top of the diamond to indicate the primacy of the person making career de- 

cisions. External factors must be thoroughly considered, but only the ca- 

reerist can determine how to deal with the realities presented. 

Letters are placed at two points of the diamond, with A on the left point 

and D on the right point. A is the starting point for a particular phase of 

career development and signifies Awareness—when a person recognizes the 

need to start making a career cosioae placed on the end of the dia- 

mond designating tlfe ad e final point of this particular 

phase of career development. 

Throughout the process of career development or decision making, the 

person determines the movement and so the self is placed on top of the 

model. However, external factors related to the world of work are critically 

important and must be taken into account. 

The Exploring Phase 

The first part of the Career Diamond starting at point A and moving toward 

the middle, or peak, is called the Exploring Phase (Figure 3.2). In order to 

move away from the starting point, a person has to increase self-awareness 

and must expand knowledge of external factors that will impact the deci- 

sion. The first half of the diamond opens up in an expansive way and depicts 

an exploration process. 

Expanding Self-Awareness 

Self-awareness for a career requires the ea ca ogeis that Gennes the 

self as IOTEEES or careerist. Ea hoa ost common personal s for career ex 

Figure 3.2 The first half of the Career Diamond represents the Exploring Phase. The Self 
expands an awareness of career identity issues while also expanding awareness of the exter- 

nal World of Work. A Vision of the Self becomes a picture of a careerist meeting external de- 

mands. Such an expansive process is necessary before career decision making is possible. 
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role models, personality, work experiences, and social influences. Self-esteem 

is always a primary issue for career counseling because making quality life 

choices can rarely work well when a person is coming from a negative self- 

concept or low self-esteem. Until a person is grounded in a solid sense of self 

and her relationship to the world, knowing how she wants to participate in 

the world of work is unclear. ~ 

An example may illustrate how values impact career choices. Person A 

may value a good paying job, but does not care for the taste of alcohol. 

Person A can work as a bartender without any problems. Person B may 

like the taste of alcohol and a good paying job, but views alcohol as sinful. 

Person B working as a bartender may create internal turmoil because she 

would be participating in the sins of the customers. To conclude, some pref- 

erences (e.g., material goods, prestige) may not interfere with career choices 

whereas strongly held values or spiritual morals might. 

Expanding External Awareness 

Clients need information regarding external factors in order to begin to 

integrate their career identity with the realities of the world of work. Broad- 

based correspondence between the characteristics of an occupation and 

the career self-concept is the simplest starting point in exploring the vast 

array of opportunities available. In a modern economy, occupations are not 

easily visible in daily life,and exploring often requires searching through 

a variety of informational sources. With regular changes in the global econ- 

omy, work roles may often change. Even after one enters into a career, the 

careerist may be required to be aware of and continually reintegrate ex- 

ternal factors into a renewed vision of his career identity. 

The Peak of the Diamond 

hamcrasics nel ee begin to come iievetner into a visi 

da career identity is formed. External requirements take form 

as an image of the working environment or the context where the career 

self-concept can develop, contribute, and achieve. With a vision of self along 

with a realistic picture of work, the client is prepared to begin sorting out 

tif. factors non the integration of pelf into the xing cont aihis process 

Guanes vision, wench enanee is seen as, “What I feed to a0 ton move toward 

what I want.” The vision creates a 

ing difficult choices and preparing to eke He actions a decision will require. 

< 



Chapter 3. The Career Diamond: A Teaching Tool 35 

The Deciding Phase 

The second hal ( -alled the Deciding Phase 

After expanding knowledge of self and realistic ec IER in the explor- 

ing phase, a person starts to focus on a few occupations or new work roles 

and determines what choices will best meet personal needs. The movement 

for the deciding phase has a narrowing or contracting feel, so the diamond 

narrows to a point where a decision is made at D. 

Applying Career Self-Concept 

By the time a person enters the deciding phase, she is truly ready to begin 

a more sophisticated, dynamic process of applying career identity to realis- 

tic requirements of occupations. Envisioning the environment for an occu- 

pation and actually seeing one’s self in the role is now possible. Clients are 

advised to rate the importance of the different factors for the self. Specific 

occupational tasks may tap into a person’s temperament and preferences 

whereas other occupational activities may not be favorites. The goal is to 

find enough positive outlets in an occupation to maintain motivation and 

satisfaction. 

While integrating personal priorities and external demands, there may 

be recognition that an occupation requires changes in some aspects of the 

self. Other difficult choices may also be factored in, accepting some con- 

ditions that are less than personally ideal in order to gain some other 

positive aspects, which are a priority for the person. For some, high income 

may be ranked high; for others, the working environment reflecting a 

personal value system is more critical than salary (e.g., youth minister). 

After rank-ordering needs and desires for the self, the client determines 

which ones are “have to haves” and/or what others are “wishes.” Finding 

ing to point D, ectainal To come oge e r Self-Concept, or career identity, is 

applied by integrating personal priorities to demands of the external requirements of the 

World of Work. 



36 Part Il Career Counseling Theory and the Global Economy 

the external opportunity that provides the most factors closest to personal 

requirements moves the self to a decision. 

New experiences (e.g., birth of a child, dying parent) may result in 

new “have to haves” and new “wishes” and may create some “don’t cares.” 

When new self-awareness occurs, clients may realize it is time to start again 

at the beginning of a new diamond in their career development. 

Integrating External Factors 

Integrating external factors means gaining a fully realistic oe of se re- 

Page arn maine 2 an import contribution to d societ 

Several occupations might well be meaened in neering whine one meets 

the most needs of the self at this particular time. 

After a choice is made to work in an occupation and the diamond closes, 

experience will bring a greater awareness of what the job entails and what 

doing this job is like for the client. A current job prepares an individual for 

the next job. Each diamond process of expanding and deciding determines 

choices for a period of time, not a lifetime, and most careers will entail many 

choices over the years. : 

A Career Decision-Making No-No 

The most important concept depicted by the Career Diamond is that a. 

person cannot move from point A to point D without experiencing the 

process of expanding in the exploring phase and contracting in the decid- 

ing phase. A client who comes for career services seeking “an answer” is say- 

ing, “I’m at the starting point in considering my career development or 

decision making. Now, tell me what to do.” The Career Diamond illustrates 

that moving directly from A to D is NOT possible (Figure 3.4). An interven- 

ing process of exploring and prioritizing is necessary. 

If a client pursues a straight-line move from A to D, truncating the 

process without fully exploring and integrating personal and external fac- 

woe! oy 
Figure 3.4 The straight arrow moves between A, awareness, and D, deciding, without 

the expanding/contracting process of the Career Diamond. Such a leap does not work. The 
expanding of the Exploring Phase and the contracting of the Deciding Phase is needed, to 
inform the integration of the Self and the World of Work. 
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oo 
As one Career Diamond closes a decision-making process, another Career 

Diamond opens for another phase of career exploration, until a new vision creates a need 
for SS decision to Be LM chile ihe process soe cs Une 

repeats itse erous over the course of 2 ne (e.g. High School; 
College First Job, Second nico .; Mid- Case, Another Peer pecenicg? Part-Time Job 
after Retirement; ...). y 

tors, future dissatisfaction is likely to occur. The short-term release of anxi- 

ety gained by making a premature decision is replaced with a long-term feel- 

ing of being trapped and/or mismatched. 

Career Development Includes Multiple Diamonds 

Although a single diamond illustrates the movement for determining a de- 

cision at one particular point in the client’s life, the career development 

process is not finished when one choice is made. Another expanding 

and integrating process will occur when the client is ready or needs to 

make a new decision at a different point in life. As shown in Figure 3.5,a 
chain of diamonds might better represent the repetition of deci 

The simple diagram of the Career Diamond is a useful picture illustrat- 

ing the steps a client goes through from the point of approaching a career 

decision to the point of making a decision. The career counseling process 

matches these steps if the client is ready to proceed through all the stages. 

Career education programs also stimulate the developmental process by 

increasing students’ self-awareness and knowledge of the world of work. 

Both students and career counselors benefit from a practical guide to what 

can be expected in career services. 

USING THE CAREER DIAMOND WITH CLIENTS 

i making the Apetrel ideas of fe career evelopment process concrete. 

The shape of the diamond can be described to aly the chen: CS an 

client needs & increase Ne faewicdae a Be eanaiOns Penile i increasing 

self-awareness and determining related occupations. With the diamond shape 

as an image, the client can concretely see the need for exploring before 

deciding. 
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Self 

i 

World of Work 

Figure 3.6 Using the most basic picture of the Career Diamond, clients can show their 
progress in Self exploration and in exploring the World of Work. 

Counselors ask the client 

show how much occur 

SOU to rate t 

ieee abe picate Of herself and itplices an X near the top crest of the 

diamond shape. She may recognize, however, she knows very little about oc- 

cupations and places herself close to A on the bottom half of the diagram 

(see Figure 3.6 for an example). Hence, it is easily shown that the client may 

need to spend time researching occupational information before begin- 

ning a decision mode. 

Another client may say he knows a great deal about a variety of occupa- 

tions, naming several and citing information about the activities of several 

jobs. However, he may recognize that he does not have much insight regard- 

ing his career self-concept and he needs to expand his self-knowledge. 

The latter client could place an X near the peak of the bottom line of the 

diamond, but close to A on the top half of the diagram. The picture of the 

diamond may help this client better understand that he needs to spend time 

determining his career identity. Just hearing the counselor say the same 

words may not make as clear an ee a 

2eriee or can deal with the typical 

ture demonstrat that time e and effort is required for the client to examine 

LO SIAN and self. -  nlannsiaiciatly SOU? be reexaminec time 

o reveal cliet ress (e.g., placing a new X on ithe deanondy A 

picture ee che ae o advance along the lines of the diagram shows 

the client that proceeding in the process is appropriate and decisions are 

not usually made quickly in one or two counseling sessions. Some clients 

may be better able to accept that they are not yet ready to make a decision 

and that they can return to counseling when ready to continue considering 

their choices. . 
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The diamo fic s that is often described through in-— 

tangible abstractions. It gives the client permission to follow a natural devel- 
opmental pace. Readiness to make a decision becomes more easily 

understood when the simple picture becomes a figure where the client can 

place herself. The client’s anxiety can be reduced when the diamond pic- 

ture is presented as the usual process for everyone and the client is not be- 

hind others, failing, or lacking in any way. Although the diamond can be seen 

as normalizing the dévelopmental time frame, it also helps to define clear 

activities that ene OuIHES exploration and movement for career Se TO Tn, 

In short, the istrates the need xf i 

Using the Career Diamond to Conceptualize Clients’ Needs 

The career counselor usually forms impressions of the client that are not ex- 

actly the same as the client’s own view of self. The client may present with 

strong emotion saying that a decision must be made very soon when the 

counselor understands that deciding is not immediately mandatory. The 

counselor may hypothesize privately, without sharing thoughts with the 

client, that the pressing need expressed by the client is indicative of the 

client’s anxiety. Clients may say they know quite a lot about occupations 

while the counselor finds some clients’ descriptions of occupational activi- 

ties as limited in realistic detail. The 

yw 1e client is to actual yr d Different 

points ¢ on the dideratn suggest what the eat Beces at the moment and what 

the next step in the developmental process will be. 

It is helpful, when stat an Boas ee to use iy a client, to ae 

career Spnous Then, the client is at point A. However, another more de- 

manding question important for making progress in career considerations 

would be, “How ready is the client to engage in some effort to make head- 

way in defining a career self-concept and researching information?” The 

- Client’s description of pressure from others does not peoees la mean the 

client is committed to working on the issue. 

reer counseling, they usta yma © have spent some time 

Assuming the client is ready to start career counseling, the counselor can 

begin to visualize at what point in the exploring phase the client might be. 
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pirengtlisti interests, “and values relevant to wih occupations in question?” 

Although the Career Diamond is not a sophisticated measure with refined cal- 

ibrations, the basic sections do suggest content areas to think about in con- 

sidering client needs. With general occupational information and a basic sense 

of personal characteristics, clients can begin to make broad matches between 

the two dimensions of World of Work and Self. In the middle of the exploring 

phase, a client can say, “These occupations have characteristics that are like 

my interests; these careers PAESb this vals of mine; JETS Wo TEG re- 

quire this ability of mine.” Broad ma g does n quire k ing if 2 

the vamlaning, process, and realistic factors Begin to be the focus of atten- 

tion. The client is able to articulate costs and benefits for occupations and 

identify relevant personal preferences for the occupations’ primary charac- 

teristics. The client could say, in some detail,“These occupations have attrib- 

utes that I can see as important to who I am as a person.” 

As a client moves to a capacity for integrating occupational information 

with characteristics of self with increasing specificity, the client enters the 

deciding phase. The important question for the career counselor to deter- 

mine if a client is ready to approach decision making is,“How ready is the 

client to set priorities and eliminate some choices in order to examine a few 

occupations in greater depth?” Setting priorities requires the client to pic- 

ture a self-image in an occupational role. Or, stated in another way, the client 

can identify self-characteristics, set personal priorities, and apply those cri- 

teria to determine if the characteristics of a few occupations can meet per- 

sonal needs. 

It is important to note that at any time during career services, the client 

and career counselor can decide that the client is not ready to move forward 

in the process. The value of the Career Diamond is that it visually depicts 

where the client is and how the client can focus energy to move forward. 

However, the client does not necessarily need to press forward prematurely 

toward making a decision. If it makes sense to the client and the career coun- 

selor, a decision could be put on hold for a break, for further exploration, for 

reality testing, for gradual maturing, or for a change in circumstances. . 

“ 
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The final point in a single episode of the Career Diamond process is 

point D. At this time, the career counselor considers the question, “Is the 

client able to begin to commit to a choice, willing to make the necessary ac- 

commodations the choice requires, and able to evaluate the choice for per- 

sonal satisfaction?” If the client is ready for a realistic commitment, the client 

is approaching an end to the current growth process. Another growth point 

could begin later, when the client determines that new considerations in- 

dicate reopening thé expanding and contracting movement for another 

decision. 

The expanding exploration process on the left side of the diamond 

and the narrowing decision-making right side depict both the career coun- 

selor’s choice of interventions and the client’s movement in dealing with a 

career transition. Clients in the exploring phase may benefit from nondirec- 

tive techniques that increase introspection and from specific directions for 

‘ developing information-gathering skills. By comparison, in the deciding 

phase, the tw may need encouragement to use both intuitive and ana- 
d etermine priorities and to apply personal criteria to career 

options. The career counselor may return to using reflections as clients show 

affective reactions to letting go of personal priorities in order to meet exter- 

nal demands. Finally, the counselor might validate a client’s budding deci- 

sions and reinforce the client’s steps toward making choices and 

acknowledging the hard work and strengths the client has shown. 

When the External Dominates 

The a in SES on ae reverses ee Career Diamond and shows the ex: 

to 5 fully See persona preferences and an individual career identity may 

not develop. The self is shown as flattened with the external dominating the 

picture. 

There are times when the external ¢ a nt reer experi 

ence, sometimes because the client ae mln choices, sometimes 

External Factors 

ie 
Self 

ee" external factors are reversed from the bottom lines to the top of the 
‘ areer Diamond, dominating the Self. Self expansion is limited and the bottom line is 

flattened. 
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because the client’s ch 5 are ed bye 

clients may come from baities who f require adherence to family trad 

or adherence to specific cultural values. The families may be Re and/or 

famous and may have socialized the client to believe that upholding the fam- 

ily name is of more importance than individual preferences. Or, clients 

may be so committed to finding a career that produces a high income or 

high status that they cancel out any other expressions of self. In these two 

examples, clients do have other choices; they are choosing to let the exter- 

nal factors dominate all other personal considerations. 

Other situations, however, may realistically limit choices severely. If eco- 

nomic needs are very great, being aware of internal preferences may be con- 

sidered a waste of time and las De aie Eee due to the press to make 

ough ey to live. Discrim n in employment practices may also real- 

primacy of pearl anoles is not present. An obeians example of external 

pressures dominating would be a client who chose a paid apprenticeship pro- 

gram for training as a machinist rather than pursue a college degree in engi- 

neering because the low economic status of her family required more 

immediate relief than academic on sus would allow. 

When clients show atuia a press of external p 

i the ation. Most often, following the client’s lead will 

build a picture of ae ihe AR views the circumstances, and the counselor 

can decide how to proceed. An example illustrating external pressures would 

be the consultation of two parents with one of the authors. Their son had 

changed his major to philosophy and announced his intention to pursue a 

Ph.D. The parents were concerned that an academic career would not supply 

enough income for the son to maintain the high economic status of the fam- 

ily. Consequently, the parents were considering reducing economic support 

for the son’s tuition and living expenses so he could learn what it meant to 

live with less income. The withdrawal of financial resources for the son was 

clearly designed to send a message that it was unacceptable to major in a field 

that did not reproduce an income considered worthy of the family’s status. A 

high income and social prominence can create external expectations for chil- 

dren. In this situation, the external dominates by enforcing the value that a 

Ph.D. in the wrong area would be an embarrassment. 

Describing the Career Diamond " 
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Awareness Decision 

WORLD OF WORK 

~ Figure 3.8 The Career Diamond depicts the Exploring Phase where the Self expands 
personal awareness (A) and awareness ol ibn World of Work Romning toa — = —_ 

Self in one salon of Oe In the Decia 

ee people move toward a maturity level 
at which they can envision their career sae Once a basic career oe 

Bo) is established, Ee 

ing process as Couneclo rs facilitate the client’s movement through self- 

development. 

The diamond shape illustrates the feel of movement through the 

processes of identity development. It is a visual attempt to bring a visceral 

sense of the experience of a career change. Clients feel expansive when 

exploring. When the feel of contracting or narrowing occurs, clients are 

pulling things together and experiencing a sense of integration, a sense that 

“this feels right.” The Career Diamond sets a tone for considering career is- 

sues holistically as a part of clients’ overall sense of self and all of life’s 

experiences. 

SUMMARY 

The Career Diamond is a visual image that demonstrates the need to expand 

self -awareness and information regarding relevant external factors before 

narrowing the field of choices for a decision. Expansive exploration allows 

identification of many occupations that loosely relate to self-characteristics. 

The contraction of setting personal priorities and determining the fit of a 

specific occupation creates a choice that is the current decision for a unique 

person. 
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In the exploring phase, the interaction between self and external factors 

is based on broad matches. The goal of expansion is to Da peat op- 

tions; ONIONS ont to create a Visi 

neat Foreas career identity are determined. Changes for the self and the 

elimination of some options may occur before the integration process is 

complete. 

The converging movement in narrowing choices for a decision entails 

the integration of both professional and personal awareness in the deciding 

phase. Occupational information must be sorted out and the necessity for 

determining the differences among the possibilities begins to become ap- 

parent. Ranking the occupations by standards set by the self is needed. 

Priority is given to positions whose characteristics are in line with the self- 

concept. Finally, one occupation or career choice is determined to be the 

best in meeting personal standards. The movement ends for the time being 

as the process comes to a point of convergence between occupational in- 

formation and the career self-concept. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Understanding the Career Diamond 

A. Visually depicts the influence of both internal and external factors 

that impact career movement and decisions 

1. First half involves expanding one’s understanding of self and 

external factors. 

2. Second half involves integrating of knowledge about self and 

external factors. 

3. A straight line from awareness to decision-making is not rec- 

ommended. Clients must expand before contracting. 

4. Expanding and contracting occur with every major decision, 

ranging from pursuing more training to accepting a promo- 

tion, to changing companies, to retiring. 

B. The personal or self overrides the external influences and is de- 

picted on the top half of the diamond. 

1. Expanding consists of thinking and learning about the self. 

May include formalized personality tests, identifying interests 

abilities and values, considering family needs, desired income 

geographical concerns, etc. 

2. Contracting consists of applying knowledge of the self to dif- 

ferent career options and looking for an optimal fit betwéen 

interests, values, morals, etc. 

> 

? 
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C. External factors, which are secondary to the self, are on the bot- 

tom half of the diamond. 

1. Expanding consists of learning occupation specifics such as job 

availability, training requirements, licensure/certification, etc. 

2. Contracting consists of continually narrowing the field of 

choices based upon external factors and needs of the self. The 

goal is the overlap of “have to haves” and “wishes.” 

D. When the external dominates 

1. Very Rich: family name, status requirements, etc. 

2. Poor: Economic needs so great that gaining money as quickly 

as possible is critical. Being aware of internal needs is either a 

waste of time or impossible due to external pressures. 

3. Minorities: Discrimination is a primary consideration; collec- 

tive values dominate over individual values. 

4. External values are primary: dollars or high status cancel out 

internal needs. 

II. Using the Career Diamond 

AS 

mOoOS 

To help clients visualize the career development or transition 

process 

As a format for counselors to conceptualize client needs 

As a format for educators to determine students needs 

As a means to determine appropriate assessment tools 

As a means to determine the appropriate counseling techniques 

1. Think back to your undergraduate days. How did you make a decision 

to go to graduate school? Did you go straight from A to D? Use the 

Career Diamond to assess your self retrospectively. 

a. 

b. 

d. 

How well did you know your self; how well developed was your 

career identity? 

How much information did you have about external factors? 

If you were making the same decision today, what would you want 

to know now, that you did not know then? 

How would you have gone about learning more about your self 

and the external? 

When marking your X on the Career Diamond, try to mark it as if you 

were still an undergraduate. If you took time off before returning to 

school, pick the time where you started to seriously consider graduate 

school. (Some hints: You may find it helpful to think of yourself as the 

career counselor helping a client. Use the outline of themes in the 

Study Outline to help organize your information.) 
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CHAPTER 4 

Career Theory: 
Holland Super 

True individual freedom cannot exist without economic security and in- 

dependence. People who are hungry and out of a job are the stuff of 

which dictatorships are made. 

Franklin Delano Roosevelt, message to Congress, 1944 

he description of theories related to the psychology of career choice 

and development begin with two foundational theories related to the 

most basic counseling interactions. John Holland’s theory of person- 

environment fit is a sophisticated form of Parson’s earlier trait-factor approach. 

This elegant, simple theory allows counselors and clients to match personal- 

ity characteristics to occupational categories. Super’s career development the- 

ory describes psychological stages culminating to form career identity as a 

person seeks career self-expression. Career identity, from a developmental per- 

spective, matures over time and changes throughout life. Career identity is 

never stagnant but is psychologically dynamic. To capture a client’s career ex- 

perience, the counselor facilitates self-exploration through active listening 

skills and by forming a relationship with the client where self-expression be- 

comes explicit. 

HOLLAND’S THEORY OF PERSON-ENVIRONMENT FIT 

John Holland (1973) presents a career theory that is exceptionally useful for 

career counselors. The basic model is easily understood and offers a simple 

means for clients to match self-characteristics and occupational attributes. 

Holland’s basic thesis is that an individual’s personality is better suited to 

some work environments and poorly matched to other work environments. 

His early writings did not focus on how individuals develop self-concepts, 

though he did suggest that personalities grow through exposure to experi- 

ences, by reinforcement from parents and others, and by individual choices 

A7 
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Box 4.1 RIASEC Personality Patterns 

Realistic people prefer activities that entail 

the explicit, order, or systematic manipula- 

tion of objects, tools, machines, and ani- 

mals. They avoid goals and tasks that 

demand subjectivity, intellectual or artistic 

expressions, or social abilities. These indi- 

viduals are described as practical, persist- 

ent, natural, and materialistic. Preferences 

include agricultural, technical, skilled-trade, 

and engineering vocations. Common activi- 

ties involve motor skills, equipment, ma- 

chines, tools, and structure, such as 

athletics, scouting, crafts, and shop work. 

Investigative people prefer activities 

that entail intelligence, manipulating ideas, 

words, and symbols. They prefer scientific 

vocations that involve observation and the 

creative investigation of physical, biologi- 

cal, and cultural phenomena. These indi- 

viduals enjoy theoretical concepts, 

reading, collecting, mathematics, and for- 

eign languages. Self-descriptions include 

being scholarly, broad minded, and able to 

solve problems. Achievement, independ- 

ence, logic, and ambition are valued. 

Preferences include scientific and aca- 

demic careers as they are described as 

being curious, intellectual, analytical, and 

complex. 

Artistic individuals prefer ambiguous, 

free, nonsystematic activities that entail 

using physical, verbal, or human materials 

to create art forms and products. They rely 

on subjective impressions and fantasies in 

seeking solutions to problems. These indi- 

viduals prefer musical, artistic, literary, and 

dramatic vocations and activities that are 

creative in nature. Personal descriptions in- 

clude being imaginative, introspective, sen- 

sitive, impulsive, and flexible. Other 

descriptions include being complicated, 

emotional, expressive, idealistic, intuitive, 

original, and open to feelings and new 

ideas. 

Social people prefer activities related to 

interacting with people by informing, train- 

over time. Later writings by Holland and his colleagues describe the gradual 

development of specific personality dispositions or preferences (Holland, 

1997). By adolescence, individual personalities can be divided into six types. 

See Box 4.1 for a description of the six types using Holland’s mnemonic, 

RIASEC (realistic, investigative, artistic, social, enterprising, and convention). 

People may be categorized as “pure” types when one category appears 

to be truly descriptive of their personality but, more commonly, people tend 

to have characteristics from two or three of the six types. If two or three 

of the Holland personality areas are applicable, a person usually prefers one 

area over the others, with the second category being preferred over the third. 

Holland’s (1997) research has created an image showing the interrela- 

tionships between six personality categories (Figure 4, iD 

The first category R, or realistic, is placed in the upper left point of the 

hexagon. Holland “codes” are depicted by the first letter for the title“of each 



ing, developing, curing, or inspiring. They 

typically demonstrate strong social skills 

and the need for social activities. These in- 

dividuals prefer educational, therapeutic, 

and religious vocations and such activities 

as church, community services, music, read- 

ing, and dramatics. They want to serve oth- 

ers and to participate in reciprocal 

supportive relationships. Other descriptors 

include being sociable, cooperative, em- 

pathic, responsible, accepting, persuasive, 

warm, and generous. 

Enterprising people prefer activities 

that entail leadership, striving for organiza- 

tional goals, public speaking, and eco- 

nomic gain. They value expressing 

adventurous, dominant, and enthusiastic 

qualities. These individuals aspire to be- 

come influential and known for their lead- 

ership. Characteristics include being 

persuasive, self-confident, optimistic, ener- 

Descriptions adapted from Holland (1997), pp.21-28. 

Career Theory: Holland Super 

getic, popular, and resourceful. Preferences 

lie in sales, supervisory, managerial, and 

leadership vocations and activities that sat- 

isfy needs for recognition and power. 

Conventional people prefer activities 

that entail the explicit, orderly, and system- 
atic manipulation of data. They choose 

goals and activities that carry social ap- 

proval. Their approach to problems is con- 

sistent, and they correctly follow set 

procedures. These individuals create a 

good impression by being neat, sociable, 

and conservative. Preferences include cleri- 

cal, organizational, and computational 

tasks. They identify with business, look to 

authority figures for advice, and place a 

high value on economic matters. Other de- 

scriptors include being careful, controlled, 

conscientious, obedient, orderly, thorough, 

and efficient. 

49 

of the personality categories. Other categories follow around the model in 

the following order: R, I, A,S, E, C. Career counselors often refer to the 

Holland categories with the mnemonic of RIASEC. 

If a person’s first, most obvious personality descriptor is S, for social char- 

acteristics, and she enjoys elements of creativity, or A for artistic, her code 

could be SA. If the person also has characteristics within the enterprising 

area with some leadership characteristics, the person’s code could be SAE. 

Holland personality types can be determined by taking the instrument 

Self-Directed Search (SDS). 

Holland writes that consistent personality types have letters that are 

adjacent to each other on the hexagon model. SAE in the previous exam- 

ple is consistent because the letters are next to each other on the diagram. 

A person who demonstrates inconsistency in personality characteristics 

would have letters farther apart on the hexagon, such as SRC. This means 
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the personality characteristics for the Realistic categories are quite different 

than those for the Social category, showing “inconsistencies” between the 

individual’s preferences. 

A person is said to be differentiated if the interests are well defined 

with higher scores on the first category (showing strong preference), lower 

scores on the second category, and even lower scores for the third category. 

If the scores for the top three categories are similar, there is less differenti- 

ation among the areas. This may mean the person is able to work in multi- 

ple work environments (flexibility) or is unable to commit to one type of 

work environment. 

Holland’s research also categorizes six different occupational environ- 

ments that parallel the six personality areas previously described. The 

descriptions for these work settings are shown in Box 4.2. 

An occupational environment that has attributes mostly characterized 

by realistic qualities would be labeled R. If other qualities of the occupation 

were similar to conventional descriptors, the occupation would be RC. 

Finally, if there were a few occupational factors that would be categorized 

as E for enterprising, the Holland code is RCE. 

According to Holland, people seek compatible work environments oc- 

cupied by other people of similar personality types (congruence). The more 

a person’s personality matches his occupational environment, the more con- 

gruent the match. For maximum job satisfaction, individuals need to be par- 

ticipating in occupations where the people milieu and environmental 

activities are congruent to their personality 

The Self-Directed Search (Holland, 1994a) is accompanied with a book- 

let entitled The Occupations Finder (4th ed.) and a Dictionary of Holland 

Codes (Gottfredson & Holland, 1996) with extensive lists of occupations clas- 

sified by code letters. In addition, another publication by Holland (1994b), 

You and Your Career, introduces clients to the theory and the SDS. Rosen, 

Holmberg, and Holland (1997) also created The Educational Opportunities 

Finder, listing college majors related to RIASEC codes. Finally, Holmberg, 

Rosen, and Holland (1997) prepared The Leisure Activities Finder associat- 

ing nonwork activities to RIASEC codes. 

The elegance of Holland’s theory is that with relative ease, clients can 

gain a list of occupations that fall within their major areas of interest. 

Furthermore, occupations from nonmatching personality categories are elim- 

inated, allowing for greater focus in career exploration. However, the sim- 

Rr con rarely leads to a definitive choice of a specific 

occupation. Therefore, the match between an individual and several broad 

categories of occupations is related to the first half of the Career Diamond 

where a person is exploring many potential choices of occupations based 

on broad matches to self-characteristics. 
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REALISTIC 

Technically & Athletically Inclined People prefer to 
work with their hands and tools to build, 
repair, or grow things, often outdoors. 

Dislike educational or therapeutic 
activities, self-expression, working 

with people, and new ideas. 
Traits: stable, materialistic, 

frank, practical, self-reliant. 

People Helpers 
like to work with 

people—informing, 
enlightening, helping, training, 

developing, or curing them. Dislike 
machinery and physical exertion. Traits: 
cooperative, understanding, helpful, 

tactful, sociable, ethical. 

SOCIAL 

Figure 4.1 Holland’s Hexagon 

Practical Use via the Career Diamond 

The use of Holland’s theory is best for clients at the beginning of the ex- 

ploring phase (Figure 4.2). This includes young clients who lack experience 

in the world of work and who do not have a sophisticated understanding of 

how occupational choices are self-expressive. 

The RIASEC categories introduce the client to the concept of broad 

matches between the individual’s personality and the characteristics of the 

work environment. Many clients recognize their interests and abilities are 
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Box 4.2. RIASEC Work Environments 

The Realistic environment involves con- 

crete, physical tasks requiring mechanical 

skill, technical competencies, persistence, 

and physical movement. People in realistic 

environments have direct coping methods 

and deal with problems pragmatically. 

Typical realistic settings include a filling 

station, a machine shop, a farm, a construc- 

tion site, and a barbershop. 

The Investigative environment requires 

the use of abstract and creative abilities. 

Satisfactory performance demands intelli- 

gence and analytical skills. The work is with 

ideas and things rather than people. 

Interactions between workers are rational, 

analytical, and indirect. Typical settings in- 

clude a research laboratory, a library, or a 

work group of scientists, mathematicians, or 

research engineers. 

The Artistic environment requires the 

creative and interpretive use of artistic 

forms. Workers draw on knowledge, intu- 

ition, and emotional life in solving typical 

problems. Information is judged against aes- 

thetic, subjective criteria. The work usually 

requires intense involvement for prolonged 

periods. Typical settings include a theatre, a 

concert hall, a dance studio, a library, and an 

havior and an interest in caring for and deal- 

ing with others. The work requires frequent 

aitd prolonged personal relationships, emo- 

tionally laden interactions, and flexibility. 

Typical work situations include school and 

college classrooms, counseling offices, men- 

tal hospitals, churches, educational offices, 

and recreational centers. 

The Enterprising environment re- 

quires verbal skill in directing or persuad- 
ing other people. The work requires 

directing, controlling, or planning activities 

of others, and social contact that is often 

brief and friendly in nature. Enterprising 

workers are viewed as self-confident and 

use speaking and leadership skills. Typical 

settings include a car lot, a real estate of- 

fice, a political rally, and an advertising 

agency. 

The Conventional environment in- 

volves the systematic, concrete, routine 

processing of verbal and mathematical in- 

formation. The tasks frequently call for 

repetitive, short-cycle operations per- 

formed according to an established proce- 

dure. Work is often clerical in nature, 

requiring the use of office equipment. 

Typical settings include a bank, an ac- 

art or music studio. 

The Social environment demands the 

ability to interpret and modify human be- 

counting firm, a post office, a file room, 

and a business office. 

Descriptions adapted from Holland (1997) pp. 43-48. 

expressed in work activities. However, they tend to see work environments as 

a set of skills and miss the nuances of similar environments populated with 

other workers who share basic skills and personality characteristics. 

Holland’s theory is best suited for suggesting fields the client can further 

explore (broad matching) to identify specific careers or occupations. Using 

the RIASEC personality categories and matching the related RIASEC océupa- 

tional categories creates a teaching interaction between the client and the 
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World of Work 

Figure 4.2 Holland’s theory is particularly relevant at the beginning of the Exploring 
phase where clients are starting their explorations and where matches between Self and the 

World of Work are broad and not yet refined for the integration of the Deciding Phase. 

counselor. The client learns about the world of work and how differing per- 

sonalities fit in specific categories. This elegant but simple model is great for 

starting a journey, but lacks the sophistication for making career decisions 

based on a full identity search. Finally, occupational titles and descriptions 

of work activities are introduced in an easy to understand manner. Career 

clients can use this language as an aid for information searches or to add so- 

phistication to their interview skills. 

Expanding Occupational Categories 

A group of researchers s eens Holland’s hexagon model to include the 

twenty-three job families rom the World-of-Work Map (Figure 4.3) by 

ACT (Prediger, Swaney, & Mau, 1993). Its authors point out that using the 

three-letter Holland codes could eliminate occupations that are similar to 

a person’s first letter if those occupations do not have matching second 

or third letters. For example, a person with an SAE code is not instructed 

by the Self-Directed Search’s (SDS) instructions to look up in The 

Occupations Finder occupations categorized as SCI or SIR, eliminating some 

appropriate possibilities. By superimposing the World-of-Work Map onto 

the RIASEC hexagon, clients and counselors can transfer Holland codes to 

ates of-Work job. 

he American. College Testing (ACT) company took the idea of ingaspos- 

ae World-of-Work Map onto the RIASEC categories and included the joint 

classification system in its DISCOVER computer-based exploration program. 

Prediger (1981) added the Dictionary of Occupational Titles (DOT) cate- 
gories. The DOT categories of data, people, things, and ideas were developed 

by Fine in 1950 and have been used by the Department of Labor since the 

1965 edition (Figler & Bolles, 1999). RIASEC categories provide an overlay to 

the previous two classification systems. Data encompasses the Holland codes 

E and C, People focuses on S, Things includes R, and Ideas has both A and I 
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About the Map 

¢ The World-of-Work Map arranges job families (groups of similar jobs) into 12 regions. Together, the job families 
cover all U.S. jobs. Although the jobs in a family differ in their locations, most are located near the point shown. 

e A job family's location is based on its primary work tasks—working with DATA, IDEAS, PEOPLE, and THINGS. 
* Six general areas of the work world and related Holland (1985) types are indicated around the edge of the map. 

Figure 4.3 The World-of-Work Map (Note: Copyright 1990 by American College Testing. Used by permission.) 
: 3 
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within it (Prediger, 1982). Thus, the six Holland types are placed on two foun- 

dational dimensions (Prediger, 1982). 

DISCOVER has adopted a model combining all three systems, which al- 

lows counselors to create activities that include any or all of the major 

classifications. Figure 4.3 presents the model showing the four DOT cate- 

gories in the center, the World-of-Work Map in a circle with lines drawn to 

dark dots on the outside of the circle labeled RIASEC letters. 

Although the Worid-of-Work Map extends the number of occupations 

explored with Holland codes, the critique of the matching method remains 

the same. Basic matching to. many occupations is useful in the exploration 

stage of career development, but it does not encourage a full integration of 

personal and external factors. More occupations do, however, extend explor- 

ing when the client remains motivated to continue searching. Appropriate 

clients can begin their exploration with a RIASEC code and a search for 

occupations with the code letters. Then, after the clients examine per- 

sonal reactions to the occupations found in the first search, another search 

using the World-of-Work job families extends exploration. For clients at the 

early exploring level, continued searching offers additional opportunities to 

move toward creating a vision of self and the world of work. 

CAREER DEVELOPMENT AND SUPER’S 

SELF-EXPRESSION THEORY 

Donald Super has provided the most notable contribution to the field of ca- 

reer development of any theorist (1957; 1994; Super, Savickas, & Super, 1996). 

His writing spans nearly half a century, and his ideas offer a significant de- 

parture from trait-factor theories. His original research for the Career Pattern 

Study (1957) followed the work history of a number of men for 25 years and 

determined a series of life stages for career development. In 1996, Super et 

al. updated the career stages with a pictorial diagram of steps representing 

the broad changes experienced over time by many careerists (Figure 4.4). 

Each step in the ladder represents a stage of development. As with most 

theories of development, each preceding stage must be completed before the 

next stage can take place. Descriptions of the stages are in Box 4.3. 

Super’s description of the stages of career development presents a view 

of psychological movement over the course of a lifetime. Whereas trait-fac- 

tor theories match people with work environments in a static way, Super’s 

developmental model suggests an evolving process. 

The Career Diamond incorporates Super’s concepts of development 

by picturing the process that occurs as people change from one stage to 
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Figure 4.4 Super’s Ladder. Note: Each transition, whether psychogenic, sociogenic, econogenic, or all of 

these, has its own minicycle of growth, exploration, establishment, maintenance, and decline: it’s recycling. 

(Source: Super, Savickas, & Super, 1996.) 

another (Figure 4.5). We could add a diamond turned upward between each 

step on Super’s stairway. This visually demonstrates the opening and narrow- 

ing process that occurs as an individual rises from one stage of development 

to the next. 

Super’s writing also presents other critically important concepts that 

suggest a dynamic course to career growth. Super offers the following 

fourteen propositions, only one of which describes the career development 

stages. The other proposals entail concepts of career identity, career matu- 

rity, and the implementation of self-concepts through occupational roles. 

Super paints a picture truly psychological in nature, where people with in- 

dividual differences grow and learn to meet occupational demands while 

gaining awareness of their unique nature as human beings. 2 

« 



The first step is called the Growth stage, 

and it represents the early development of 

childhood. During this earliest phase, indi- 
viduals form physical abilities and learn 

skills that are the basis of a unique self, 

concept. Attitudes toward work and im- 

ages of work roles are also formed. 

The Exploratory stage is represented 

on the second step. Here the individual be- 

comes aware of occupations. At first, adult 
roles are a part of fantasies enacted during 

play. Next, young people enter a period of 

tentative choices of occupation that are 

somewhat more realistic. Eventually, a 

choice is made. 

The third step represents the 

Establishment stage. During this phase, a 

person enters the job market by actually 

choosing to work at a particular occupa- 

tion. Trial-and-error experiences allow the 

Super’s Theoretical Propositions 

The following are Super’s propositions regarding career development with 

Stage descriptions adapted from Super, Savickas, and Super, 1996. 

Chapter 4 Career Theory: Holland Super 

Box 4.3 Super’s Career Developmental Stages 

person to determine if first choices are or 

are not a valid outlet for the individual’s 

self-concept. With further experience, 

most people stabilize by finding and adapt- 

ing to a field that “fits” their personalities 

and engenders satisfaction. 

The Maintenance stage is the next 

step in career development. During this 

phase, individuals adapt and continue to 

develop skills and interests, which will 

lead to success and satisfaction. Their par- 

ticipation could become stale and require 

renewal in the same field or a change to 

another field. 

The final step is the Disengagement 

stage occurring prior to retirement. 

Workers retain satisfactory performance, 

but their focus on their work has dimin- 

ished. Eventually, people choose to leave 

the work force. 

explanatory comments (Super et al., 1996, pp. 123-125). 

1. People differ in their abilities and personalities, needs, values, 

interests, traits, and self-concepts. 

Super starts with the unique individual differences of each person. 

People all have strengths and areas of greater and lesser ability. Each in- 

dividual forms a view of self to include likes and dislikes, and personal 

requirements. Individuals are able to define what activities serve a 

meaningful purpose in life. Finally,each person has an internal view 

comprising a constellation of personal attributes that describe the per- 

son’s self-concept. When the self-description is defining the self at 

work, it is termed career self-concept or career identity. 
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5. Transition from identity 
through work to participation 
in family and community. Use 
skills learned over the lifespan 
to benefit others. 

4. Preparing for retirement. May include 
maintaining position, becoming bored, or trying 
to update skills. May include changing careers to 
accommodate self-expression. 

3. Maintaining career in one job or in a series of 
jobs. Dealing with advancement requiring 
adapting attitudes and learning new skills. May 
consolidate skills and be preparing to change to 
a new job or field. 

2. In beginning of career. Finding out how much 
of the fantasy about what job would be like is 
accurate. Identifying jobs one would like better. 
Hopes for advancement. May consider totally 
changing career fields. 

1. Fantasizing about being an adult. Includes 
looking at adult relationships, being independent, 
and having a job. Very unrealistic, but vital to 
guiding effort at school, developing work skills, 
etc. 

Figure 4.5 At each stage of development, the diamond shape depicts the expanding and 
contracting experienced as the Self moves to the next stage of life. 

2. People are qualified, by virtue of these characteristics, for a number 

of occupations. 

Individual difference does not require finding one specific occupa- 

tion to match self-characteristics. Instead, many occupations will 

meet individual needs and abilities to varying degrees and in various 

combinations. 

3. Each occupation requires a characteristic pattern of abilities and 

personality traits, with tolerances wide enough to allow some vari- 

ety of occupations for each individual as well as some variety of in- 

dividuals in each occupation. 

In every field, , there wall be Doon nA) are similar and dissimilar in 

various way At 0 He erfor m the re iDiliti of a job, the ‘are par-— 

ticular abilities and persona prtripatee needed to meet the a 
mum job ‘responsibilities. However, there will also be room in any 

occupation for a variety of people with a whole host of persone 

characteristics. 
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4. Vocational preferences and competencies, the situations in which 

people live and work, and hence their self-concepts change, with 

time and experience, although self-concepts as products of social 

learning are increasingly stable from late adolescence until late ma- 

turity, providing some continuity in choice and adjustment. 

By the time a person develops an adult identity, she gains a sense of 

self that is somewhat stable though there will be some change as she 

gains experience and ages. Therefore, changes in the self-concept take 

place within a range that expresses the stable core identity of the per- 

son as well as reflects new insights and adaptations made over time. 

With changes in self-concept, a person may choose to change her 

working or living situation. Or, a change in working or living situation 

may require some change in self-concept. 

va This process of change may be summed up in a series of life stages 

(a “maxicycle”) characterized as a sequence of Growth, Exploration, 

Establishment, Maintenance, and Disengagement, and these stages 

may in turn be subdivided into periods characterized by develop- 

mental tasks.A small (mint) cycle takes place during career transi- 

tions from one stage to the next or each time an individual’s career 

is destabilized by illness or injury, employer’s reduction in force, so- 

cial changes in human resource needs, or other socioeconomic or 

personal events. Such unstable or multiple-trial careers involve the 

recycling of new growth, reexploration, and reestablishment. 

This is the full statement of the developmental pattern Super found in 

his research. The references to a maxicycle and minicycle suggest an 

overall pattern for a lifetime. Specifically, economic forces and/or 

changes in personal needs result in periods of smaller transitions to 

the new requirements. Each change, either in a stage of development 

or to new occupational choices, requires the person to explore and 

reestablish the self to new conditions. 

As depicted in Figure 4.6, the Career Diamond depicts the explor- 

ing stage as the opening up of the diamond and the reestablishment 

stage as the closing of the diamond when a person comes to terms 

ee 
(e.g., High School: College/Training: Early Career: Mid-Career: Retirement) 

Figure 4.6 The sequence of diamonds illustrate that as one decision is made, closing 
one stage of development, another stage begins. The process of expanding and contracting 

reoccurs. 



60 Part Il Career Counseling Theory and the Global Economy 

with a new situation. Given that change is expected over time, the re- 

cycling has been shown as a string of diamonds periodically opening 

and closing. 

6. The nature of the career pattern—that is, the occupational level at- 

tained and the sequence, frequency, and duration of trial and sta- 

ble jobs—is determined by the individual’s parental socioeconomic 

level, mental ability, education, skills, personality characteristics 

(needs, values, interests, and self-concepts), and career maturity 

and by the opportunities to which he or she is exposed. 

Super recognizes the powerful influences of the family of origin on 

career development. The socioeconomic level of an individual’s family 

determines what exposure is gained to various occupations. Parents 

and other family members influence young people through encour- 

agement and by providing resources to develop abilities and skills and 

to obtain a formal education. Parents also affect the development of 

personality and career maturity both by direct teaching and by role 

modeling. 

Super further demonstrates the influence of the wider community 

supporting the family. He created a picture called “The Archway of 

Career Determinants” that displays the factors of both the self and the 

outside world as playing a part in career development. 

The left side of the arch in Figure 4.7 shows a biological base with 

needs, values, and interests beside several forms of abilities (i.e., intelli- 

gence, aptitudes, and special aptitudes). The integration of this pillar 

leads to personality, which isthe upper cornerstone of the arch; all of 
these personal factors also lead OST evenicne On the right column, 

the environmental area is shown. A geographical base supports the 

Communit, family, school, and peer eames see ade the economy, 

7. Success in coping with the demands of the environment and of the 

organism in that context at any given life-career stage depends on 

the readiness of the individual to cope with these demands (that is, 

on his or her career maturity). 

Super defined career maturity as the ability to deal with the require- 

ments of the particular situation within the context of a person’s, 

stage of development. For a child, capacity to observe adult behavior 



Chapter 4 Career Theory: Holland Super 61 

Role 
Self- 

Concepts 

Role 
Self- 

Concepts 

Personality 

—— 

Interests 
Special Apt. Peer Groups Labor Market ; 

School 

Aptitudes 
Society 

1 | 
Needs 

Intelligence 
The Economy Community 

Biological- 
Bae Geographical 

Figure 4.7. The Archway of Career Determinants 

and fantasize the taking on of adult roles is the maturity expected for 

the growth stage. For adolescents, exploring multiple occupational 

paths and making tentative choices that fit the developing self- 

concept is the psychological task needed. For adults, continued 
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refinement of self-concepts in light of experience and insights gained 

as well as adapting to the changes required by the marketplace is ex- 

pected. Age or developmental stage determines career maturity, and 

like personal development, meeting the demands of previous levels 

of development is necessary before one can move to the next stage. 

Readiness is a psychological concept suggesting that time is 

needed for a person to develop and to be ready to move between 

stages of development. Teaching children to read before they are 

ready is known to be useless and frustrating. Likewise, attempting to 

force young people to make a choice of occupation before they are 

ready is a mistake, and as adults, people need time to emotionally 

process the loss of one job (e.g., grieve) before they are ready to face 

choosing and finding another job. 

Career maturity is a psychosocial construct that denotes an individ- 

ual’s degree of vocational development along the continuum of life 

stages and substages from Growth through Disengagement. From a 

social or societal perspective, career maturity can be operationally 

defined by comparing the developmental tasks being encountered 

to those expected based on the individual’s chronological age. From 

a psychological perspective, career maturity can be operationally 

defined by comparing an individual's resources, both cognitive and 

affective, for coping with a current task to the resources needed to 

master that task. 

Ever the research scientist, Super consistently worked to construct 

definitions that could be empirically validated. He developed the in- 

strument Career Development Inventory to serve as a survey of fac- 

tors considered to be a part of career maturity. Later, his students 

(Crites & Savickas, 1995) also developed the instrument Career 

Maturity Inventory (CMD to determine areas of career maturity. 

The CMI can Be use se planning career education URSIN CUETO: for 

For example, a younger ica: cae ee enced to SE IOnRt ESTE fess 

complexity in the reflection of experience or anticipation of the fu- 

ture. Role relationships may not be fully apparent to adolescents, but 

a basic awareness of multiple roles may be expected. Young adults 

would not yet have a great deal of work experience nor would they 

be expected to have stabilized in implementing their career plan’. 
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Table 4.1 (ase, Maturity, ‘ Basic Assessment 

Ie =~ 3. Duties, methods, materials, tools 

A. Autonomy 4. Advancement, transfer, stability 

B. Time Perspective 3 AUER and rewards of work 

; : 6. Life-style 
1.Reflection upon experience 7 OF 

2.Anticipation of the future pdr SEL 

3.Concepts of life stages ’ D. Life-Career Roles 
C. Concepts of Self 1. Work, OTE IS leisure, etc. 

2. Role relationships and effects 
1. Role self-concepts ‘ 1 

2. Self-esteem i aie nee 

3. Cognitive complexity : QP eed 
c. Conflicting 

Il. Ex 3. Multiple role self-realizations 
A. Querying: self, situations, roles a ‘ 

E. Decision Making 
B. Resources: awareness of, use Rapes 

C. Participation in school, college, : ete ag 
; 2. Applications to people and 

community 
situations 

ts Information 3. Style: rational, impulsive, intuitive, 

A. The world of education conforming 

B. The world of work FE Reality Orientation 

1. Career stages and tasks 1. Self-knowledge 

2. Coping behaviors 2. Realism as to outlets 

3. Occupational structure 3. Consistency of preferences 

4. Typical occupations (exploratory and definitive) 

5. Access and entry 4. Crystallization of self-concepts, 

6. Rewards and drawbacks values, interests, and objectives 

7. Trends and changes 5. Work experience: exploratory, 

C. The preferred occupational group instrumental, implementing, 

1. Education and training needed stabilizing 

2. Entry requirements and routes 

9. Development through the life stages can be guided, partly by facili- 

tating the maturing of abilities, interests, and coping resources and 

partly by aiding in reality testing and in the development of self- 

concepts. 

Super proposes that progress through the career developmental stages 

can be encouraged by the gradual enhancement of abilities and inter- 

ests, which is what education is about. In addition to education, the 

person matures by determining realistic choices and by gaining an 

awareness of the self. 
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The Career Diamond takes Super’s description of the interchange 

between information about the world of work and the person’s 

awareness of self and creates the two sides of the diamond. The ca- 

reer professional determines the current needs of clients as either an 

indication for education or counseling. Career education facilitates 

growth by teaching a model of career development so the client can 

continue developing abilities and interests until there is a readiness 

to make choices. Career counseling prompts the client toward gain- 

ing insights into self-concepts and helps the client deal with reality 

factors, both of which lead to making choices. 

10. The process of career development is essentially that of developing 

and implementing occupational self-concepts. It is the synthesizing 

and compromising process in which the self-concept is a product of 

the interaction of inherited aptitudes, physical makeup, opportunity 

to observe and play various roles, and evaluations of the extent to 

which the results of role-playing meet the approval of superiors and 

peers. 

ational cl he process requires an awareness of 

Merson SEIS and the readiness to adapt to reality factors 

Peale’ pupouel feedback from supervisors and others. Super uses the 

inte g to describe the ever-changing nature of ca- 

sesnndanGtepHTGHeMA s a person interacts with others and the environ- 

ment, new information is taken in and the person learns to make 

adjustments both in thinking ang in UE PERU OR 

issues must ane individualized ani NSS if TS Fenlect each per- 

son’s unique self-concept. Career choice is more than a broad match 

between occupational categories and basic personality characteristics. 

A full career self-concept contains the unique, complex, and ever- 

evolving nature of being human. People and their self-concepts 

change over time, suggesting that broad basic matches could not fully 

account for all of career movement over the lifetime. 

11. The process of synthesis of and compromise between individual 

and social factors, between self-concepts and reality, is one of role- 

playing and of learning from feedback, whether the role is played 

in fantasy, in the counseling interview, or in such real-life activities 

as Classes, clubs, part-time work, and entry jobs. : 
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Super offers examples of ways people learn and grow by “trying on” 

different career roles. To come to a realization that an occupation can 

express an individual’s career identity, the person needs to imagine 

the self in the work-role by creating a holistic picture of what it 

would be like. Parts of the self-concept need to coalesce into a frame 

that would be appropriate for a particular job or work activity. The 

career role will demand specific requirements and responsibilities, 

and compromises ‘may be needed to create the integration needed 

between the person and the role. 

Gaining such a view of the self and occupation is a complex 

process not fully explicated by any theorist. It is presumed that expe- 

riences replicating work activity or stimulating the imaginary picture 

of the work induce the synthesis and compromising needed. Coun- 

seling is one activity that encourages the thoughtful integration of the 

self and work, and counselors can aid clients further by recommend- 

ing some of the other activities Super suggests. 

Work satisfactions and life satisfactions depend on the extent to 

which an individual finds adequate outlets for abilities, needs, 

values, interests, personality traits, and self-concepts. They depend 

on establishment in a type of work, a work situation, and a way of 

life in which one can play the kind of role that growth and ex- 

ploratory experiences have led one to consider congenial and 

appropriate. 

If a person is in a role that encourages the use of the individual’s abili- 

ties, interests, or personality, then the worker will be satisfied. If the 

occupation is not reflective of the individual’s self-concepts, then the 

person will be unsatisfied. Again, it takes more than broad matches be- 

tween the person and the specific work activities to gain satisfaction. 

Super states it is not only the type of occupation that leads to maxi- 

mum satisfaction, but also the particular situation where that occu- 

pation is performed and the life-style related to the occupational 

position. Give and take between the work environment and self- 

constructs is also suggested. With experience, a worker may adapt 

expectations and personal needs to match more closely the work 

roles and by doing so may gain satisfaction. 

-C pts to the maxi- 

mum level by suggesting that oe eT Nencuds on the 
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individual’s capacity to find or create a work role that allows for such 

implementation. Variations in work satisfaction are dependent on 

the degree of self-expression found in the demands of the work. The 

greater the time spent performing activities seen as reflective of the 

person’s view of the self, the greater the work satisfaction. The more 

an individual is required to do work not expressive of the self, the less 

satisfaction is experienced. 

Work and occupation provide a focus for personality organization 

for most men and women, although for some individuals this focus 

is peripheral, incidental, or even nonexistent. Then, other foci, such 

as leisure activities and homemaking, may be central. Social tradi- 

tions, such as sex-role stereotyping and modeling, racial and ethnic 

biases, and the opportunity structure, as well as individual differ- 

ences are important determinants of preferences for such roles as 

worker, student, leisurite, homemaker, and citizen. (See Career 

Rainbow.) 

aoe ate See that occupational roles a We entity factor 

lany peo r others, career eerie and activity might be less impor 

tant as a statement of who they are. Super’s original longitudinal study 

of career patterns did not include women. When more women began 

careers outside the home, some writers in the career literature sug- 

gested Super’s developmental stages might be different for women 

than for men. Super answered by stating anes women 

ante eultiral influences, Super seed that differences of STERN or 

group values may affect individual priorities. Career issues may be of 

greater or lesser importance depending on the salience of work role 

for individual identity. 

Super (Super et al., 1996) created another picture—that of the Life 

Career Rainbow—to demonstrate the most common roles played across the 

life-span. 

The rainbow in Figure 4.8 displays multiple roles and can be used as 

an educational tool to illustrate the impact of different roles across the life- 

span. A larger picture of the rainbow labeled with several roles can also be 

used for clients to color, showing the amount of time or importance each 

role has in their lives at a particular point in time. (Have the client color the 

amount of importance each role has. Length of line and color are important. 

Have the client explain both.) 
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Situational Determinants, Remote-lmmediate 

Social structure 
Historical change 

Socioeconomic organization and conditions 
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General and Specific Aptitudes 
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Figure 4.8 The Life Career Rainbow (From “A Life-Span Approach to Career Development” by Donald E. Super, 
1990, Career Choice and Development: Applying Contemporary Theories to Practice, p. 200. Copyright 1990 by Jossey- 

Bass. Reprinted by permission.) . 

Practical Use via the Career Diamond 

Borgen (1991) noted that Super “has splendidly stood the test of time” (p. 

278). Super introduced the concept of first conducting self-exploration and 

exploring the world oe Mae before the femal ae Within this gee 

done Bak career experiences over time is called a “maxi-cycle.” In addi- 

tion, mini-cycles repeat the process of exploring, fantasizing, making ten- 

tative choices before setting priorities, and deciding. Mini-cycles represent 
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Self 

World of Work 

Figure 4.9 The Career Diamond illustrates Super’s stages of first exploring to create a 

broad vision or basic career identity. After the broad matches of the Exploring stage, a 
narrowing or contracting stage follows where the Self and external realities are integrated 

to make a decision. 

transitions made within a lifetime, suggesting career decisions are not final, 

but can be made over and over. 

In Figure 4.9, the Career Diamond illustrates the process Super de- 

scribes—with an exploring phase first, coming to a vision of a career choice, 

and integrating the interaction between the self and the world of work re- 

alities in the deciding phase. Active listening is an important skill that en- 

ables the career counselor to hear the entirety of the client’s exploring 

experience and to help the client explore the needs of the self prior to mak- 

ing career decisions. 

Although Super’s devel enta el is quite general, developmen- 

tal theories from meal TERT aer can ahe used to puppet the broad 

concept that career identity GNSS over time. Also, $ . 

Super s archway introduces the concepts of both individual influences 

and external factors affecting career identity. The Career Diamond pictures 

Super’s description of mini- and maxi-cycles. Exploration is shown within 

the expansion of the diamond, and decision making pictures contracting pri- 

orities in a process that repeats itself with each new diamond. 

Super himself was influenced by the work of Ginzberg and his col- 

leagues (Ginzberg, 1952, 1972; Ginzberg et al., 1951). Ginzberg introduced 

the three stages of exploration, crystallization, and specification as tied to an 

adolescent’s development and experience. Super’s original theory retained 

the developmental, age-related concepts, but his later theory suggested the 

stages were more flexible. The exploration, crystallization, and specification 

became a natural sequence of career growth not necessarily tied onl¥ to a 

young adult’s development, but also as repetitive patterns occurring through- 
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out life during career transitions. The implications of continual growth, rather 

than stage growth, are extremely relevant as career theory and practice 

changes to help clients adapt to the fluidity of the modern job market. 

Holland’s typology for personalities and for work environments offers a sim- 

ple, elegant method for helping clients identify broad interest areas. Clients 

designate their personality types by choosing several categories describing 

six different dispositions (RIASEC). Then, the personality types are matched 

with occupational categories using the same letters. The broad matches are 

helpful in eliminating those categories that are not of interest and by pri- 

oritizing the categories that are of interest. The client learns how occupa- 

tions are distributed in the world of work and how personal attributes are 

expressed in occupations. For unsophisticated clients, such a teaching/learn- 

ing process is appropriate. 

Super provides a developmental description for how career identity grad- 

ually matures and changes. Experienced career counselors will often redis- 

cover constructs from developmental theory, as clients share their 

experiences and the abstract notions come alive. Developmental guidelines 

provide excellent snapshots of the sequential challenges most individuals 

experience. An understanding of developmental constructs is useful for un- 

derstanding the direction of psychological growth. A sophisticated under- 

standing of client development enhances the counselor’s capacity to choose 

appropriate techniques to meet client’s needs. It is critical to understand, 

however, that though career identity develops in stages, growth and change 

is a lifelong process and gaining initial career maturity is not an ending 

point but the beginning of additional changes that continue in a recycling 

pattern. Super’s general description of expansive exploring prior to the con- 

tracting of options in deciding illustrates the movement of the career devel- 

opment process. In the next chapter, other theorists add further concepts 

that suggest counseling interventions to help clients broaden their self-con- 

cepts, their understanding of occupational requirements, and the integration 

of both. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Holland: Trait-Factor 

A. Match personality of person with demands of job (congruence). 

1. Individuals’ personalities can be categorized into types com- 

bining one, two, or three of the RIASEC personality areas. 
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2: 

4, 

Jobs entail specific behaviors characterized by providing spe- 

cific services or products produced. Job environments can be 

classified by RIASEC categories. 

People seek out people with similar codes and congregate in 

like occupations. 

Career choice and other occupational behavior equals the in- 

teraction between the person and the environment. 

If. Holland: Important Concepts 

A. Personality types match job characteristics. 

Uh The more a person’s personality matches the job environ- 

ment, the more congruent the occupational choice is. 

Consistent: When the letters of the two or three letter code 

fall next to each other on the hexagon 

. Differentiated: When there is a clear preference for one let- 

ter as indicated by a higher score 

II. Career Diamond Application of Holland’s Theory 

A. Very useful for the beginning of exploration phase. Creates a 

process where the counselor serves as a teaching guide, explain- 

ing the career choice process. 

B. Holland’s research is easy to understand and helpful in categoriz- 

ing occupations in career libraries. 

IV. Super’s Developmental Theory 
A. The individual and the workplace change and evolve over time. 

1. 

6. 

There are a variety of jobs that can suit every client (no 

perfect match). 

. Jobs need to be flexible enough to allow for worker 

variability. 

. There is a major developmental movement (maxi-cycle) made 

up of five stages: 

Growth, Exploration, Establishment, Maintenance, and Decline 

. Each major stage contains a mini-cycle within it: 

New growth, Reexploration, and Reestablishment 

. Transitions include an exploratory phase (fantasy, tentative 

choice) and an establishment stage (trial behavior; stabilizing). 

Career determinants include personal and social influences 

with the self bridging and overriding the two. 

V. The Individual Is More than Traits and Abilities. 

A. Satisfied workers are able to express a career identity and demon- 

strate career maturity (work satisfaction). 

B. Career self-concepts (career identity) grow and develop and 

change with experience. 2 
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C. Implementation of self-concept is an interplay between the 

self and external realities. 

D. Individuals must become aware of the self and be able to articu- 

late a self-concept. 

E. Career maturity defined as an individual’s capacity to meet de- 

mands of age-appropriate developmental tasks. Readiness is the 

person’s capacity to learn career-related concepts or skills. 

1. Career maturity requires planfulness; exploring self and re- 

source information (e.g., world of work, occupations, and 

personal roles) 

2. If work conditions do not meet the needs of the self, then 

other roles can meet those needs (e.g., family roles, hobbies, 

volunteer work, etc.). 

VI. Career Diamond Application of Super’s Theory 

A. Each major stage consists of at least one diamond. 

B. Suggests to clients that the current need is one in a chain of deci- 

sions yet to be made. 

C. Takes into account internal and external factors affecting career 

development. 

D. Pictures the process of expanding for exploration and contracting 

for making choice or deciding. 

EXERCISES 

1. Super says career development is the implementation of self-concept. 

How would you describe your career self-concept? How would you 

facilitate a process where a client articulates his self-concept? Remem- 

ber basic counseling skills such as active listening and reflecting feel- 

ings. Practice in dyads playing the roles of counselor and client. 

2. Use the RIASEC personality descriptions or the Self-Directed Search to 

determine your Holland Code of two or three letters. What occupa- 

tions are suggested by your code? What common characteristics of 

the occupational categories are particularly relevant to you as a 

unique human being? 

Although you may use the personality descriptors or the occupa- 

tional characteristics, are there other factors about the occupations or 

unique qualities descriptive of you that are not captured by the RIASEC 

definitions? Role play in dyads as counselor and client. How can the 

counselor use the Holland Codes to facilitate career exploration? Does 
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CHAPTER’ 5 

Career Theory: 
Krumboltz Gottfredson 

| do the thing which my own nature drives me to do. 

Albert Einstein 

E f learning and a eopnitive Ronse: Efeind: g 

— Ben ———e concepts expand a holistic un 

eae DS career PeaNIOS and can he ncinniamnas sili the theories pre-» 

exianen how —— ppioner are | ased apen social oats that narrow 

potential choices before personal interests are explored. Lent, Brown, and © 
Hackett\show how broad self-evaluations influence an individual’s choices» 
All these theories offer a rich source of ideas for potential counseling in- 

terventions. Counselors can encourage clients to reconsider basic thinking 

patterns that have limited self-concepts and eliminated some of the occupa- 

tions considered. 

KRUMBOLTZ—SOCIAL LEARNING THEORY 

AND CAREER DEVELOPMENT 

John Krumboltz (1 976, 1994) applies the social learning theory developed 

by Bandura,to career behavior and makes specific recommendations for prae- 

tice\ In fact, he critiques most career theories as being “largely irrelevant to 

practice because they have focused on career development, not counselor 

intervention” (Krumboltz, 1996, p. 55). Krumboltz (1993) critiques trait- 

factor theory as being unrealistically simplistic, overfocusing on cognitive 

matches between the individual and the work environment, failing to ac-” 

2 
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knowledge the emotional components of career problems, and boring for 

new career counselors, Interest inventories are seen as nonsensical because 

many clients have little or no experience with many of the items they 

mark as like, dislike, or indifferent. Krumboltz(1996) suggests changing in- 

terest inventory answers to, “I don’t know yet,’ “I haven’t tried that yet,”or 

“I'd like to learn more about that before I answer’ (p. yee 

People with differing genetic characteristics are exposed to infinitely 

varied learning opportunities (or lack thereof) as a result of the social, 

cultural, a economic circumstances ee exist at the time and Dee 

Career counseling can aid clients in identifying, developing, or learn- 

ing skills, interests, beliefs, values, work habits, and other personal qualities 

that will allow clients to achieve a satisfying life within an ore ue 

Ngee Coates ao: New learning tak ! ated 

ae different experiences and different perceptions of experience based 

upon ee ues 

i notior 7i0 neffective personal patterns are learned 

pecuee eres has Bird affected by a lack of social support, emotional 

deprivation, traumatic events, inaccurate ideas, or poor role models. 

Once learning has taken place, the person may be closed to further ev- 

idence that the original learning was faulty (confirmatory bias). The per- 

son only pays attention to ideas or observations that confirm an original 

learning and does not pay attention to any evidence to the contrary 

(Krumboltz, 1991). For example, the lion in the movie The Wizard of Oz 

could have observed his own behaviors and determine that he was coura- 

geous. However, the lion was convinced he was a coward and only paid at- 

tention to behaviors showing he was afraid, denying the acts of courage 

he demonstrated. 
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Self-Observation Generalities, Task Approach Skills, and Areas of Change 

Individuals gain a sense of self by observing their behavior, attitudes, beliefs, 

and feelings. Over time, an individual forms meRncralzausne BRO the self 

(emahsetvation generalities). Peopl oon al nodes ; ArT 

; small pieces of behavior'th 

all skillsare called task appt 

leanings occurs LEROUBIBWIOHELE® ee urate the Behaviors of an 

admired person who demonstrates qualities desired by the learner. 

Krumboltz (1996) criticizes other career theories for assuming that 

the career counselor and client are stuck with the current skills, interests, 

beliefs, values, and even personality. From this stuck perspective, the coun- 

selor helps the client find a career match, retaining the client’s limited view- 

points rather than extending career vision. 

Skills can be developed; clients just need to know how much time and 

money it will take to acquire the new learning (Krumboltz, 1996). A client 

can rule out an occupational choice because the effort or cost is prohibitive 

rather than accepting a limited self-concept saying, “I can’t; ’m incompe- 

tent.” Interests develop via exposure. If matches are solely based upon sim- 

ilar interests, then clients born to families or attending school systems that 

fail to provide exposure restrict the individual’s options. Career counseling 

can help clients expand their experiential background, thus opening them 

up to new interests. Beliefs are both logical/illogical and emotional, logical 

beliefs may be fervently held by clients who attach strong emotions to the 

concepts. These emotions can override logic and trap a client. If career coun* 

selors deal with the emotion as well as the logic, erroneous or false beliefs 

can be exposed and changed. 

Even values change, according to Krumboltz. He offers the example of 

priests becoming agnostics, and agnostics becoming priests. In fact, Krumboltz 

notes that it is not uncommon for people to hold contradictory values. Career” 

counselors need to bring conflicting values into the opentko clients can fully 

examine their beliefs. SSdioall oe Be idjusted. senate states 

ategies. Bisertiveness atic for introverts i is an example. ERE a per- 

son may remain an introvert, assertiveness training may expand career op- 

tions. As new perspectives are established, the clients may actually change 

some of their personality preferences, affecting not only their career outlook 

but their personal lives as well. 

Krumboltz’s perspective values the impact of sophisticated career 

services. 

Career counseling is the most complex type of counseling because the 

counselor must possess all the skills of other counselors; and, in addi- 
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tion, know employment trends, methods of preparing for various work 

roles, career assessment techniques, and methods for changing work-re- 

lated behavior, emotions, and cognitions. (1996, p. 59) 

What to Listen for in Career Counseling 

Krumboltz’s (1994) research has identified attitudes and beliefs that restrict © 

successful career behavior. A client’s perspective that goal attainment must 

proceed in a specific sequence is restrictive; whereas a perspective suggest- 

ing several routes to success opens possibilities. Another example is a strong 

need for privacy in dealing with others, which is less successful than a pref- 

erence for open communication. Attitudes such as recognizing the need for 

hard work, flexibility, self-responsibility, and conscientious behavior promote 

career success unless such attitudes are taken to unnatural extremes. Personal | 

characterizations can also sabotage career behavior,For example, clinging 

to a self-description such as “I’m a night person” can lead to an inability to 

get enough sleep. Krumboltz (1994) describes the night person as afflicted 

with a personal ism called diurnalism. Other isms could be maritalism, “I 

can’t because I’m married”; or characterism,“I1'm stubborn; that’s the kind 

of person I am.” 

Clients, often express self-statements that could limit their career de- 

velopment. Krumboltz (1994) lists the following self-defeating cognitive con-) 

structs: \ 

A lack of recognition that changes could happen 

Eliminating alternatives for inappropriate reasons 

Viewing life in negative terms 

Blaming others 

Repeatedly saying “I can’t,” sometimes accompanied by negative feel- 

ings of depression and/or anxiety 

is: Seat a 

Counselors can detect.such self-statements,and encourage clients to re- 

consider the validity of such self-limiting remarks,One of Krumboltz’s con- 

tributions to career theory is his recognition that cognitive constructs often 

seen as detrimental to personal development also have a negative impact on 

career movement. 
: 

application of cognitive therapy to career 

a ata meristicns of faulty reasoning affecting ca- 

1. Overgeneralizations 

2. Self-evaluations with unreasonable standards or, often, a single 

standard 
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3. Exaggerating the impact of an outcome (sometimes labeled as failure) 

4. Overemphasizing a single or narrow focus 

5. Undue weight given to a low probability outcome 

fory (CBD was developed to 
that block career development\(Krumboltz, 1991). However, 

counselors can often identify those attitudes and beliefs held by a client 

while interacting in counseling sessions. The CBI may be most useful in iden- 

tifying ineffective constructs held by a group of clients in planning career 

education programs. 

cognitions 

Changes in Career Planning to Awareness of Serendipity 

GcrurEnoler & een 1973; KTOMDOle & Hamel, 1977). HOWEVEE er the 

late ‘90s Krumboltz and his colleagues amended his theory, changing from 

a static, rational approach to a dynamic, adaptive approachqwhere the unex- 

pected happenstance is taken into account (Mitchell, Levin, & Krumboltz, 

1999). Krumboltz described traditional decision making as obsolete (per- 

sonal communication, January 14, 2005). Following the outdated model of 

applying true reasoning as per Parsons (1909) resulted in structured coun- 

seling in a step-by-step format. If clients “sensibly resist our efforts to get 

them to predict their own futures, we label them as undecided, or even in- 

decisive, and feel that our counseling has failed” (Krumboltz, 1998, p. 391). 

Krumboltz and his colleagues go on to sayythat the global economy has: 

changed client needs: 

Rational planning alone would serve its purpose if career were to fol- 

low a simple, straightforward, and logical path. Unfortunately, due to 

major technological advances, the world of work today is not what it 

used to be. In virtually every employment sector, job descriptions are 

changing, some occupations are becoming obsolete, and unforeseen 

occupations are being created.(Mitchell, Levin, & Krumboltz, 1999, 

p. Me 

The four sens in Box 5. 1 describe er process on preparing eae to 

remain open to change. 
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Box 5.1 Serendipity Mindfulness 

Normalize happenstance in the fering a young salesperson a 

client’s history. job of a lifetime). However, 

A. Identify actual happenstance clients can create chance 

events in client’s history and events by visiting places or peo- 

how the client made choices ple of interest or communicat- 

that enabled them to benefit ing via e-mail, phone calls, or 

from chance occurrences. networking with someone who 

p clients transform curiosity knows someone. Information is 

into opportunities for learning and learned and relationships are 

exploration. formed. 

A. Unexpected events are oppor- St Teach clients to overcome blocks 

tunities to explore and be curi- to action. 

ous. For example, missing a A. Develop skills in curiosity, per- 

flight may be a frustrating 4- sistence, flexibility, optimism, 

hour delay or an opportunity to and risk taking. 

find out about the person sit- B. Assess deeply held beliefs that 

ting in the next seat. Through interfere with taking action, 

that conversation, information being curious, or identifying un- 

is garnered and a relationship expected opportunities. 

that may make a future differ- C. Deal with negative chance 

ence could be formed. events such as illness, acci- 
"Step 3: Teach clients to produce desirable dents, rejection, etc. Which of 

chance events. these types of events demoral- 

A. Yes, chance events tend to ize the client, and which ones 

come out of the blue (e.g.,a could serve as a motivator or 

vice president of a big company challenge to overcome? 

shops at a store and ends up of- 

Mitchell, Levin, & Krumboltz (1999), pp. 121-122. 

Practical Use via the Career Diamond 

ee aa anne changing thinking patterns that block career —"7 In 

essence, this theory recognizes that the self can be truncated and cognitive 

techniques are useful for expanding the self (Figure 5.1). Furthermore, 

Krumboltz offers specific attitudes useful for career movement over time. On 

the other hand, he seems to pay attention to learning and thinking without 

much attention to feelings. Although he acknowledges the importance of 
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Self 

2] 

World of Work 

Figure 5.1 Krumboltz’s concepts suggesting the Self can learn attitudes to enhance 

career movement are shown by arrows that widen the Self. Broadening the Self in the 
Exploring Phase allows clients to be open to more options in the World of Work. 

Broadening the Self in the Deciding Phase encourages greater integration with changes 

in the World of Work. 

emotions, the theory focuses on techniques that are cognitive in nature, and 

the implied assumption is that feelings follow thoughts. 

Krumboltz’s\embrace of happenstance demonstrates his ability to up- 

date theory to remain current with changing economic conditions in the, 

world of work. The concept of planning ahead while remaining aware of 

new opportunities follows the Career Diamond process of integrating exter- 

nal factors with new visions of the self and being open to change. As one 

diamond closes, another exploring phase opens up. Happenstance also 

demonstrates that the cognitive sets of the self can either limit or broaden 

the self’s ability to take advantage of external changes. 

The techniques chapter (Chapter 9) has an outline using a linear deci- 

sion-making format by providing questions the counselor can use to stimu- 

late client thinking. Throughout the decision outline, however, are questions 

asking the client to apply information to personal criteria important to the 

self. With any structured approach in counseling, it is important to reflect 

client content and feelings and to ask the client to summarize intermittently. 

Otherwise, the client may simply go through the motions without internal- 

izing the process. Such issues are more thoroughly examined in the counsel- 

ing process chapter (Chapter 8), where happenstance and other similar 

concepts are discussed. 

GOTTFREDSON—CIRCUMSCRIPTION AND COMPROMISE 

Gottfredson (1981, 1996) extends the developmental literature by looki 

at the early experiences of children'from preschool through AN DIERERIRA 

Specifically, she determined that peenntmeecranntitl weak prediétc 

(but popular in the career literatufe) whereas social class, i 
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idual’s sex are rhe indy 

on to important career + mile 

eat re ad ce. Their second critiqu 
on the profession’s overfocus on the career choices of college students, a 

are in the minority and likely to be more intelligent and have more options. 

Finally, they view caréer development not as career selection but as career 

rejection.“ Early vocational choice is the rejection of unacceptable alterna- 

tives, of identifying what is most repellent and threatening to the self, not 

what is most attractive. In short, it is deciding what one wants to avoid” 

(Gottfredson & Lapan, 1997, p. 429). This is a conceptual shift that can in- 

form poy career counselors. Gottfredson elucidates ‘SRESERSSIEOG. 
lent process ye gins He e, and this process should be o 

particular interest to OEE career counselors who work with grade and mid- 

dle school-aged youth. 

First‘and foremost for Gottfredson is the concept that young children» 

begin to narrow their pce career mnlieiee ina eanenan | pcteried to as 

dat an early age, well before an 

ene recndine aE the complex eiult av exists (Gottfredson, 1981; 

Gottfredson & Lapan, 1997). 

Some additional important principles describe the pro; 

min iting career Of 

dren become aware of fe self, they begin to create visions about iW: self in 

the future. Jobs are obvious distinguishers among people, and children can 

use stereotypes about work to describe the self (e.g.,“When I grow up, I’m 

going to be ...” tells us about the child’s view of the self). Each stage of career 

awareness includes an addition of a more complex concept of the self. Stages 

do not replace each other, they add to each other. 

The following four stages for devel ne career a -eness. begin in the pre-» 

ch years ar O nce. T rapa of eoinplecine each stage 

inet sneer life G. e “he poundarics set in each stage), and each stage _ 
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“fuzzy because noe Mere cA the ages at which childsen first enter the stage 

in any sizable proportion” (Gottfredson, 1981, p. 555). 

Stage 1: Orientation to Size and Power 

Preschool-aged children (3-5 years) are Vemagoncsete in their classifica- 

tion of people and the world. There is a shift from seeing power as magi- 

cal to power as a part of adulthood. At this age, children have a simple and 

crude understanding of people and jobs. Big is connected to power, and big 

people work. Finally, the world is divided into dichotomous distinctions of 

big-little and good-bad (Gottfredson, 1981; Gottfredson & Lapan, 1997). 

Stage 2: Orientation to Sex Roles 

Roughly from 6-8 years of age (Gottfredson, 1981), children know about and 
use sex roles to guide behavior; however, their focus is primarily on visible 

gender ineiicatoosich as siclethineaos masculine or feminine cactiuings (di- 

ence to sex roles as “a in (Gottfredson, 1981, (oy, 559: 

ns are made 

Stage 3: Orientation to Social Valuation 

Children, typically 9-13, develop the social views of various careers includ: 

i BREE prin saree A the onset of aDSuRASE sn —_ 

come with rewards that (ower prestige careers do not Ce. , , nice clothes, big 

office) (Gottfredson, 1981; Gottfredson & Lapan, 1997). 

_ Stage 4: Orientation to the Internal, Unique Self 

‘Stage 4 begins roughly around age 4, although it can peo later for some 
adolescents. Even though a keen irene ublic world exists, 

teenagers can also apply their seeniaestcinainds of PSs. interests, person- 

ality, aptitudes, and morals/values to career choice. This is the process of cre- 

ating a personal identity via individual uniqueness. The ability : 
~ 
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Summary of Four Stages in the Development of Self-Concept and Occupational Preferences 

Characteristic 

Stage 

1. Orientation 

to Size and Power 

2. Orientation 

to Sex Roles 

Ages (years) 

Grades 

Thought 

processes 

Ability to classify 

objects, people 

occupations 

New elements in 

perceptions of 

self and others 

New elements in 

occupational 

perceptions and 

preferences 

Images 

a=) 

Nursery school 

and kindergarten 

Intuitive 

Has not achieved 

object constancy 

Little vs. big 

Occupations as 

adult roles 

on the 

6-8 
P 

1-3 

Concrete 

Simple groupings 

Gender 

Sextype 

3. Orientation 

to Social 

Valuation 

9-13 

4-8 

Less concrete 

Two-factor 

groupings 

Social class and 

intelligence 

Prestige level 

4. Orientation 

to Internal 

Unique Self 

14 and over 

9 and over 

Abstract 

Complex 

groupings 

Personal interests, 

values, and 

competencies 

Field of work 

, as with Super, career choice is an atte 

pts. However, satis His ences the prim 

e psychological self is implemented after the publi 
has been established (Gottfredson & Lapan, 1997). Essentially, a person’s con 

cern about how others will view “my image” is primary) Internal thoughts ~ 

and feelings are secondary. On the other hand, if a career choice is pub- 

licly supported, then psychological issues can become more important. A 

very public characteristic is gender; and humans are, according to this the- 

ory, very BeETEVE to ee issues and piguaons of BeOeey a 
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Circumscription 

Compromise 

sends young ended Tporene messages about alia is Gnacee pele! and 

high socioeconomic status (SES) families have different tolerable-sextype 

boundaries as ‘Seen ie to oe 2 families. 

O: ? 1. Furthermore, the adolescent may accu- 

avide assess eae he could be site sepa but that the effort it would take 

to be Lane ec ueaed or successful is just too much. In either case, the ado- 

ry, SENS & Lapan pal — 

The Zi Sf SSEESaLte ——_ Figure 5.2) includes jobs that do — 

not violate acceptable sex roles, have enough prestige, but are not beyond 

personal skills or willingness to invest effort, The goal for career counselors 

is to help young people have as large a zone as possible..Counselors may 

help older clients reassess their three boundaries and hopefully expand their 

acceptable zone. Finally, clients may be taught that most people are “multi- 

potential” (Gottfredson & Lapan, 1997, p. 426). So, a goal of narrowing op- 

tions to a single occupation forever limits most people unnecessarily. 

‘Compromise “is the process by which iadiadualstclindaish their 1 

pat Sia foeotes) Gottfredson & Lapan, 1997, p. 426) and is “changing ? 

ccomn odate to uncontrollable circumstances” @ottfredson, 1981, 

p. 569). Various factors moderate young people’s career decisions. For ex- 

vue how accessible is the profession? As a teacher of undergraduate psy- 

chology students, the second author regularly sees students who want to 

work in forensics for the FBI. Given the limited number of available jobs in 

this area, the dream for students at 18 is rarely a realistic choice by the,time 

the students graduate. Compromise can also be impacted by perceived dis- 



Chapter 5 Career Theory: Krumboltz Gottfredson 85 

High 

Tolerable-effort boundary 

Idealistic aspiration 

ZONE*OF ACCEPTABLE 
ALTERNATIVES 

Realistic aspiration 
Prestige Level of Job 

Tolerable-level b
oundary 

Low 

Very Masculine Very Feminine 

Sextype of Job 

Figure 5.2 Zone of Acceptable Alternatives 

crimination or family constraints. The goal is to compromise and to gain a 

“good enough” career (Gottfredson & ea a 1997-0. 7 

Ina SAUER NS from her i 1 

S¢ e, more recently, CUUNERTEEA 1996) has — that the degree 4 

compromise is indicated by levels of change required: major, moderate, 

and minor. Initially, young people may have idealistic career choices that are 

solely based upon preference and do not include real world moderators (e.g., 

accessibility, discrimination, etc.). Compromise\is the process by which 

young al shift from idealistic careers to realistic careers. i 

putse Tee prestige jobs even if the be are not abou matches with the 

psychological self. In the event that the compromisesiare considered minor, © 

the individual views a variety of career options as good. In this case, sextype) 

and prestige are “good enough,” and the individual ‘can focus on the best » 
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match for internal preferences, such as interests, values, etc. (Gottfredson 

& Lapan, 1997). 

On a final note, not all change in adolescence is compromise (Gottfred- 

son & Lapan, 1997). Young people have new experiences that correct errors 

in perceptions of the world of work or the self. These new experiences may 

also adjust the various boundaries. Compromise, only occurs when an indi- 

vidual feels forced to avoid or give up a preferred career choice(s). 

the Career Diamond 

Gottfredson has made a valuable contribution to career development lit- 
erature by exposing societal influences that limit personal choices. 

the erent what — pesicoT the client has inculcated based upon 

social messages regarding gender; what social value the client attributes to» 

careers under consideration; and how the client’s self-image is in line with _ 
such social constructs or not. Hence, the self has an arrow indicating the 

need to expand so that it becomes equal to the external width. If the self 

World of Work 

fu 

Self 

Figure 5.3. The Career Diamond is turned upside down in Gottfredson’s theory, with 
the World of Work on top, dominating the Self on the bottom. 
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can expand to full self-expression, free of limiting social constructs, the 

diamond can reverse with the self in control. 

The zone implies that multiple jobs can be acceptable. The responsi- 

bility for narrowing choices is the individual. Compromise also implies 

that the current decision does not have to be a final decision. The career 

counselor can listen to the “have to haves,’ “wishes,” and “don’t cares.” Client 

themes may include one or more of Gottfredson’s three boundaries and may 

reveal what issues are ‘most important to the client. 

If one is working with grade school- to middle school-aged children, the 

development of career boundaries has direct implications for career serv- 

ices in the school. This theory could be used as a psychoeducational pres- 

entation for teachers. Finally, Gottfredson (offers interesting insight as to why 

a client might purposely ignore personal interests when choosing a career . 

(Remember Super’s 14th proposition?). 

LENT, BROWN, AND HACKETT—SOCIAL 

COGNITIVE CAREER THEORY 

(Lent, Brown, & Hackett, EES Lent & see 1996). The empirical sup- 

port found for SCCT constructs ES: & Lent, 1996; ages & Gore, eo 

suggests the the nay rep ab ; d 

SCCT describes career development as a complex interaction betwee ‘ 

an individual, her behavior, and the environment (Lent & Brown, 199 

Lent & Hackett, 1987). The interactive factors are directly related to Bandura’s 
ee Cripsin _———a — of causality. Basically, an individual has 

‘ overt behavior Chink about a time you were em- 

| / are ae 

mQvert penariog (ae eee c TRS on one’s er can 

tlnence Mera states as well as creating responses (e.g., spilling coffee 

on a co-worker). At the same time, the external environment sends cues that 

may or may not change AMES ETS states and overt behavior. Plus, the HIS 

one can see how complex thie can n get! n 
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Sherry was struggling with her motivation 

to do as well academically as she knew she 

could. As a 19-year-old sophomore, she had 

recently won the Outstanding Chemistry 

Student award at the university honors 

banquet. Her freshmen-year GPA as a pre- 

med major was 3.625. Sherry was active in 
the community, including participating in 

chemistry fairs and serving as a counselor 

for the high school chemistry camp. 

Though clearly she was a talented science 

student, she began to dread attending class 

and could not bear the thought of partici- 

pating in another chemistry camp. The 

dream of becoming a physician with many 

more years of science courses was becom- 

ing a nightmare. An even bigger problem 

was the sequential nature of the courses 

she was scheduled to take. If she took a se- 

mester to try other, nonmajor courses, she 

would effectively lose a year. Because her 

family was struggling to afford college, 

Sherry could not bring herself to ask for fi- 

nancial assistance for an extra year. Her ad- 

visor, the one who recommended her for 

the chemistry award, strongly suggested 

she keep taking the science sequence. He 

assured her that her doubts were common 

and the exciting Courses were just around 

the corner. 

How Would You Conceptualize This Case? 

1. What developmental tasks do Sherry 

and most adolescents Sherry’s age 

face? 

. How would you conceptualize Sherry’s 

situation using concepts from theories 

by Super or Gottfredson? 

3. Would the family’s financial situation 

change your counseling approach? 

(That is, if the client could easily afford 

Career Counseling Theory and the Global Economy 

another year, would you make different 

_ recommendations?) 

4. Asa counselor, would you worry that 

Sherry is “supposed” to become a 

physician to increase the family’s 

social respect (i.e. Sherry as the “hero” 

of the family)? How would this situa- 

tion affect your career counseling 

approach? 

What Actually Happened? 

Sherry sought counseling at the university 

counseling center. The counselor labeled 

Sherry’s struggle as her search for identity. 

Counseling became the space where she 

could examine what she truly wanted and 

how she would deal with the pressures she 

felt. Over time, Sherry recognized she had 

circumscribed her choices by her economic 

fears and family pressure. She determined 

that she had the right and the opportunity 

to explore her interests. 

Sherry told everyone she was still a 

pre-med major, but she decided to take a 

year off from the science courses. She 

spent a year taking introductory classes in 

almost every college on the university 

campus (business, liberal arts, etc.) and 

made an interesting discovery—students 

can enjoy what they are studying! Sherry 

finally decided to major in political science 

and minor in theater and psychology. She 

rarely missed class and graduated with a 

3.821 GPA. Her final struggle became 

which area of graduate study she wanted 

to pursue. There were just too many excit- 
ing options across a variety of fields where 

she could gain adequate financial aid! 

After the initial shock, her family sup- 

ported her decision when they saw how 

much happier she was. : 



Chapter 5 Career Theory: Krumboltz Gottfredson 89 

SSIRERCaty is defined as an ‘aieaieenl s oni of her own abilities. 

to plan and institute the correct action(s), which will lead to successful per 

formance and goal attainment (Lent & Brown, 1996; also see Bandura 1986). 

It is important to remember that self-efficacy, is based upon actions a per-» 

son knows she can accomplish as well as an awareness of the consequences 

for taking or not taking said actions(Osborne, 1996). Self-efficacy is also 

based upon past experience and not potential. There is a difference between 

knowing what one can do and hoping one can be successful. 

Self-efficacy is believed to “determine one’s choice of activities and en- 

vironments, as well as one’s effort expenditure, persistence, thought patterns, 

and emotional reactions when confronted by obstacles” (Lent et al., 1994, 

p. 83). A person’s self-efficacy can be positively or negatively impacted by: 

(a) actual personal accomplishments, (b) internal states (e.g., feel good/bad 

about actions), (c) observational or vicarious learning, and (d) responses 

from the social environment (can impact view of personal accomplishments 

and/or internal states) (Lent & Brown, 1996). Obviously, positive experiences 

are expected to enhance self-efficacy while negative experiences have the 

opposite impact. 

Outcome expectations are, as one would suede a person’ — 

skilled individual fails, an Observer! is Priieaat to haveh paste Eepecetions 

On the other hand, if a less-skilled individual is successful, then the more- 

skilled observer might assume success even if she has little to no experience 

in that particular domain (e.g.,a teenager watches a 10-year-old do some- 

thing on a skateboard). 

In regard to career, 

gener Len et al. ‘dada It is also important to note m - outcom 

ions have internal states. Just peeatise a person nee en ex- 

pectations for! success Tier not mean the person will pursue that type of 

work. For example, a person may expect a Ph.D. in physics to lead to a lu- 

crative career; however, if that person has low self-efficacy in science, then 

a career in physics will be avoided. In addition, a person may consider 

chances for success high as a mechanic (e.g.,a parent owns a shop and 

_ has Cee eK child for the zee me a os hate cas ue o: re In that 
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l ¢ oug ig pect cist. To sum it up, outcome expec- 

tations are TTT ong they doe not noid the strongest influence for be- 

havior (Lent & Brown, 1996). 

oals come into play via organization and guidance. Namely, 

“rson organize be lomiosanythe direction per rel (Lent 

& Brown, n, 1996). Goals al pre 
dards for Sccapeeaeenadaagmutdiaksnt ease If. 
: — (Lent et al., 1994). Organizing and direct 

ing behavior may include speaialived training or education, internships/ap- 

prenticeships, or just plain practice. In addition, many goals are long-term 

and require repeated attempts before success occurs. Personal goals help 

provide the direction and motivation to persist sate ° setbacks or eat 

ous of no ds ea S Brown, see nian goals are ys 

pecredit to save aBleveriaus effects for inner states whereas success has the 

opposite effect. Thus, career counselors need to pay attention to the inner 

world of the client as well as presenting concerns. 

mena & Brown, 1996)yemphi 1as additional cor 

ner rsi stence selfeficacy, outcome expecta- 

1S rson id é 

PEMIEHEEAS lf efficacy and outcome expectations combine to influence 

personal goals. If goals are set high, then one is expected to have a higher, 

level _ attainment and be able to soonest job tasks at a on lence Sy 

cy (repeated practice of the skills) 

A positi yu 5 (over time, rewards are expected or 

the Pesos will give mins a make a racer career te, 
fluence yY ini 

. wort fainnent 

Sie can help clients identify ee area and assess arith psychological work 

is needed. In addition, understanding the feedback loop between external 

demands and self-evaluations can help clients discriminate between “I’m to- 

tally wrong for this field” and “Oh, if I work in this one area, I could be suc- 

cessful in this field.” 

Barriers, whether environmental or intrapersonal, truncate career devel- 

opment (Lent, Brown, & Hackett, 2000). Historically, barriers pave been con- 

sidered eal to the indica) EE) 2 ace ntrap arriers 

as an important factor to consider, career eel 
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ess ef nental barriers (e.g., discrimination), row 

ers | (ea erie Solar demise one thinks about himself), an 

ss the i lay ) barriers. By removing barriers, career 

interests can grow. Interests are expected to lead to career goals, and goals are 

expected to lead to action (Lent et al., 2000). 

Finally, other theories postulate that aptitudes (abilities) and values, 

are important posaieyuns of career satisfaction and success. SCCT cap- 

tures those concepts within self-efficacy and outcome expectations. 

Specifically, the development of self-efficacy is the development of abilities, 

and values are expressed through outcome expectations (Lent et al., 1994; 

Lent & Brown, 1996). If a person values helping others, then the outcome 

expectations of “doing a good job” would include benefiting others. Although 

other theories may describe values differently, it is heartening to know that 

so many great minds agree that values are an important factor for career 

identity. 

Vocational Interests 

during en 100d and ME\Lent et al. 1994: Tent & Brown! 1996). 

In addition, SCCT recognizes changes in the Seon environment (e.g., a Ca- 

reer field becomes static, exposure to a new field of work) or special events 

(e.g., birth of a child) as creating opportunities for clients to expand self> 

efficacy (i‘e., grow in new skills) and\pursue new personal goals G.e., change 

careers). 

ee to Lent and I Brown ee the 

talk about their jobs school ie information and skill-building activi- 

ties (e.g., band nee) and TV and literature sae or BeOS to the entire 

FPIROCERAENE ant Pinishinent ‘or various careers. As a child ages, peers and 

eventually one’s own internal states reward and punish the pursuit of differ- 

ent careers. In addition, self-efficacy is developing during this time. As an in- 

dividual practices various skills (e.g., public speaking), a feedback loop is 

created. If positive feedback occurs, the individual will persist in developing 

_ those skills and have positive internal states. Later, these experiences can 

positively influence outcome expectations and personal goals. Of course, 

negative feedback would be expected to have the opposite effect. 
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Box 5.2 Social Cognitive Career Counseling Goals 

According to Brown and Lent (1996), the 2. Perceptions of barriers to accessing 

above tenets relate to career counseling. _ education/training or being hired may 

The following is a short description of limit a person’s choices, even if he has 
SCCT therapy goals: high self-efficacy. Counselors assess the 

accuracy of the client’s perceived bar- 

riers. If accurate, the client can form 

plans for overcoming or living with 

said barriers. If inaccurate, developing 

corrective experiences can be imple- 

mented. Also, counselors identify barri- 

ers the client may have missed and 

help the client prepare to deal with 

obstacles before the barriers material- 

ize. This can aid in self-efficacy devel- 

opment while avoiding a punishing 

experience. 

3. Positive self-efficacy and outcome ex- 
pectations are reinforced throu: 
personal accomplishments. Clients re- 
quire help identifying and persisting in 

acquiring new skills (this may include 

finding a model to observe). 

Reinforcement of those efforts is para- 
mount either in counseling or in their 

1. Self-efficacy beliefs and outcome 
expectations aré the foundation for 

occupational and academic interest de- 

velopment. Clients often present with 

faulty self-efficacy beliefs and outcome. 

expectations. Counselors assess both 

domains and look for differences be- 

tween observable or historical informa- 

tion and current client evaluations. 

Career counselors then focus on help- 

ing the client develop accurate percep- 

tions’One technique is to have a 

client’s family member(s) or close 

friend(s) fill out an aptitude test for the 

client. (There is a variety to choose 

from.) Then compare the client’s scores 

to those of the family member(s). If dis- 

crepancies exist, a thorough exploration 

is warranted. (Typically, clients will be 

harder on themselves.) 

It is important to note that vocational interes sts can be unnecessarily nar- 

rowed (ent & Brown, 1996). First, individuals miss opportunities when they 

are not exposed to a full range of activities or cannot observe positive mod- 

els that can build self-efficacy. So, some people may avoid career options be- 

cause they have little or no experience in certain domains and consequently 

have low outcome expectations (Lent & Brown, 1996; Lent & Hackett, 1987). 

Second} individuals may have unrealistic or inappropriate perceptions about 

the outcome expectations or their self-efficacy (e.g., math is too hard for 

girls; boys cannot be good cooks). Third, social expectations of gender 

may limit a person (Lent & Brown, 1996; Lent & Hackett, 1987). Males and. 

females experience negative inner states (punishment) if they violate gen 

der stereotypes, The environment may provide cues about what males and 

females should and should not do. Fourth, social norms may limit gareer 

choices for people of different races (Lent & Brown, 1996; Lent & Hackett, 



environment. Counselors remind clients 

how much improvement they have 

madesThis self-comparison can help a 

client adjust how he thinks about him- 

self. In addition, old experiences thaw 

led to low self-efficacy beliefs and nega- 

tive outcome expectations may have 

been inaccurately interpreted. 

Environmental context, age at the time 

of the experience, personal skills at that 

time, etc. may have led to a faulty gener- 

alization to the present day. 

Reprocessing old experiences may also 

be beneficial. 

Lent et al. (1994) suggest that in-§ 

creased vocational interest develop- 

ment may take time. Specifically, newly 

acquired self-efficacy may not lead to 

immediate change. Repeated success-, 

ful experiences that demonstrate mas- 
tery need to occur before a person is 

willing to consider new opportunities. 

Chapter 5 Career Theory: Krumboltz Gottfredson 

Clients and career counselors need to 

be aware of this very possible tempo- 

ral lag. 

. Analyzing occupations of little interest 

is very useful, It provides a client an 
Opportunity to discuss past negative 

experiences and beliefs that may have 

led inaccurately to low self-efficacy. In 

addition, incorrect information about 

various occupations can be identified 

and corrected. 

. Differences between stated interests 

and demonstrated skills are fertile 

ground. Whether it be high interest 

and low skill or low interest and high 

skill, the client provides the career 

counselor with a window into self- 

efficacy beliefs, outcome expectations, 

and personal goals. Exploration of 

these differences can help a client to 

expand options (if skills are high) or 

identify barriers Cif skills are low). 
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1987). SCCT understands that race and sex may have some physiological im- 

pact, but primary impact for race and sex are psychological and social. When 

working with clients, SCCT theorists suggest expanding career options 

and using “expert” opinions to describe how racial and gender barriers can 

interfere with career satisfaction and success. 

Occupational Choice 

SCCT recognizes that in an ideal situation, individuals would pursue careers 

that interest them and work with people who have similar interests and val- 

ues aS. la Pee However, the fh —aromcner or ics, family dictates, ed- 

val/tra ground, nination can override epetsonal 

‘at combine with unrealistic aes 

eas 
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Person Inputs 
e Predispositions 
¢ Gender 
¢ Race/ethnicity 
° Disability/ 

Health status 

* Contextual Influences 

Proximal to Choice Behavior 

Self-efficacy 
Expectations 

Learning 
Experiences 

Outcome 
Expectations 

Figure 5.4 Model of Social Cognitive Influences on Career Choice Behavior 

Interests Actions 

Background 
Contextual 

Affordances 

Important environmental factors can be objective (e.g., access to education, 

financial support) or perceived (e.g., how the individual appraises and re- 

sponds to the environment) (Lent et al., 2000). Career choice is not directed 

solely Dy SDUECIONE) see Bowever as in the Career BOs 

D257); 

When helping clients identify their career interests and make choices, 

career counselors may want to consider Exp Ble ists et au , 1994; Lent & 

yalable ae mOdele) that have vakimimoadin various Scala experiences 

connected to current self-efficacy beliefs, outcome expectations, and per- 

sonal goals. Second} there are current environmental factors (€.g., discrimi- 

nation, financial Ha that pas or limit current career choice. SCCT 

hypothesizes that care i oade 
Fo re A 

oO form and purs 16 

Nonsupportive or hostile environments mill limit career interests aan ence 

the likelihood of forming and achieving goals (Lent & Brown, 1996; Lent et 

al., 2000). Career services may include helping clients assess and leave 

nonsupportive environments and enter supportive environments. Figure 5.4 

is a graphic representation of SCCT. 

sue their lore likely t 

Practical Use via the Career Diamond 

SCCT does a nice job of capturing the limits imposed by internal dynamics 

such as self-esteem and self-efficacy, as well as the restrictive influences of 

external factors. Hence, both the self and the world of work require greater 
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World of Work 

Self 

Figure 5.5 SCCT describes the limits placed on the Self through ineffective attitudes and 
beliefs. Personal restrictions are learned in an external environment that confines learning, 

so the Self is not only restricted but the view of the World of Work is also limited. 

exploration to expand factors used for building a vision and before setting 

aerials in the mas MOR HE: a am ius theory 

As with Sanaa SCOT theory may be criticized for appearing to 

focus on logic and rational interpretation of external and internal cues while, 

minimizing affect. SCCT does recognize “inner states,” which include emo- 

tions as motivators and punishers for choosing a direction and maintaining 

persistence. However, there is a definite “think before you feel” sense to this 

theory. Finally, there is the lack of a thorough application to practice, 

SCCT is a newer theory, and it attempts to correct some of the gaps in 

previous career theory by explaining how career interests and choices 

are made (Lent et al., 2000). Career counselors may need to be creative in 

applying this theory to actual practice or look to related literature for ap- 

plication strategies. 

Although no one theory fully describes all career behavior and its an- 

tecedents, counselors draw from each theory what is applicable to each 

individual client. The Career Diamond offers the counselor a means to pic- 

ture the client’s needs and to choose the concepts and techniques that apply 

to the client’s situation. In this way, the Career Diamond serves as generic 

diagram that can adapt to many theoretical ideas within the framework of a 

basic exploring and deciding process. The strength of a generic picture is, 

- not in what it adds to the body of enO IEE, but in how it directs the aa 

of existing ideas. For example,a 
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CASE ST 

Luis (who has an undergraduate degree) 

worked as a contractor for 15 plus years. 

After constructing new homes and small 

commercial buildings, remodeling, and run- 

ning subcontracting crews, he decided to 

leave the field. His business had not grown 

enough to allow him to work only as a 

foreman, so he was still involved in manual 

labor. But, due to health changes, he found 

it more and more difficult to do such phys- 

ical labor. He also consistently had difficul- 

ties collecting all of the money owed to 

him. Reasons ranged from poor record 

keeping to customers purposely failing to 

pay. Due to his expertise, Luis was able to 

secure excellent employment as a retail 

manager for a major home repair store. 

After gaining several promotions in the 

company, a political incident with a dis- 

trict manager resulted in a demotion. Luis 

applied to a different company that prom- 

ised him a store manager position within 

one to three months. Six months later, he 

was still making $8 an hour as a swing 

manager. Finally, after changing companies 

again, Luis was rapidly promoted into a 

Career Counseling Theory and the Global Economy 

position in which he was making a good 

salary. 
Luis comes to counseling presenting 

his current problem. His new company 

just declared bankruptcy; he has three 

months to liquidate the inventory and is 

then out of work. There are no other local 

companies in need of his expertise, and he 

will not move because his youngest child 

is still in high school. Also, he and his wife 

just built a new home. Luis is very discour- 

aged and unsure of what his options are 

“at my age.” 

How Would You Conceptualize This Case? 

1. Which theories do and do not apply to 

this client (include theories from this 

and the previous chapters)? 

If the client changed careers, he would 

probably earn a lot less than his last 

salary. How would you help him with 

this reality? 

How important do you think the new 

home and/or keeping his child in the 

local high school is in regard to 

making career decisions? Are these 

Ons. Suen — 

tier — limits stem from ibe social constructs related to sendee a 
ans 

pueauEe.L Lent 4 nd coll 

HOR concepts t to create interventions ae encourage clients to reframe 

their thinking. 

The Career Diamond also notes adaptations that career clients and coun- 

selors must make in regard to external factors affecting career behavior. The 

next chapter describes changes in career concepts that are required t® adapt 
to a fluid global economy. 



examples of an “ism,” a la Krumboltz, 

or something else? 

4. Would you invite his spouse to come 

for counseling, too? Should his child 

come in? If yes, would you conduct if- 

dividual or family sessions? 

5. Would you ask the client about his 
spouse’s career? If she had a career, 

what would your approach be? If she 

did not work outside the home, what 

would your approach be? 

What Actually Happened? 

Early in counseling, the client needed to 

work through feelings of anger against em- 

ployers and fears that age would limit his 

job opportunities. He also examined his 

embedded construct of masculinity. 

Accepting less salary would reduce his 

sense of worth as a breadwinner and could 

mean, he feared, lesser status in the eyes of 

his wife and son. His wife was invited to 

counseling sessions and reminded the 

client that a stable income, even if less, 

would probably meet their expenses and 

might give him time to build rental prop- 

Chapter 5 Career Theory: Krumboltz Gottfredson 

erty, a dream they shared years earlier. The 

wife was very fulfilled as a swimming in- 

structor at the local YWCA and coached a 

girls’ swim team. Her salary was low, but 

she felt her enjoyment of her work made 

the job worth it. She saw no reason why 

her husband could not find satisfying work 

without feeling pressured to bring in a 

high salary. The client expressed his grati- 

tude for his wife’s understanding. 

The counselor connected the client to 

a state program for displaced workers. The 

program paid for him to return to school 

where he earned a master’s degree and 

sought employment in the state transporta- 

tion agency as an administrator for high- 

way building and maintenance. Even 

though the salary was much less than his 

previous earnings, job security was a prior- 

ity for the client, who was committed to 

staying in the area. He also used his con- 

tractor knowledge to build a rental, in his 

spare time, for supplemental income. 

During termination, the client remarked 

that he felt he had moved through a crisis 

to a more meaningful part of his life. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Social Learning Theory and Krumboltz 

A. Learning is important to the ever-changing workplace. 

1. Learning can be behavioral, emotional, or cognitive in nature. 

2. Career development occurs through learning concepts, atti- 

tudes, personal constructs, work habits, and role modeling. 

a. Task approach skills: To learn a new skill, a person grad- 

ually tries new behaviors with each attempt progressively 

Dif 

approximating the final goal. Behavior is slowly shaped by 

doing small actions first and then trying more encompass- 

ing behaviors. 
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b. Learning is positively and negatively impacted by role 

models (other people who demonstrate desired traits and 

behavior patterns to be imitated). 

c. Self Observation Generalities (SOG): The person ob- 

serves herself and constructs general concepts defining her 

self concept. 

3. Once something is learned, even if unhelpful, the individual 

may be closed to new learning. 

a. Attitudes and concepts conform to confirmatory bias 

(The person denies evidence that contradicts previously 

held attitudes or biases or SOGs.) 

4. Work habits include a series of learning units such as task ap- 

proach skills. 

B. Attitudes and reasoning 

1. Positive work attitudes include hard work as necessary, flexi- 

bility, acceptance of change, self-responsibility versus blame, 

and conscientious behavior. 

2. Personal constructs: self-observation generalities, personal 

“isms,” and importance of assessing positive/negative attitudes 

CI can’t). 

3. Ineffective reasoning includes overgeneralizations, unreason- 

ably high standards, exaggerated fears or consequences, inflex- 

ibility, narrow goals or focus, and fighting versus all odds. 

C. Changing Rigid Career Planning to Awareness of Serendipity 

1. Needed for constant change in world of work 

2. Happenstance 

a. Surprise events can represent opportunity. 

b. Positive attitude to change helpful for career adaptations 

D. Career Diamond application 

1. Focuses on some aspects of the self (thinking, internalized 

messages) 

2. Provides guidelines for expanding external awareness 

3. Recognition of adapting to change 

4. Little emphasis on feeling 

II. Gottfredson—Circumscription and Compromise 

A. Early career development involves “rejection” of options as op- 

posed to “choosing” options. 

1. Circumscription: Process of narrowing adult work roles into 

acceptable and unacceptable categories 

a. Tolerable-sextype boundary: What can I do given ’ma 

male or female? 2 

b. Tolerable-level boundary: What jobs are beneath my family? 
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c. Tolerable-effort boundary: What is within my skill level? 

Does the training/education go beyond my willingness to 

invest into it (e.g., time, effort)? 

d. Zone of acceptable occupational alternatives: jobs that do 

not violate the three boundaries. 

Compromise: Process of giving up ideal careers for more 

realistic ones 

a. Major: Clear violation of a boundary. Will sacrifice prestige 

in order to maintain sextype. 

b. Moderate: Tolerable across all three domains. Sextype is 

“good enough,’ so will now focus on prestige. 

c. Minor: Good match with each domain. Sextype and pres- 

tige are “good enough.” Will now focus on personal issues 

(e.g., interests, values). 

. Gender: The first element of self-concept. Used by younger 

children to eliminate future career options. Based upon not 

violating gender-based norms and very important to career 

development. 

C. Stages of development of career awareness 

Ls Orientation to size and power: Ages 3-5. Shift from magical 

thinking to size equals power. Dichotomous thinkers: 

good-bad, big-little. 

. Orientation to sex roles: Ages 6-8. Moral imperative to ad- 

here to sex roles. Male jobs versus female jobs. 

. Orientation to social valuation: Ages 9-13. Develop an 

awareness of prestige—what does society think about differ- 

ent jobs. 

. Orientation to the internal, unique self: Age 14+. Personal 

interests and values can be matched with different work 

environments. 

D. Career Diamond application 

Le 

4, 

Gender stereotypes and prestige are useful topics to help 

clients examine how occupational exploration has been re- 

stricted or not. 

. Clear implications for career services in grade and middle 

schools. 

Offers a rationale for why some clients may sacrifice personal 

interests. 

Deals with both the internal and external factors of career 

choice. 

Explains why some individuals have very narrow career 

options. 
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III. Lent, Brown, and Hackett—Social Cognitive Career Theory 

A. Based upon Bandura’s (1986) Triadic Reciprocal Model of 

Causality 

1. A complex interaction exists between the individual, behavior, 

and the environment. 

2. Self-efficacy beliefs: A person’s appraisal of their abilities. 

Based upon past experience. Contains the concept “aptitude” 

from other theories. 

3. Outcome expectations: Person’s beliefs about how effort 

and persistence will turn out (successful/unsuccessful). 

Perceived barriers and unsupportive environments can limit a 

person despite high self-efficacy. Contains the concept “val- 

ues” from other theories. 

4. Personal Goals: Symbolic of future. Organize and direct 

behavior. 

5. Level of attainment and persistence are influenced by self- 

efficacy beliefs and outcome expectations. 

B. Vocational interests 

1. Development of interests repeats itself over the life-span, but 

is most flexible in adolescence and early adulthood. 

2. Environment exposes individual to new career options. 

3. Environment rewards and punishes individuals for pursuing 

various careers. This may follow gender stereotypes. 

4. Development of self-efficacy influences what a person will 

and will not be interested in. 

5. Limited environmental exposure leads to limited interest de- 

velopment. 

6. Gender and race are social constructs. Limits placed on vari- 

ous groups of people are more environmental than physical. 

C. Occupational choice 

1. Ideally, people will pursue careers that match their personality 

and work with people with similar interests. 

2. Reality finds the environment limiting career choice (regional 

layoffs, financial restraints, family dictates). 

3. First, look at the background of client that has helped form 

self-efficacy beliefs, outcome expectations, and personal goals. 

4. Second, look at current environment for barriers and nonsup- 

portive or hostile friends/family. 

5. Interaction of points c and d may expand or narrow occupa- 

tional choices as well as effort put forth to commit and follow 

through. 2 
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D. Career Diamond application 

1. Cognitions dominate affect. 

2. Theory well developed, needs more application to practice. 

1. Consider Gottfredson’s concepts of circumscription and compromise. 

Try to recall your early ideas regarding appropriate occupations as a 

member of your race and gender. When you were a child what occu- 

pations were considered to be prestigious by your family? In what 

ways does your experience validate Gottfredson’s hypotheses or not? 

Do you think eliminating occupations is as important a factor in ca- 
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2. Krumboltz describes isms, self-observation generalities, and negative 
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CHAPTER 6 

Career Counseling for 
the Global Economy 

We believe that if men have the talent to invent new machines that put 

men out of work, they have the talent to put those men back 

to work. 

John F. Kennedy, speech, Wheeling, West Virginia, September 27, 1962 

Job deen onons change so expeditiously that job titles oes any ‘consistency 

of meaning. Career informatiom has proliferated and is rez available in 

multiple formats. Such rapid change makes it obvious to anyone who is pay- 

ing attention that predicting the future with certainty is unlikely. Constant 

transformations in the world of work seem to invalidate a traditional sense 

of career planning and goal-setting. 

Bingham and Ward (1994) remind us that a new millennium will call for 

change in the practice of career services. | 

adily a 

If vocational counseling was born from the changing demographics 

and economic needs of this century, then clearly career counseling 

will need to change in response to the changing needs of the coming 

century. (p. 168) 

Several authors propose career concepts designed to deal with the fluidity, 

of the modern economy. Worldwide, corporations have streamlined opera- 

tions to adapt to constantly changing conditions. Workplace locations are 

moved from country to country, and products are produced as they are or- 

dered to save costs on warehousing inventories. Within such an inconstant 

milieu, employees are hired and fired; and small business suppliers start up 

and go out of business as large corporations downsize and then hire again. 

To meet the demands of changing working conditions, workers must also 

adapt regularly. x 
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GLOBAL ECONOMY’S IMPACT ON CAREER 

Miller-Tiedeman (1999) describes the modern workplace as experienced 

today by many career clients. Frequent changes in employment force indi- 

viduals to be responsible for their own careers in almost every respect. 

Because organizations have downsized and flattened the hierarchies of 

chains of command, people work in self-managed teams that replace the su-, 

pervisory roles of middle management (Keeley, 2003). As a result of the 

streamlined management, workers are responsible for their own work and 

the rate of production. They do not have supervisors advising them on what 

they need to learn to remain competitive. Reductions in budgets also mean 

reduced in-house training. However, outdated work skills place workers at a 

risk of losing their jobs, so people need to continually upgrade their train- 

ing. New learning is both mandatory and another area of self-responsibil- 

ity. Even if a worker can maintain excellent performance and high-level skills, 

the worker will still probably experience many job changes and even mul- 

tiple changes of career fields (Berger, 1990). Careerists are wise to contin- 

ually maintain dependable support networks and mentoring resources for 

advice and emotional encouragement. (A careerist is a person who views: 

work life across the life-span.) 

Lean, cost-effective budgets also set up a structure where workers 

are hired for increasingly specialized fields that fulfill specific contracts 

and are needed for periods of time. When the company’s needs change, 

the current specialists are let go, and new specialists are hired. Employees 

are responsible for showing how they add value to the company, and they 

are expected to learn, on their own, what is required to demonstrate ever- 

increasing contributions. If young people who are educated in the latest 

skills are readily available, companies may prefer to hire a young person 

for less money than they are paying the established worker. With job se 

curity for the long term becoming obsolete, age discrimination is more 

likely and even retirement saving becomes another area of responsibility, 

for the individual. 

Self-employment is the fastest growing alternative for many careerists 
who have learned to be self-sufficient and adaptable in creating their own 

places in the new economy (Levy & Murnane, 1992; Mishel, Bernstein, & 

Schmitt, 2000; Pink, 2001). Even as employees, careerists need to consider 

themselves as self-employed because in reality, companies actually rent a 

worker’s contributions for only as long as the worker serves a purpose. The 

wise careerist bears the responsibility of managing the ever-present possi- 

_ bility of downsizing and is ever observant of the signs of potential layoffs 

and/or other opportunities. 
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Business is profitabies the company may TEESE its workforce to please 

stockholders who prefer increasing profits each financial quarter. All em- 

ployees must be responsible for maintaining their own health and other 

insurance and for monitoring retirement investments. 

Another way for companies to 1 

employees, saving not only benefits costs, but also reducing adherence 

to legislated obligations, such as unemployment payments and affirmative 

action guidelines. Many highly trained technicians, such as computer 

consultants, make excellent hourly wages, but many are also only hired on 

a temporary or “long-term temporary” basis. Educated workers may com- 

bine two or more part-time jobs not only to gain income, but also to 

hope for a semblance of security. The hope is that if one job is lost, the sec- 

ond job may be maintained for a while and full unemployment will be 

avoided. 

Careering 

pressures are captivious ene centers beg ete on the person and the 

person’s ability to determine her unique intentions while also managing life , 

as it is. . 

To create a new prototype for career, she uses new language and ter- 

minology to express her ideas. Miller-Tiedeman (1999) says that many tra-_ 

ditional theories and practices of career development are too obsolete to 

deal with current economic yl of Paws career as Sina 

She norene individuals as actinas in Aecordace with the drift of life, alice 

advantage of opportunities for personal growth, and maintaining equilibrium 

during restful periods. 

Een ems in the careerins 

directive methods, seen as Serie fon career Counseling, only interferes with 

the natural process of life and disempowers the client. Theories of career 

developmental stages create cumbersome fabrications that are not an ac- 

curate account of the fluctuations of life. Likewise, counselors who en- 

courage clients to set concrete goals are setting up artificial designations 
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that are not in keeping with the realistic forces affecting clients (i.e., chance 

and change). 

Instead of cesta a_i = 

Cithini the context of dealing with career pressures, and counseling becomes 

an atmosphere where individuals can hear their own signals for creating new 

possibilities. 

An overall PES of one’s life is the appropriate lens for career con- 

siderations (“careering as living”), according to Miller-Tiedeman (1999). 

Rather than viewing career as separate from other areas of life, the client, 

herself becomes the central focus of counseling,and counselors use tech- 

niques such as reflecting inner meanings to determine career identity. The 

basis of Miller-Tiedeman’s approach is philosophical, It suggests both clients 

and counselors realize new paradigms to understand career as a growing ex- 

perience, rather than a linear contrivance separate from life. Counselors can 

assist clients in maintaining a positive attitude, trusting themselves and 

life. Counseling teaches clients to eliminate fear and distrust, eliminate 

negative self-talk, and identify personal themes and values. Clients are also 

taught to broaden their perspectives of career and to pay attention to their 

own readings of the flux of their lives. 

Miller-Tiedeman (1999) offers realistic advice for people managing their 

lives in the current economy, All individuals need a vision of their own live 

and an awareness of what they need to learn to stay marketable. She sug- 

gests that each person save enough money to sustain themselves during pe- 

riods of unemployment. Miller-Tiedeman also recommends self-responsible 

workers learn techniques to deal with stress and to maintain health. She ad- 

vises reducing life-style requirements,to manage economic pressure and 

building social support networks that can provide assistance during times 

of unemployment or related changes. 

Counseling in the Miller-Tiedeman model focuses on the individual, 

and on attitudes that prepare one for constant change and self-responsibil- 

ity. The rationale of sustaining one’s self by relying on inner signals, how- 

" ever, is too vague to meet the psychological needs of many clients. Keeping 

an open mind, observing workplace requirements, and constantly upgrading 

qualifications are the hard-core necessities for surviving in the current work- 

ing world. Counselors may help clients ferret out inner signals and wait for 

the right life context, but career counseling also requires some structure 

to provide safe vehicles for clients facing harsh realities. 
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STRATEGIES FOR DEALING WITH THE GLOBAL ECONOMY 

It’s a recession when your neighbor loses his job, it’s a depression 

when you lose your own. 

Harry S. Truman 

Accepting Change—Challenging Paradoxes 

Other theorists have offered concepts that help careerists cope with the fluc- 

tuations of the global economy. Gelatt (1991) describes a term for psycho- 

logical flexibility,Jabeled “positive uncertainty, that helps workers accept 

change as they manage their careers and promotes new decision-making atti- 

tudes. antoen writes that careerists must realize that mor e information can 

ereeeed fits nance fi information. Careerists are left with the mistaken 

impression that enough information will clearly delineate what occupations 

will be like in the future. Understanding what is commonly known actually 

requires some oe evaluations of the LAER pees f all information 

ane T The careerist is a captain of a ship maneuvering in a sea that can 

never be fully charted. 

Positive Uncertainty 

Gelatt’s (1991) es is filled snk galeries that startle the reader. He 4 

His advice is often ambiguous: Know hay aa SARL "Bat oan t nse too sure. 

Avoid unreasonable risks, but move into the unknown. Seek comfort, but be 

willing to confront life as contradictory. Be sure, but ask questions and learn. 

Honor tradition, but be open to surprise and possibilities. Goals are to be 

treated as hypotheses. A balance is sought between achieving goals and dis- 

covering them. A balance of logic (a left-brain function) and intuition ie na 

an fac is encouraged Ll De careerist to think 
AV: NSi deas outside Ke 

rigid planning, firm deciding, nel arama on ay criteria. Yet 

Gelatt attempts to retain the positive aspects of a traditional, linear, fact-based 

approach along wa its TUE SS He challenges the reader to keep both 

Planned Happenstance 

The career literature has often alluded to the obvious, that chance Plays a, 
part in careers (Bandura, 1982; Hart, Rayner, & Christensen, 1971; Miller, 1983; 
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Salomone & Slaney, 1981). Although acknowledging that chance events do 

impact careers, writers are still reluctant to include such randomness in a 

system of counseling. Cabral and Salomone (1990) say that counseling mod- 

els cannot incorporate chance, but career counselors are still expected to 

help clients deal with effects of chance. Scott and Hatalla (1990) express the 

perceived threat of trying to theorize about chance’s effects on careers: “The 

thought of including cha: factors such as unexpected personal events into” 

the theory and ERERCEBNE career counseling is disconcerting because it is, 

by its very definition, unpredictable and untidy” (p. 28). 

The idea of telling clients to pay attention to chance Cee started 

) NEW « rce! 1c Miller, 1995: Mitchell, 

tae & Kaninboleys 1999: Williams et al: 1998). Keeping an eye on develop- 

ing events can present opportunities for the successful worker. Serendipitous 

occurrences can create new possibilities and positive turns for careers. 

of c ce e: early retirement of a superior; the opening of a 

new panaenent ae new customers needing the client’s specialty; a new 

company hiring; changes in licensure laws; a new employee introducing a 

new specialty area and teaching experienced employees; the introduction 

of new technology that changes how services are delivered; etc. 

To deal with changing career conditions, counselors need to support the 

client’s movement toward establishing a direction, yet remind the client that 

current specious are temporary ones that will likely change in the future. 

er (1999) ee ae an paietiie Cabs 
BCaOm 

Timely decisions include being prepared for chance occurrences that 

may present new choices. To be prepared for chance, clients stay in touch 

with their sense of career identity and the personal values that have top pri: 

ority. With a thoroughly grounded sense of self, careerists can adapt to 

chance well. Rather than planning as though the future can be known, the 

plan is to be open to the unpredictable. On the other hand, some career 

events can be predicted. Clients can learn to forge their careers in a process 

where conditions and their interests are expected to change. Career coun- 

‘seling need not be seen as an attempt to decrease uncertainty, but as the 

means for teaching clients how to cope with the inevitable change of cir- 

cumstances that frequently occur. 

The concept of learning to accept the unexpected can be seen as an ex- 

tension of the social learning theory of career development (Krumboltz, 

1996). Continual learning occurs throughout the course of each lifetime, and 
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some of the learning occurs through chance events. Counselors teach clients 

the aoSuive SAMIENO or SathCUses that are effective for — wait change: ‘4 

the positive effect "OF encouraging clients to meet demands. Young and 

Robert (1997) describe examples of encouragement and the effects of en- 

REE nhs SUSE careerists in building positive self-esteem and 

ars © y\ What is most important is that counselors teach 

a proactive attitude where clients see themselves as capable of adapting to 

changes because they are open to new experiences. Clients can gain a pos- 

itive encounter with Blac through career counseling that treats chance 

aA Natur. al p 

Watts oo) siamests that career counseling may reoccur many times 

over the course of clients’ lives. Career counseling interventions may be 

needed periodically to offer encouragement to clients to let go of one ca- 

reer and open up to a new one. Counseling can be the venue for helping 

clients deal with the anxiety that very well might accompany change. Clients 

can learn that stress reactions are normal and can be worked through. 

Expecting change is not a rationale for blowing off required planning or 

searching for information. Instead, preparing for eventual change requires 

thoughtful awareness of personal purpose and careful observation of exter- 

nal signals that indicate new chances may be available soon. Counselors can 

assist clients in developing such an awareness. Neither the client nor the 

counselor relies on luck or blind faith. Client and counselor depend on the 

counseling process to create a safe zone where ambiguities can be tolerated 

and preparations are made to construct a personally determined and real- 

istic future. The Career Diamond’s picture showing a process of exploring 

and integrating both personal and external considerations offers clients the 

perspective of change that can be used to their advantage. 

Planned happenstance,requires an exploratory attitude and a readiness, 

for accepting each new situation as a means for growth, An attitude of cu- 

riosity is continually maintained, as one is forever active in a search for what- 

ever life has to offer. Career counselors are responsible for maintaining such 

a tone in sessions with clients and would, therefore, not usually approach 

a client’s presenting concern as in need of a concrete solution. Clients may 

need to learn to be still and patient in the face of not knowing what will 

happen next and with being undecided. Valuable lessons are to be gained in 

the milieu of trusting the stream of life and the internal wisdom of the client 

to know when and how to change. Faith in the process is rewarded when 

the next stage of life becomes known and appreciated. 2 
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A former Internet entrepreneurTom, seeks 

career counseling after his company has 

failed. He is depressed, saying he has just 

lived through both the best of times and 

worst of times. His original concept for his 

dot-com business was exciting, and the ini- 

tial success was phenomenal. However, 

with a changing economic cycle, bank- 

ruptcy came. His career motivation now is 

to find a secure position where he will 

never have to reexperience failure. 

How Would You Conceptualize This Case? 

1. As a career counselor, how would 

you assist Tom in dealing with his 

depression? 

2. What was Tom’s internal construct for 

failure? How could a counselor inocu- 

late Tom against failure forever? 

3. Did Tom need to explore interests and 

values? How did his previous experi- 

ence affect his reopening of the Career 

Diamond? 

What Actually Happened? 

The counselor encourages Tom to review 

his life to determine career activities that 
express his strengths, values, and interests., 

As a child, he wanted to be a racecar 

driver who experiences excitement and is 

the center of attention. In middle school, 

he became enamored with the Discovery 

Channel and strategy games using metal 

character models he painted himself and 

collected. He loved learning new things 

and impressing others with unique pieces 

of knowledge. Tom enjoyed competition 

that requires thoughtfulness, planning, and 

“psyching out” his adversaries. In high 

school, he was a debater and a computer 

whiz, and in college, he majored in infor- 

mation systems. Ever since he has enjoyed: 

trouble shooting for computer networks 

and data bank operations! Tom’s company 

devised a method for testing potential 

hacking methods and built safety walls for 

preventing break-ins to various computer 

systems used by a variety of organizations. 

In coumselite: Tom is encouraged to 

the cutting edge of technology, having vari- 

ety in his work environment, and compe- 

tence. Tom’s family is also valued, and he 

has provided his wife and child a comfort- 

able life-style, though his absorption in his 

work has meant he has spent little leisure 

time with them. He tearfully acknowledges 

that without the family base, he would not 

have the stability they offer in his current 

crisis. Tom fears his extended family— 

parents, grandparents, and cousins—will 

not respect him if he cannot renew his 

success. Tom spends some time consider- 

ing the meaning of his life and explores 

several spiritual avenues. 

The counselor suggests that the client 

his qualifications. The security of govern- 

ment work appeals to him, given regular 

paychecks and benefits, though the salaries 

offered are considerably lower than his 

company earnings. He does a number of 

interviews while still attending regular 

counseling sessions, weighing his options, 

and relating job characteristics to his inter- 

ests and values. 

(continued) 

111 
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(Case Study 6.1 continued) 

For the last counseling session, Tom short-term tenure.” Then he winked, ex- 

enters the counselor’s office laughing. He plaining that within several years, he will 

has found a perfect job, setting up a new have established contacts within the or- 

security systems network for several gov- ganizations using the system he is setting 

ernmental agencies. His laughter recurs up. Then, he can start a consulting firm as- 

when he says that this job will be elimi- sisting the agencies he is now serving and 
nated within three to four years. Tom ex- adding private sector organizations who 

claims, “I thought I was looking for a job will need compatible systems to imple- 

for 20 years; and here I am again, going for ment government contracts. . 

the latest system and setting myself up for 

Self-Esteem at Work 

( cxplicates how poste 

moving demands may require more sophisticated methods than downsizing 

and rehiring, according to a company’s latest profit report. 

In previous stages of history, such as the agricultural and industrial ages, 

when major changes did not occur in a worker’s lifetime, the majority of em- 

ployees were rewarded for obedience and reliability, not independent thought 

(Zinn, 1995). Industry built huge bureaucratic organizations that dominated 

market shares for their products. Hierarchical management systems main- 

tained company social norms by rewarding employees who fit into the sys- 

tem, not employees who questioned current methods and offered 

innovations. In the past, production workers and management’s organizational 

man needed only enough self-esteem to demonstrate basic competence 

within the defined structure Gee 1998). 

kills. Keenringtt to Branden (1998), eriplovers Have Secerilined EOE 

tise unknown to many other employees and to the boss. Collegial relation- 

ships maintain the organizational structure within a flattened hierarchy. The 

nature of employees’ contributions and changing rea tonsuiDs as well as con- 

tinual fea to constant Oe LOU requires hi 

>mbers e work culture. Production oe now 

monitor eopniencicl eaniparent ae are = required to understand the technol- 

ogy in order to anticipate needed repairs and solve production problems. 
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basa and Sos: coe bibs Te and Mier stand tha 

( 1 independ act an A 

1¢ e ready to adat é Low eaIe esteem rant 

ders ren, ACA DEATIOUS ata is see pulse to impulsive action, both reactions 

that can be economically disastrous. Branden’s (1998) analysis of the global 

economy leads to the Bold statement that “high self-esteem is a competitive 

edge7(p:; 21): 

Branden (1998) describes the defensi eactions oO 

ployee as damaging both their careers and He company’s performance. 

ety Seca from fear of low performance evaluations 

aging behaviors and pak a the loss of a valuable Oe: 

end led. Mant gens math fox seltestecm may HEE fineatened mR the 

new ideas of subordinates and may hide valuable contributions or maneu- 

ver to claim credit for another’s work. In fact, when ideas and analyses are 

primary economic vehicles and roles are more equal, there may be more 

room for more people to act out psychological problems. A worker with 

healthy self-esteem comes to work ready to make a contribution whereas a 

low self-esteem worker is concerned with keeping up appearances, self-ag- 

grandizement, and limiting self- ax eee 

gain self- f the same respect- 

fal accepting way without feeling chtearened by challenges or the 

recognition of others. Self-esteem promotes honest feedback for workers re- 

garding areas in need of improvement and for areas of accomplishment, with 

clear noncontradictory messages. When high self-esteem is operating as the 

norm, people have access to information, encouragement for learning, and 

the appropriate power needed to perform their jobs. 

Finally, a system that enhances self-esteem and demonstrates integrity is 

of primary importance. High self-esteem companies demonstrate congru- 

~ ence between their public peone messages regarding their purpose and 

philosophy and the actual behavior of the management. A system of integrity 

strengthens the employees’ sense of purpose by sharing the sense of accom- 

_ plishment for what is produced and the experience of earning self-esteem 

through worthwhile activity. 
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To rise to the challenge of accelerating global competition, businesses 

have an incentive to value employees who value themselves. Only within a 

cooperative and respectful atmosphere can innovation and creative adapt- 

ability be fully achieved. ete may be Rieesbies to hire ane fire specialists 

value oloyees have the power to create new so- 
ionategnereEeOSIGAR, zara they may Reconic adiepencaple to the organ- 

izations. The global economy also offers opportunities for entrepreneurs 

pie can OS create cost-effective products and services to meet chang- 

pportunities 
( couns¢ Car 5 s responding 
to —— oe em of SET to the clients’ self- 

esteem is an important factor in helping careerists deal with external de- 

mands (Branden, 1998). 

Mihaly Csikszentmihalyi and the Concept of Flow 

Mihaly Csikszentmihalyi\(pronounced “ME-high CHICK-sent-me-high-ee,” 

Santrock, 2002, p. 433) employs concepts that can increase job and life sat- 

isfaction.\Although his overarching concept of flow seems like a rather es- 
oteric way to describe the mundane activity of working to earn a living, 

Csikszentmihalyi (1993) has done research using the term to describe the 

ultimate satisfaction derived from sustained activity. Rather than a vague de- 

scription, the researcher defines factors\that literally create a transcendent’ 

experience. 

a person can act decisively and oi control, performing a task that is some- 

what difficult but no more difficult than what is possible for the individual 

to do. 

Some work activities meet the Csikszentmihalyi (1993) criteria. As a 

person concentrates on the task, irrelevant stimuli are ignored, and the per- 

son becomes aware only of the flow of the action. Personal concerns dis- 

appear, and a consciousness of time is absent. As the work continues, the 

person feels a sense of growth and a purpose beyond one’s self. The ex- 

perience is felt to be mortals for its own sake Seo of eon re- 

wards. The deep concentrati ns 

‘¢ in such activity, whether at work or elsewhere, brings such 

satisfaction that doing the complex tasks over time as: more and,more 

enjoyment as skills improve. Flow experiences enhance creativity peak per- 
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formance, talent, productivity, self-esteem, and stress reduction. Without 

experiencing flow and the beneficial cycle of meeting the challenges of com- 

plex activities, people become bored and seek enjoyment through leisure 

activities that are less productive. Eventually, if unchallenging activity be- 

comes the norm for one’s life, the capacity to rise to challenges begins to 

atrophy. 

oka cea oa ( GALE believes that 

and enjoyment Dee flee BRRCES the betterment of society. He argues that 

when work depends solely on economic rewards, materialism is fostered, 

and the planet’s resources are overused. He also explains that evolutionary 

progress for society requires all the talent the human race can muster. The 

society that socializes its citizens to believe that enjoyment comes only from 

nonproductive relaxation and collecting material goods is misusing human 

resources. An economy fostering deadening work for money fails to achieve 

the possibilities that fully challenged human beings have to offer. 

Csikszentmihalyi (1993) also comments on the effect of cur 

; « ism and the alli pees of adults to solerare drudgery 

is sending the wrong message to children. Instead of young people learning 

that work is something that can be enjoyed and can have intrinsic value, they 

are learning that work is only as good as the items it affords a person to buy. 

In reaction, Csikszentmihalyi suggests that the youth will reject a work ethic 

and instead focus on leisure and pleasure. 

According to Csikszentmihalyi’s (1993) research, many people experi- 

ence flow through their jobs, and when people report feeling happy and sat- 

isfied, they are usually working. However, when there are few opportunities 

for people to engage in tasks commensurate with their abilities, people lose 

the motivation to put forth effort in challenging tasks. The improvement 

of society is dependent on creating work opportunities that encourage every- 

one to meet challenges and gain satisfaction. 

Csikszentmihalyi (1993) suggests that counselors can help clients iden- 

tify those situations in their lives that increase the quality of experience. 

By understanding the enjoyment of challenging activities, people can create 

feelings of satisfaction and a sense of self that is in control of their own 

happiness. 

Certainly the flow concept,is applicable to career issues 

learn to identify work activities that create ee experience of flow, they can 

gain satisfaction. pane to peasy work activities will Ue ee 

counters all the time, careerists can increase satisfaction by locating as many 
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of these activities in a job as possible. Career counselors can teach clients 

the characteristics of flow activities. Management and job analysts could cer- 

tainly do as much as possible to design jobs that create flow according to 

the abilities of the workers assigned to the tasks. 

Csikszentmihalyi (1993) uses surgery as an example of work that in- 

duces satisfaction and a sense of flow where time and personal perspec- 

tive are transcended. Surgeons perform specific tasks and receive concrete 

feedback when the tasks are successfully completed. Surgery is challenging 

and requires high levels of skills that can be consistently improved. While 

performing surgery, doctors reported being so involved with doing the task 

that they are oblivious to all outside influences. Concentration is so focused, 

doctors are aware only of what they are doing in the moment. Even routine 

surgeries are challenging enough to be called relaxing and worthwhile 

endeavors. Every surgeon interviewed reported they would never consider 

another profession, and they would do surgery without pay or recogni- 

tion if that were the only way they could do it. Surgeons are not inter- 

ested in other medical specialties because they would not see the same 

results as easily and quickly. The only negative described by the doctors is 

their dependence on the enjoyment they gain from doing their work. The 

surgeons in the study described their work as almost addictive, and when 

they are not able to do it, the loss is psychologically felt. 

Certainly surgery is a highly specialized career, and only a few can gain 

such a position. However, other occupations can be viewed as including 

activities with the characteristics that produce flow. If a worker sets out 

to define activities from the perspective of finding flow, satisfactions can be 

found. The supermarket checker interviewed by Studs Terkel (1974) de- 

scribed creating a rhythm with the cash register, becoming engrossed in con- 

versations au customers, and oecue idee ae SAD radishes patrons. 

Counselors « can help clients create SATA (aigdter activities shail will 

bring enjoyment into people’s lives. 

Also studied by Csikszentmihalyi were microflow activities that fill time 

without offering much challenge, such as socializing and physical activities. \ 

Physical activities offered enjoyment and increased self-esteem; but soli- 

tary exercise and competitive sports also added feelings of alienation from 

others. Social activities, offered enjoyment without alienation but also 

brought doubts about one’s self, lowering self-esteem. Most counselors have 

helped clients increase social activities when clients report leisure time filled 
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only with solitary pursuits and have recommended fitness activities for in- 

creasing a sense of self-improvement. Flow studies offer concrete factors for 

designing the healthy use of free time and for balancing activities so posi- 

tive feelings are created without the negative side effects of overemphasiz- 

ing any one type of activity. 

Sociopolitical Issues: A Critique of the Global Economy 

Csikszentmihalyi (1993) recommends that counselors be aware of how so- 

ciety distributes enjoyable activities. On the one hand, it may be a challenge 

to set up an efficient assembly line (e.g.,an engineer finds great satisfaction 

in improving worker efficiency or using space in a more effective man- 

ner). On the other hand, assembly-line work removes the challenge and con- 

trol needed for workers to find enjoyment in the work activities (e.g., the 

worker repeats the same activities all day). 

When opportunities for education and training are not equally available 

to all citizens, a society is pee limiting the Sruiuit of happiness for many 

alienated groups. ¢ cou s may be able to hel Ip cl clients see what they are 
ait slirsgaareguEte — ‘or challenge. However, counselors 

must “realize there are also limits to how much education and eae are 

available for SAS aoe i ors may need to help some clients learn 

tolerate bo 2 add flow eivites ¢ accersy of life» 

AS co Watis'1996) SS bow the career choices available to groups 

underrepresented in higher-paying occupations. He states that the under- 

employed and underchallenged are bound by the norms of the majority. i 

Societies control who has maximum opportunities and who does not 

through various means. Educational, licensure, and certification require- 

ments serve gate-keeping functions and often go beyond the actual criteria 

of what is needed to do some jobs. Counselors can serve as enforcers of the 

status quo by discouraging clients who seem unlikely to meet the estab- 

lished criteria for some careers. On the other hand, not relaying established 

criteria could set the clients up for disappointment. Wattsraises an ethi-, 

cal question by asking if counselors should be social activists advocating 

for social changes that would create true equal opportunities. Another pos- 

sible ethical concern ig how appropriate is it for counselors to educate 

clients about the systemic constraints that limit opportunities for some 

groups of people? 

Ethical concerns regarding career issues are raised when it becomes ob- 

vious that every one of the writers making recommendations for 

dealing with the rapid change in the economy lays full responsibility for 



118 Part Il 

SUMMARY 

Career Counseling Theory and the Global Economy 

adapting to the changes on the individual careerist. Self-responsibility for 

career decisions is certainly a healthy attitude, but the amount of change 

described hardly seems fully manageable for all individuals over time. 

Recommending that careerists be positive about change and constantly mon- 

itor the work environment for signs of pending downsizing may be normal- 

izing an economy that treats workers as interchangeable parts. Economists 

report unemployment as simply a statistic to manipulate for holding down 

inflation and stimulating investment. What is not controlled is the human 

impact of certain percentages of people out of work or underemployed, 

paying the sacrifice for a “healthy” economy. 

It may be considered radical and naive, but the concept that a nation’s 

economy exists to provide work and income to all its citizens is hardly un- 

reasonable. Certainly, counselors may prefer to work with individuals and 

help them cope with the career world. However, all those concerned with 

career issues, counselors and clients alike, might also consider the political 

implications of expecting workers to adapt to an economy designed only 

for material gain and not for developing all human potential. 

Counselors and clients need to be aware of the influences of the global ecgn- 

omy for individuals managing careers across timesClients might best make 

short-term decisions that fit into a long-term career outline. The term out 

line suggests a direction, but allows for chance and change to alter spe- 

cific short-term decisions. In addition, an outline suggests there are multiple 

steps. A career is a collection of steps that move toward goals fitting into an 

overall picture of personal intentions. 

The global economy includes many specialized careerists in the work- 

force. Clients will benefit by having a marketable specialty. Developing and 

maintaining a specialty also requires that careerists constantly update skills. 

However, too much attention to specialization entails risk-because some spe- 

cialties are very marketable fora time and then later eliminated. Clients also 

need to remain flexible enough that they can work across specialties. 

Periods of unemployment or partial employment are becoming com- 

monplace as people move through their careers.Clients need to purchase 

homes, vehicles, vacations, etc. with the assumption that unemployment is 

around the corner. Having a savings account to cover expenses during ca- 

reer transitions becomes vital. Social support not dependent on the current 

workplace is also important in dealing with times between jobs. A mentor- 
ing and collegial network for employment contacts may also offer invaluable 

assistance in seeking a new job. 
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Due to the ambiguous and unpredictable nature of the global economy, 

clients need to have strong career self-concepts that go beyond the current 

job. Healthy careerists also develop an identity broader than career alone 

and find value in life that is not based upon work. In addition, healthy stress » 

management skills are a must. Clients need to be able to manage stress dur- 

ing periods of unemployment and when coworkers are downsized. 

Companies will benefit by creating an environment that encourages em- 

ployees to maintain high self-esteem and be capable of independent actions. 

In order to attract such employees, work environments will need to manage 

competitive pressures, infused with power dynamics and judgmental atti- 

tudes, and replace them with a tone that is collaborative, egalitarian, and sup- 

portive. Such a major shift for some companies requires the services of career 

consultants or coaches. 

A society might do well to consider the impact of limiting access to chal- 

lenging work roles in a competitive global economy. Expanding the number 

of careerists who can live up to their potential would expand the creative 

and productive progress of the financial system. The world of work is the 

external structure providing the stage where careerists act in their roles to 

make a contribution for the common good. Career counselors can facili- 

tate the expansion of career roles by facilitating the personal growth of 

clients and by interpreting the influences of the system..The professionals 

providing career services are creative consultants helping clients act effec- 

tively on the world of work stage. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Impact of Globalization 

A. Rapid change 

1. Predicting future with certainty is impossible 

B. Work force grows and shrinks according to the needs of the com- 

pany/economy 

1. Flattened hierarchies 

2. Removal of middle management 

C. Self-responsibility for career 

1. Careerist—a person who recognizes that she will have many 

jobs, either within or between companies, and actively pre- 

pares herself for continued employment via continual training 

within field or retraining into another specialty. 

2. Professional development now the individual’s responsibility 

Adding value to organizations is expected 

4. Individual responsible to market herself 
Sa 
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5. Savings account needed to support individual when unem- 

ployed/underemployed 

6. Life-style choices need to take into account variable income. 

7. Proactive preventative health habits needed to deal with 

stress. 

D. All employees are self-employed 

1. Never knowing when the current job will end 

2. May combine part-time jobs into some semblance of full-time 

work 

a. May lack health and retirement benefits 

Il. New Concepts for Career 

A. Careering 

1. Personal process in tune with flexible approach to life 

2. Empowerment comes with listening to inner signals versus 

linear decision making. 

3. Growth model continuously redefining identity versus fitting 

into external paradigms 

4. People set intentions, their personal goals for their lives and 

careers, and wait for opportunities to serve as vehicles for in- 

dividually determined goals. 

5. Careerist interprets changing external factors. 

B. Positive uncertainty 

1. Current choices are temporary 

2. Positive attitude, appreciating chance 

3. Information fluid and subjective 

4. Grounded values and personal priorities, though adaptable, are 

the most dependable stability available. 

C. Planned happenstance 

1. Openness to the unexpected 

2. Career planning includes coping with inevitable change 

D. Appropriate career attitudes 

Curiosity: exploring new opportunities 

Persistence: exerting effort despite setbacks 

Flexibility: changing attitudes and circumstances 

Optimism: viewing new opportunities as possible and 

attainable 

5. Risk taking: taking action in the face of uncertain outcomes 

E. Self-esteem 

1. Information age requires higher self-esteem than previous his- 

torical periods. 

2. Advanced levels of expertise required for all levels of 2 

employees. 

Sa ae ae ae 
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Consultation and teamwork required between all levels of 

employees. 

Self-esteem encourages communication, autonomous responsi- 

bility, cooperation, and adaptation to change. 

Workplace atmosphere creating self-esteem: safe, accepting, 

challenging, and recognizing contributions 

People working in respectful atmosphere interact with others 

with same respect: honest feedback, dealing with mistakes, 

and giving clear messages. 

High self-esteem employees need information, encouragement, 

. continual learning, and appropriate power. 

High self-esteem organization needs integrity, real public 

relation messages, mission, and behavior consistent with 

values. 

E Flow 

Li 

a 

Bo 

Clear goals: task clearly defined 

Concrete feedback 

a. How well task is being done. 

b. How well is task moving toward goal. 

Decisive action under person’s control 

Task difficulty is a challenge but not beyond possibility. 

Task is defined as important in and of itself despite external 

rewards. 

. Transcendental experience: 

a. Concentration on task 

b. Focus intense: irrelevant stimuli disappear from awareness. 

Personal factors are not in awareness. 

c. Sense of personal growth, purpose, satisfaction 

d. Felt sense of flow of energy 

e. Skill improvement creates more satisfaction. 

Peak experiences 

a Talent expressed 

b. Self-esteem enhanced 

c. Stress released 

Without flow 

a. Boredom 

b. People seek pleasure, not productivity. 

c. Person’s ability to rise to challenges is diminished. 

With flow 

a. Creative zest; satisfying life 

b. A society fostering mostly pleasure seeking rather than cre- 

ative contributions will gradually deteriorate. 
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EXERCISES 
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Ansbacher, H. L., & Ansbacher, R. R. (1956). The individual psychology of 

Alfred Adler. New York: Harper & Row. 

Bandura, A. (1982). The psychology of chance encounters and life paths. 

American Psychologist, 37, 747-755. 

Berger, P. (1990). The human shape of work. New York: Macmillan. 

Bingham, R. P,, & Ward, C. M. (1994). Career counseling with ethnic minor- 

ity women. In W. B. Walsh & S. H. Osipow (Eds.), Career counseling 

for women (pp. 331-365). Hillsdale, NJ: Erlbaum. 

Branden, N. (1998). Self-esteem at work: How confident people make 

powerful companies. San Francisco: Jossey-Bass. 

Cabral, A. C., & Salomone, PR. (1990). Chance and careers: Normative ver- 

sus contextual development. Career Development Quarterly, 39, 

5-17. 

Csikszentmihalyi, M. (1993). The evolving self:A psychology for the third 
millennium. New York: HarperCollins. 

Gelatt, H. B. (1991). Creative decision making: Using positive uncer- 

tainty. Lanham, MD: National Book Network. 

Hart, D. H., Rayner, K., & Christensen, E. R. (1971). Planning, preparation, 

and chance in occupational entry. Journal of Vocational Behavior, 1, 

279-285. 

Keeley, E. S. (2003). From vocational decision making to career building: 

Blueprint, real games and school counseling. Professional School 
Counseling, 6(4), 244-251. 

Krumboltz, J. D. (1996). Improving career development theory from a so- 

cial learning perspective. In M. L. Savikas & R. W. Lent (Eds.), 

Convergence in career development theories (pp. 9-31). Palo Alto, 

CA: Consulting Psychologist Press. 



Chapter 6 Career Counseling for the Global Economy 123 

Levy, E, & Murnane, R. J. (1992). U.S. earnings levels and earnings inequal- 

ity; A review of recent trends and proposed explanations. Journal of 

Economic Literature, 30, 1333-1381. 

Miller, M. J. (1993). The role of happenstance in career choice. Vocational 

Guidance Quarterly, 32, 16-20. 

Miller, M.J.(1995). A case for uncertainty in career counseling. Counseling 

and Values, 39, 162-168. 

Miller-Tiedeman, A., & Associates (1999). Learning, practicing and living 

the new careering. Philadelphia: Accelerated Development. 

Mishel, L., Bernstein, J., & Schmitt, J. (2000). The state of working America, 

2000-2001. Ithaca, NY: Cornell Univ. Press. 

Mitchell, K. E., Levin, A. S., & Krumboltz, J.D. (1999). Planned happen- 

stance: Constructing unexpected career opportunities. Journal of 

Counseling and Development, 77, 115-125. 

Pink, D. H. (2001). Free agent nation: How America’s new independent 

workers are transforming the way we live. New York: Warner. 

Salomone, P. R., & Slaney, R. B. (1981). The influence of chance and contin- 

gency factors on the vocational choice process of nonprofessional 

workers. Journal of Vocational Behavior, 19, 25-35. 

Santrock, J. W. (2002) Life-span development (8th ed.). Boston: McGraw 

Hill. 

Scott, J., & Hatalla, J.(1990). The influence of chance and contingency fac- 

tors on career patterns of college-educated women. Career 

Development Quarterly, 39, 18-30. 

Turkel, S.(1974). Working. New York: The New York Press. 

Watts, A. G. (1996). Toward a policy for lifelong career development: A 

transatlantic perspective. Career Development Quarterly, 45, 41-53. 

Williams, E. N., Soeprapto, E., Like, K., Touradji, P.,, Hess, S., & Hill, C. E. 

(1998). Perceptions of Serendipity: Career paths of prominent aca- 

demic women in counseling psychology. Journal of Counseling 

Psychology, 4, 379-389. 

Young, J. B., & Robert, R. E (1997). A model of radical career change in the 

context of psychosocial development. Journal of Career Assessment, 

5, 267-182. 

Zinn, H.(1995).A people’s history of the United States: 1492-present. 

New York: Harper Perennial. 



Cee eR 7 

Career Issues for a 

Diverse Work Force 

We will never congratulate the laborer, not talk of the dignity of labor. 

It is work that dignifies. Labor wears, kills, destroys: that is the meaning 

of the word. We will show the laborer how to cease from his labors, as 

he comes up on that other level where his works shall be sure to follow 

him, where mind controls matter, and the spirit rules the thing. 

Edward Everett Hale, 1885 

areer matters are inextricably bound to multiple psychosocial factors 

such as age, gender, socioeconomic status (SES), race, ethnicity, cultural 

background, and family influences. The identity of 2 idividual in- 

cludes internalized messages affected by societal factors. Human S 

members of a social species, develop within a context where a 3 

mands are inculcated as internal facets of a person’s identity ( (Gollnick & 

Chinn, 2002). 

The Career Diamond shows one side representing the self (or internal 

factors) and the other side corresponding to external factors. Both sides 

come together through a process of integration. However, a more realistic 

depiction might show multiple facets on both sides. The internal si 

tifaceted lines would show the characteristics of age, gender, race, ethnicity, 

SES, and cultural background while the external side would show the SOCi- 

etal norms related to the same factors. For example, the author could list fe- 

male as a personal characteristic and U.S. social constraints for women on 

the external side. The constraints might include the social practice of women 

typically earning less or the social stereotyping of behaviors and traits as- 

sociated with being female. The stereotype could suggest nurturance as 

acceptable for women; and if a woman displayed such behavior, or inter- 

nalized such a characteristic as a part of her identity, there could be congru- 

ence between societal influence and personality. Similar societal influences 

and personal characteristics for the author could be the race label 

Caucasian, with an internal personal message related to the self’s White 
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identity development, such as,“As a White person, I have had privileges and 

opportunities and am working to expand my limited awareness of cross- 

cultural values.” It is the work of career counselors to bring into the open 

internal attributions and to explore the external influences affecting ca- 

reer concerns. 

This chapter begins by identifying specific background factors that af- 

fect all individuals and encourages career counselors to look at their own 

embedded societal influences. Then, the most basic identity factor of gen- 

der and sexual orientation is examined, Next, valuesjare considered, i.e., those 

characteristic of the majority culture and crosscultural values that affect 

career choices and behavior. Finally, the career issues related to marginalized 

workers will be examined by describing economic and political influences. 
Most workers balance various background factors within the context of 

workplace requirements. The climate of diversity in the work force is a re- 

ality, and acclimatizing to the multiplicity of values is a aa Career Co 

ina ee pie SS pate to bri ito a : Vi 

INCREASING CULTURAL SENSITIVITY: EXAMINING 

PERSONAL-SOCIETAL BACKGROUNDS 

Counselors as a group typically value education and hard worl 

onto the hope that career services will eatrOten to Sore satisfaction and 

success for clients and students. These values alone will influence career 

BU Le ETE and counseling interactions. ReCveniine the effect of Peon 

Career So uneelors and Cene alike have internalized background ex- 

ate re: that Oe basic orientations to life and work. Poesy, to dif- 

e. With self- -understanding, career Counselors 

intercultural differences and recognize that 

one’s individual context is only one of a TEtless variery The first step in. 

learning about crosscultural differences,is for counselors to explicate the in- 

fluences of Paging own nes Daseeeound sO peeaGeM biases are SDE 

gend ion, fami —_—— “fac: 
GEE rcryone forms een influenced SRE sets. As a career counselor, 

self-understanding helps determine areas where a client’s different out- 

look may influence the counseling relationship. Without self-examination, a 



CASE ST 

Esther, a 19-year-old African-American 

woman, was referred to counseling by her 

advisor. Esther informed the counselor that 

there were six children in her family—two 

older and three younger than Esther. The 

two oldest siblings had long since left home 

to make their own way in the world. Esther, 

now the oldest in the house, seemed de- 

pressed and said she was unable to success- 

fully move out and live on her own. She had 

begun college, but was considering drop- 

ping out. The counselor began by asking 

Esther how she felt about living at home. 

She replied that it was hard, because the 

girls in her family had a much stricter rule 

regime than the boys. For example, her 13- 

year-old brother did not have a curfew and 

was able to ride a motorcycle around town 

despite his being too young to have a dri- 

ver’s license. She indicated that as the boys 

in the family grew older, they became even 

more uncontrollable. By comparison, she 

still had a curfew at the age of 19. On the 
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other hand, Esther did not want to follow 

her older sister who moved out, was now 

using drugs, and was pregnant but unmar- 

ried. Her older brother was working as a 

bouncer in a bar. Esther’s parents said the 

strong brother could handle himself, but 

“good” girls had to stay away from all that 

partying. 

How Would You Conceptualize This Case? 

1. As Esther’s counselor, what further in- 

formation would you need to gather? 

2. What possible impact did Esther’s gen- 

der or race have for her issues? 

. Would it be appropriate to offer a mo- 

tivational talk encouraging her to 

move out of her family home and/or to 

stay in college? 

What Actually Happened? 

The counselor inappropriately concluded 

that the gender issue was the predominant 

problem for Esther and validated her con- 

counselor’s values could create blind spots, missing important aspects of a 

client’s identity; or values conflicts between counselors and clients could af- 

fect the therapeutic interaction. Similarly, crossed interactions could impact 

career education DRS. The following arcs aie Pao 

Sane Ameticans have family histories that menace someone from a pre- 

vious generation immigrating to the United States. Sometimes, people from an- 

other country live in the same neighborhoods for at least a generation and can 

maintain customs from their homeland, handing them down to the next gen- 

eration. Other families integrate quickly into the American culture, leaving 

their kaa customs PO DE tees way, the CE values Sn to 

identity. Some pennies aeeCribe iemeenee as EE with little Sapeasis 
on a background related to immigration. Again the ownership of American 



cerns that she was more restricted than 

the brothers. The counselor announced a 

counseling goal of helping the client sepa- 

rate from her family of origin and become 

an independent adult. 

However, had the counselor dug a little 

deeper, he would have learned that Esther 

did not want to separate from her family. 

She was committed to helping her younger 

siblings and trying to keep them out of 

trouble. Moving out had a negative conno- 

tation for her (partying and getting into 

trouble like her older sister). Had the coun- 

selor grasped the values of the client, the 

most important values (family, not party- 

ing) would have been clear to him. Yes, it 

meant that the client put her life on hold 

until her younger siblings were older, but 

these were her values. 

By comparison, the White middle-class 

counselor had left his home at age 17 to 

study abroad. Upon return to the United 
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States, he immediately applied to a college 

that was a distance from his home. His aca- 

demic focus and privileged background 

impacted what he heard from the client, so 

he heard her complaining about her re- 

straints, not describing her family situation. 

The counselor could have facilitated 

the client’s exploration of further educa- 

tion/training while she continued to live 

with her family. Although her parents re- 

stricted her social life, Esther wanted to 

help with her siblings. The parents and 

daughter actually shared the value of fam- 

ily members helping and protecting each 

other. The differential treatment between 

Esther and her younger brother could also 

be examined, allowing Esther to express 

her primary concern, her brother’s safety 

or her restrictions. Once Esther was clear 

as to her choices, a family session might 

have been suggested. 

citizenship, whether associated with immigration or not, involves a set of val- 

ues god attitudes that are basic to how a person views life and others. 

to ine client’s family stories Si INTTS economic circumstances for great- 

grandparents, grandparents, and parents convey themes for family expecta- 

tions. In addition, both the client’s experience of generational socioeconomic 

levels and the counselor’s SES background might highlight differences that 

cue affect interactions between the two. 

tity often determines many career considerations. As 

women’s pales have expanded, many women are aware of traditionally fem- 

‘inine occupations and those fields occupied by few women. Meni, too, are 

cognizant of the occupations considered to be masculine. Achievement 
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expectations set by family members are also influenced by gender. Sexual 

orientation affects basic career choices and work behavior, Clients and ca- 

reer counselors will relate to each other with cognitive sets affected by both 

gender and sexual orientation (Fitzgerald, Fassinger, & Betz, 1995). 

Every family determines specific roles, characterizations, and expectations 

for each member. Psychological placement in the sibling array @irth order) 

sets up each brother and sister with family expectations. The psychological 

oldest (may be chosen by age or gender—e.g., girls have more responsibility 

to care for others) is expected to do more and to be more responsible than 

other siblings,’and the psychological youngest (intellectual ability may be 

more important than age for some families—lowest ability becomes psycho- 

logical youngest) may be taken less seriously than others and may be consid- 

ered unable to take care of himself. Middle children may feel a solid place is 

not available for them. Often, brothers and sisters develop interests in fields 

not similar to other siblings so they will not have to compete. Determining 

the counselor’s and the client’s family roles may offer clues to the interaction 

of the counseling dyad. Other family situations may have had an impact, such 

as an intelligent or gifted child being identified as the hero of the family or an- 

other child designated as the family black sheep, Exploring basic family roles 

will provide much information regarding influences for career identity. These 

family systems issues are inextricably intertwined with other background is- 

sues, and sorting out the influences frees people to understand their personal 

preferences and to determine unique core identity priorities (Adler, 1931, 

1937; Carlson & Slavik, 1997; Sweeney, 1981). 

GENDER ISSUES AND CAREER 

One of the most obvious and PLR ESINS social Ranges in the last several 

decades has been the e\ creasing numbers of women entering the 1 

force\(Barnett & Hyde, ASN om ene eet ee decades, more and more 

women have worked outside the home. The literature is replete with books 

and articles related to the gender issues (Bardwick, Douvan, Horner, & 

Gutmann, 1970; Bernard, 1972; Holm, 1970; Jordan, Kaplin, Baker-Miller, Striver, 

& Surrey, 1991; Matthews, 1972, 1989, 1990; Nieva & Gutek, 1981; Tannen, 

1994; Williams, 1977). As the previous section described, gender socialization 

affects family expectations for individuals. In this section, the continuing in- 

fluence of gender for adults in the workplace will be examined. 

work 

Female Gender Issues 

Glass itm — ithe women to — positions of leadership and aise 
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tribute many women workers into jobs with lower pay and fewer opportu- 

nities for advancement. Fitzgerald and Betz (1994) have explicated the struc- 

tural factors in the work environment that affect women. Using the Theory 

of Work Adjustment, where work is conceptualized as an interaction be- 

tween the worker and the work environment, the two researchers describe 

job satisfaction as based on matching abilities and job requirements. The 

work environment encourages productivity and length of service in a job by 

placing workers in jobs’that promote the use of their skills. The pervasive) 

underutilization of women’s abilities means such matching is less likely for 

women an for men and pele — OES SIE eh women. pec 

Some gender Gul constructions define women in newne terms or 

with Sete nec. a are not ASE BENG to the world of work. Feminine , 

; cia ictions (conceptual labels accepted by a soci- 

ety) that Aesres women in HEBEGHE roles such as mothers, lovers, or help- 

mate wives. Historically, these roles defined the appropriate place for 

women, with most people assuming that women belonged in the home, 

kitchen, and nursery. The characteristics for such roles overemphasize 

women in relation to others, do not view women as unique individuals, and 

the roles imply servitude, passive acquiescence to others, or pervasive at- 

tempts to poses others abe et Ae 1991). 

on career roles. a n actuality, women nie worked outside we home through 

e marketplace, and some a ee 
(Barier & aie 2001). Of course, regardless of roles, not all women have 

displayed temperaments of serving others or accepting others’ opinions 

without expressing opinions of their own. In any case, the traditional 

models for women are no longer reflective of the breadth of women’s ex- 

perience today. 

pOnseNen, social nine behavior are no 
s still considerable 

i setae - instance, lve traditional moth- 

ering stereotype depicts women as nurturing, which may be a positive attrib- 

ute unless assertiveness is required on the job. On the other hand, if a woman 

is seen as too assertive or demanding, she can be characterized as the witch, 

the antitheses of a nurturing person. Women cannot successfully adopt male 

behavioral constructs without being denigrated as unfeminine; nor can they 

be “too much like a girl,” if they are to be taken seriously (Tannen, 1994). 

ul harassment can be seen as actions depicting women as sex objects; 

and women who complain about inappropriate gestures or sexual innuendo 
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can be accused of being too sensitive or of dressing provocatively (Gutek, 

1985; Maremont & Sassen, a Webb, 1991). 

erations women Raver peen inculcated about tHe AEEHDUTES society dictated 

as feminine, and many built defensive behaviors or rationalizations to justify 

individual differences (Baker-Miller, 1976). With expanding roles, women 

out the ape messages as well as personal preferences. The psychology 

of women provides an example of the mixture of individual dynamics in the 

contexts of social influences. 

-d out engths e tructions (Jordan et al., 

1991). The cniphasis on SRS a cribea to women has encourieed 

them to develop social skills such as collateral relating and caring. Indeed, 

such sophisticated social skills are valued in the workplace) And, although 

the culture has given greater status to the individualistic male stereotype, 

both men and women live in the context of relating to others. Psychology 

has defined health in individualistic terms, following the societal overem- 

phasis, but in reality both men and women need a balance of individualism 

and relating. Self-in-Connection is the term the Stone Center theorists use 

as a label for that part of identity that includes relating to others Jordan et 

al; 1991): 

Although the inclusion of women has not yet developed into fully egal- 

itarian roles, women have demonstrated remarkable adaptability. They have 

found ways to show leadership without appearing too male or female. 

Women have gained expertise to gain respect, and they have demonstrated 

they can get the job done. While adapting to workplace requirements, 

women have juggled family roles and have created flexible work patterns 

that could serve as a model for all workers dealing with frequent change 

in the future. Women have combined social and psychological factors, chang- 

ing their own experience while also changing both the workplace and fam- 

ily patterns (Ulrich & Dunne, 1986). 

The Excelsior Model 

A group of women career counselors discussing gender issues at a regional 

career conference created the Excelsior Model,to picture societal influences 
promoting male and female stereotypes (Andersen, Wickwire, Lewis, Vetter, 

& Hansen, 1992). Figure 7.1 denotes the compromises continually made by 
men and women inheriting mm roles, @ 
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- Supft vena independence, 
Ideal Traditional 

Female 

Connectedness 

Disenfranchised 

In the left and right corners of the box in Figure 7.1 are the traditional 

female and male stereotypes. The sides of the box tepresent connectedness, 

or the — identity (self-in-connection) traditionally assigned 

from the mai im of societ An ideal state for both 1 men 1 and women, 

would Re to ernie eff seal with independence, shown in the upper } 
icciianerseihd corner. ibecver, the career educators found that in society today, 

be helpful in encouraging the deeclapiient of seora combining traits 

of male and female stereotypes. Still, the theorists felt that there were many 

environmental influences in the workplace and elsewhere in aes that 

preveqtedt the ideal ie eS for men and women. The Ci 
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ENVIRONMENTAL 
INHIBITORS 

Y 

Connectedness 

a Se ENVIRONMENT 7- - - - - - ------- 

Integration 

t 
ENVIRONMENTAL 
FACILITATORS 

sufficiency and connectedtiess are RepRAGHNERE in carnal circles enclosed 

by a larger circle depicting the environment surrounding everyone. The goal 

of integration is represented in the lower half of the larger circle showing 

the two broad stereotypes coming together. At the top of the large circle, ar- 

rows are pressing down and splitting the two smaller circles, preventing the 

movement toward integration. Examples of inhibitors to integration are 
StETeOEyDES: disesiminauen and rigid — in rN RCHYIROD MCR ce oe 

A imit the Cae tb As men an women can make to 
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society. This can be accomplished, in part, by 

At the same time that women may need to separate personal choices 

from the messages received via societal pressure, they may also need to rec- 

ognize the benefits of the relating skills they possess. Because the social 

structure has overemphasized individualism, rather than supporting collat- 

eral relating, women may not value the interaction skills they can offer. 

by the ind: 

e Excelsior Model is ART ceed to nese issues specific to male gen- 

der identity. 

Male Gender Issues 

Much of the traditior career literature contai K pla 10NS | ume 

iences. In fact, Tyler (1977) describes career SES as the pat 

terns PAE to White males, and Barnett and Hyde (2001) point out that 

most career theories date back to the 1950s, when gender roles were strict 

and work ae were stable. pi neecevratromenactil disseminated quasi 

Sie en Rear contract pevmaney men were penned oF work roles 

and that career success was the primary vehicle for eens self-esteem and 

Ofer: sources efor pebing social eereericre Pa meron oot were 

negated as of less value. Consequently, the rigid sex role limited male partici- 

pation in the family and demanded a highly competitive achievement orien- 

tation. An overemphasis on power and winning the success symbols required 

restrictive emotional, sexual, and affectional behaviors that lead to health prob- 

lems (O’ Neil, 1987). One study by Robertson and Fitzgerald (1990) found even 

counselors were influenced by societal male role stereotypes. Nontraditional 

men who were not devoted to being the provider were seen as having greater 

pathology caused by socially inappropriate choices, and counselors designed 

their interventions to change the nontraditional behavior. 

Some literature has explotee male SeBcudee issues, with Pleck (1981) 

and others epalenelng. ‘the mytt linity.” Male writers fhe ee 

een (Kimmel, 1987). The external presses prevent an 

fae ean nae relationships as a part of the male identity, which leads to an 
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overemphasis on individuality and self-sufficiency, which is shown in the 

Excelsior Model. 

Male career clients often demonstrate adherence to the male role by see- 

ing career choices as bounded by economic and achievement ee only The 

meaning of work as an expression of personal values can seem irrelevant 
when getting ahead and making money is the major criteria for judging suc- 

mption that others will judge men only in economic terms 

celsior Model’s focus on self-sufficiency. O'Neil and Fishman 
(1986) Heseniped male clients as struggling with concerns of self-devalua- 

tion for any discrepancy in the prescribed formula for success, threatening 

men with the extremes of self-hatred and Mea See Career coun- 

pel e\ C es O STac¢ MOT 

Both men and women Renee fon career counseling that explores 

the topics of gender role identity issues. Traditional social constructs for both _ 

masculinity and femininity confine people to stereotypes in terms of choice 

of occupations and career behavior. Teasing out the social directives and de- 

termining those that serve the client well and those that do not expands ca- 

reer counseling into an arena that allows for individual preferences not 

bounded by stereotypes. 

The Excelsior Model cd es the > external pre 

seen as Hs TteGS over time. aati attitudes means challenging the per- 

vasive influence maintained by the complex web of social constructs that 

are inculcated by members of society. The social and psychological nature 

of gender issues demonstrates the interweaving of personal and external fac- 

tors that is the pattern of all diversity issues. 

SEXUAL ORIENTATION 

orientatio Nn fnat | 

may be no positive eget constructs ve same sex or transgender orienta- 

tions, and many shaming approbations may be a part of identity develop- 

ment. Some Middle Eastern countries do not even recognize the existence 

o sas sexual orientations (Gollnick & Chinn, ey eee SOULS, 

,employment, and ma 3. Some religions react to diversity in sex- 

ual orientation Sar ERIS attitudes. Permanent partnership 

arrangements for gay couples do not have legal status in most places. Societal 



Chapter 7 Career Issues for a Diverse Work Force 135 

The story of Phil and Barbara, clients seen 

by the first author at a mental health cen- 

ter, is a good example of the psychological 

power of the breadwinner role. Phil came 

for counseling first. He presented as exp€- 

riencing panic attacks each and every time 

he sat down to a meal with family mem- 

bers. His first attack occurred during a cel- 

ebratory dinner for his in-laws’ anniversary, 

shortly after he had been laid off from his 

factory job for the sixth time. His job as an 

apprentice machinist paid very well, but 

layoffs were frequent in a volatile econ- 

omy. The job fulfilled his lifelong dream of 

working with his hands and tinkering with 

equipment while earning a good living to 

support his wife and son. During layoffs, 

he would seek other temporary jobs 

where he earned much less and where he 

felt demeaned. 

He knew other jobs might offer more 

consistent money and even more total 

yearly income if the loss of salary during 

layoffs were factored in. Yet earning the 

higher hourly rate meant to him that he 

was valued and a good provider. In de- 

scribing his first panic attack, he revealed 

his shame that the extended family would 

see him as less than a real man,a bum 

who could not earn enough for his family. 

He felt undeserving of a place at the table 

or a portion of food. His wife, Barbara, 

wanted to become a hairdresser and set 

up a shop in their home so she could bal- 

ance work and her homemaker/mother 

role. However, each time she started cos- 

metology school, she couldn’t finish be- 

cause the family resources were restricted 

by another layoff. It was important to 

both the husband and wife that she be at 

home caring for their son as much as 

possible. 

How Would You Conceptualize This Case? 

1. How were the panic attacks connected 

to eating family meals? How would 

such a connection be useful in therapy 

for Phil and Barbara? 

2. What do you make of Phil’s career 

goals? Of Barbara’s career goals? 

As a career counselor, would you 

validate their career behaviors or 

would you insist they deal with 

realistic considerations? 

3. What role did the extended family play 

in Phil’s career identity? How did Phil 

and Barbara value their roles as 

parents? 

What Actually Happened? 

Once the obvious symbolic nature of the 

panic attacks was explored in therapy, cou- 

ples counseling ensued to further examine 

the gender roles and to bolster problem 

solving in partnership. When Phil realized 

that Barbara saw his masculinity as more 

complex than his paycheck and as the two 

learned to support each other in their 

common family goals, the panic attacks de- 

creased. He could eat with his wife and 

child but not with extended family. 

Eventually, he was able to learn construc- 

tion skills with a male mentor and was 

able to supplement his income and buffer 

the effects of layoffs. Barbara was eventu- 

ally able to open a hair salon at home. 

Phil was not able to let go of the 

machinist trade, though the changing 

economy could mean that his chances of 

completing the apprenticeship were slim. 

(continued) 
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(Case Study 7.2 continued) 

With income supplements in place, how- mained primary, but the expanded view of 

ever, he was able to host a dinner for the masculinity and the partnership communi- 

extended family and to occasionally eat cation with Barbara enriched his identity 

with in-laws, though never without some and his life satisfaction. 

discomfort. The breadwinner role re- 

attitudes encourage gays to hide their orientation and an open, healthy ado- 

lescent sexual development is almost pempessibls Sesiails & Chinn, 2002). 

In terms of career identity, fev fiona Is a ( 

ment rather than respected. In the oHpree gays and lesbians struggle to 

assess the consequences of openly sharing sexual orientation. The social 

constructs of masculinity and femininity encourage denigration of gay men 

UGE women, so EEE, sexual orientation a secret ene require Ce ac- 

1ato a | hiring at an 

not MT Sonne by law (Gollnick & Chinn, 2002). 

Career counselors must not only understand the realities faced by indi- 

viduals with diverse sexual orientations but must also deal with their own 

comfort level in discussing the range of professional and relevant lifestyle is- 

sues. Homophobic attitudes for career counselors range from subtle assump- 

tions to major blind spots. 

FAMILY ISSUES AND CAREER 

The combination of work and family roles are interrelated with gender is- 

sues, and the ee of family forms constitutes a SINSETEE issue . Couples 

yhose career choices will take pre 

ety of family forms are not fully recognized. Ca families do not fit with 

the social construct of an Ozzie and Harriet sitcom. Women’s greater par- 

OE in work outside the home has changed the nature of the family. 
The tradi a r fam ily with a male breadwinner and stay-at-home 

mother is not representative of the ee of households. The traditional 

rresp' | ies. Dual career families 
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are 40 percent of the work force, and single parents n a 

(Fredriksen-Goldsen & Scharlach, 2000). in ALITOT SRE BE seep pak 

j >> atl ents as well as children is the responsibility of one fifth of workers, those 

dubbed the sandwich generation, 

L422 Dual Career counselors need to bring family issues into the mix of relevant 

Be AinglaS considerations in counseling and educational programs. Recognizing socie- 

; tal changes and the necessity for clients to negotiate uncharted terrain where 

20% Sool ~ there is no standard way to deal with multiple roles (e.g., caring for elderly 

ae — parents, dealing with divorce and remarriage) brings career services into the 

20 realm of assisting with the whole range of lifestyle choices. 

In the previous case history, the effect of the gender roles and the fam- 

ily adaptation required the participation of both parents as a couple. Years 

later, the family sought counseling again. 

As seen in the case study, counselors can facilitate a process where fam- 

ilies can retain the bonds of caring even if crossgenerational experiences 

and values clash. 

BOUNDARY ISSUES 

Both genders maintain individual separate identities, yet must negotiate re- 

lationships with others. How this is done can impact one’s life and career, 

and is often quite different for men and for women. The concept of oscillat- 

ing self Jordan et al., 1991) discusses how these relationships can be han- 

died. 

The diagram in Figure 3 (developed by Andersen and Vandehey) shows 

three circles along a continuum The first circles are formed out of a solid 
line and Bi tasen closed boundaries. Individuals with closed boundarie 

;. Bridges can be built to others, but a strong sense of individual- 

is TMHEREE isolation, remains paramount (stereotypical male identity). This 

leads to a restricted social and emotional life. At the other end of the con- 

tinuum is a barely discernable circle. The boundaries are so open that the 

individual lives life by eon tommibers) Jaume female eMC No. 

separate identity exists. The middle of the cont n shows a: 

ee fs x SAS —— 

Bridge Isolation ye Mutual Influence Who's Who? 20 

Figure 7.3 Oscillating Self: Open and Closed Circles € 
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Phil and Barbara returned to counseling. 

Phil was sullen, saying nothing. Barbara fi- 

nally described a recent family dinner, 

when their son Steven, now a teenager, an- 

nounced to his stunned parents that he 

was gay. Both parents followed the com- 

munity standard and tried to argue that his 

orientation could be changed. Phil broke 

his silence and forcefully stated that his 

son could not be gay; he was confused, 

mixed up. He had even recommended that 

Steven join a military service where he 

could reform his sexuality. The counselor 

listened, allowing the venting of emotion, 

and then asked the parents,“ What if it’s 

true; what if Steven is gay, then what?” 

Barbara started to cry, and Phil returned to 

a sullen stare. Barbara expressed her fear 

that Phil and Steven would stop speaking 

to each other and the family would fall 

apart. Finally, at the counselor’s urging, Phil 

admitted he did not want to lose his son, 

and he needed help trying to discuss the 

issue with Steven. 

The counselor suggested a family ses- 

sion, and the three returned the following 

week. The counselor asked Steven to ex- 

plain the situation. The son was exception- 

ally patient for his developmental stage 

wat U Ay ; op en Db ene 
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ontinued years later 

and insisted that his parents accept his 

identity. The counselor asked Phil to de- 

scribe to his son the struggle to define his 

masculinity in previous counseling. Phil 

did remember his own pain in trying to 

conform to a rigid model of masculinity 

but was completely at a loss as to how to 

deal with his son’s sexual orientation. 

When the counselor asked Barbara to offer 

her input, Barbara said she would accept 

Steven no matter what. She just wanted 

the family to remain intact. She was fearful 

that her son would become estranged 

from his father and would leave the small 

conservative community. At the coun- 

selor’s urging, Phil looked Steven in the 

eye and said,“I don’t want to lose you; I 

love you.” 

Over the next few years, this loving 

family struggled to understand each other. 

Phil and Barbara eventually came to an un- 

derstanding, if not a full acceptance, of 

Steven’s gay lifestyle. Steven left town after 

graduating from high school, and the 

grandparents were never told of his “differ- 

ence,’ as Phil phrased it. Yet father and 

mother visit their son regularly, and com- 

munication remains open between parents 

and son. 

aa by a dotted line) _ a esd here is a 

The openings for the center circle can open or oscillate by creating 

wider openings to some people and closed boundaries to OU erS For ene: 

who struggle with being PoSBEbEE: the 

another person is an importa uae part of one’s \tity; however, a 
i | eSOAANCTM openings can also retract to limit flow 

iddle « 
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between oneself and another to force greater separation. In this way, iden- 

tity can be defined as separate from others and as open to various de- 

Bice of at aks where the influence of another is a part of the self. By 

honoring both o 5 at 1alism, the career counselor avoids 

SEACING clients Ke message that they must give up who they are and be- 

come someone else. Either a man or a woman can keep the strengths of tra- 

ditional stereotypes, the strong, boundaried self (men) or open boundaries 

responding to others @vomen) for those situations where boundaries or 

and respo: nding t ao. 

erences are subordinated to the needs of the social group and asserting in- 

dividual needs is not primary (Gollnick & Chinn, 2002). Although an 

Spheres on uusial panes rather than HALE seems COMA ICLOEYs 

can be heid without negating one Ove 

to accepting values and ideas that may seem contradictory at first allows in- 

dividuals to grow personally and socially. Career counselors may want to 

help clients identify those individuals (e.g., coworkers, boss) with whom 

more separation is appropriate and those people where more openness may 

be beneficial. 

CAREER AND CROSSCULTURAL ISSUES 

numbers for African CaS Hepatic Amretiests and ean Island 

Americans (U.S. Bureau of Census, 1998). Women have been pe the icp 

market at an increasing rate SOs several decades and are to increase 

in the clients seeking career services. For selors, adapting career, 

-services to the diversity present in the RENE — has been a priority issue 

in recent times. Theoreticians have broadened traditional theoretical con- 

cepts to include a view of cultural influences for diverse groups and have 

attempted to conceptualize the impact of differing values and concerns 

‘for career issues (Brown, 1996). The work of career counselors and educa- 

tors is dramatically affected by the changing demographics. Career practices 
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that assume a standard set of values and points of view as a one-size-fits-all 

will not work for a multicultural society. 

The social structure that existed for only part of the population decades 

ago is outdated not only in terms of a changing economy, but also in terms 

of the diverse groups participating in the world of work. Career coun- 

selors need to be cognizant of the differing needs of people with widely d f- 

fering economic status, cultural backgrounds, values, and multiple noncareer 

roles. However, just noting differences between different ethnic groups does 

not fully express the pluralistic impact of crosscultural, gender, and socioe- 

conomic issues for counseling and in the world of work. 

EMBEDDED ASSUMPTIONS FOR THE CAREER COUNSELOR 

Career counselors who grow up as part of the mainstream middle class 

culture, typically adhere to some basic values that directly affect their in- 

teractions with clients. One of the most basic mainstream cultural beliefs 

is an emphasis on the individual. The individual is responsible for the shape 

of a life, with all major choices being made by the individual. Most psycho- 

logical theory starts with the individual, and healthy development to matu- 

rity is seen as creating an independent self, separate from others. Career 

counselors assess the individual’s interests and abilities and reflect the mean- 

ings and values expressed by the person as a unique being. 

Career theories and practices also start with an attitude that paid em- 

ployment is central in everyone’s life. Choices that limit participation in 

career activities are seen as a lets of motivation or lack of effort to gain what 

The nroeion of career Pagan ve has its own context mn tools and con- 

cepts UNS Dyd uns A AL TNS It is ENNELY that career coun 

clients. Recoen ine the fier. yj a atin: viewpoint allows the coun- 

selor to be open to eee attitudes and to assist clients in PEACE their 

perspectives. Exposure to de pti oe | norm: 

counselors to explore during counseling 6 or Pelues as to eenat interactive ap- 

proaches may work well. Although a client may not view life from an indi- 

vidualistic framework, the client’s self-description will create the picture 

of relevant external and internal factors. In the counseling room, the client 

and counselor work together to understand the client’s world. 
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BROWN’S THEORY OF CROSSCULTURAL VALUES 

Brown’s (1996) theory\involves the influence of values on career choice and 

satisfaction. The theorist delineates differences in cultural values” among 

many groups. Career counselors need to recognize the value orientations of 

clients as a part of career identity. Respecting differences in values is criti- 

cal, as is interpreting the impact of values in the workplace. 

Career counselors ¢an offer respect and understanding for these and 

other cultural values in helping clients deal with career issues. It may also 

be a useful service\to interpret values that dominate the workplace for clients 

whose world views may be incongruent with the dominant culture. 

Depending on the acculturation process, many clients may very well under- 

stand the pueeaoces in the values of their communities and those of the 

workplace. Counsel ful comparisons that suggest differ- 

ences in values do not entail pipenanty of one value system over another. 

Brown (1996) offers several propositions regarding the influence of 

crosscultural values. He states that prioritized values are the most important | 
determinants of career choice. However, values are not fully implemented P 

when there are the constraints of different cultural values, gender, and so- 

cioeconomic pressures preventing some choices) Consequently, women, the 

poor, racial/ethnic groups, and those with same-sex orientation are con- 

strained in choosing occupations reflective of their values. The values of col. 

lateral, or collective relationships, lengthy problem solving, and past 

orientations are not compatible with the current American workplace. 

Individuals who have these as high priority values must recognize that their 

mores conflict with external demands. Important aspects of their identi- 

ties are denied. They cannot execute all their values, but must compromise 

with the expectations of the dominant culture. 

Brown describes specific ways in which career behavior is affected by 

values not shared with the dominant culture: The process of choosing a 

career includes estimating one’s ability and values, and the availability of oc- 

cupational choices. Collective values may impede an individual’s capac; 

ity to make estimations of ability because the person’s natural inclination 

is to emphasize the group rather than the self, particularly if humility is an 

integral part of identity. Consequently, career instruments dependent on self- 

report may be less accurate. 

Collective values also make onflict difficult and participat- 
is diet reemeniel enciarbaebieaaaxamactiaae is An orientation of col- 

lective relationships makes the evaiuations of others more important than 

self-evaluation, and asserting an opinion different than others is strenuous. 

Motivation is drained by the pressure of environments attuned to values 

incongruent with personal values. Success in the working world requires a 
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Strate a respect for thre cae and some 

subgroups prize the influence of an- 

cestors, elders, and pacmonal values 

and rituals. Many Spanish c 

ina ana. ec where 

the here-and-now is more important 

than RS or tomorrow. Native 

Americans have a time orientation. 
based ¢ on the cycles.a. oa nature. Indi- 

viduals from mainstrea: 

og fete in “the workplace, 

orientation|where peo- 

ple ea nuniaihy strive toward a better 

tomorrow. Educational environments 

are also future oriented as students are 

expected to delay gratification, work- 

ing in the present for rewards in the 

take a cures Spanish culties oe 

tOspuoblonn solving. The expectation 

for this cultural perspective is ee 

consulting with everyone concerned. 

Ameri approach, again stressed 

in ie Toes is to solve problems 

actively and quickly. The expectation 

for a U.S. cultural perspective is to do 

something and to get the job done. 

Social relationships are determined by 

cultural values. In most northern 

European democracies and in the 

United States, value is placed on indi. 

vidualism. For many other cultures, in- 

cluding African American, Spanish 

American, Native American, and Asian 

American, collective or collateral rela- 

tionships are valued. In the U.S. work- 

place, hierarchical structures 

dominate; and each individual is 

judged separately, even when teams of 

workers work together. Cooperation 

between workers may be expected, 
but a higher valuevis generally attached 

to incliniehaal achievement. 

peered strategies of interaction impor- 

tant to influence others and to manage 

career reputations. 

: ByAts allow 

n particularly 

within their own communities, as in 
church and at home. eg 

nd pmccenal release can be 

considered a weakness. Manipulating 

emotional responses is considered a 

legitimate means to influence others 

in some areas such as marketing. 
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future orientation because tenure and performance require looking ahead 

and adjusting to tomorrow’s expectations as well as to present demands. 

In addition, success is affected by performance evaluations that are made by 

Des who judge with differing cultural values. 

2 suggest employers may need to offer more ac- 

commodations for personnel, given a shortage of workers with some skills 

and the increasing diversity of the work force. There may He oie line rea- 

sons to adapt the values of the work environment. Polarized ie 

vent accommodating collective relationships, different time orientations, 

or various problem-solving attitudes make work environments less com- 

patible for some workers. Maybe work environments could integrate val- 

ues for the benefit of all workers rather than creating demands that negate 

the values of diverse groups. Certainly, promoting true collateral relation- 

ships could enhance productivity in some situations. Maybe a variety of prob- 

lem-solving orientations could create differing solutions and possibly, the 

pine becnlens time orientation ee the eked SONG Le more ho Slee AE LU 

dictions for the future 
- > See 

retain their dignity and to carefully deal with the values choices required to 

cope with the dominant workplace attitudes. 

ACCULTURATION AND RACIAL IDENTITY DEVELOPMENT 

Dealing with ethnicity and related saci issues also requires an understand- 

ing of research regarding the accultura ane 

Several ee as pare been proposed by researchers 

(Gottfredson, 1992; Helms, 1984; Pederson, 1991), but all versions share a com- 

mon progression of awareness and integration. All members of society deal 

with actual or perceived discrimination. White males, in reaction to affirma- 

tive action, may feel as if they do not have a chance if a minority applies for 

the same position. A woman may walk into an all-male workplace and ques- 

tion its openness to having a female coworker. People of color may be treated 

with disrespect in an attempt to discourage their applications and, if hired, 

made to feel like the tokens, not valued employees. 

Being aware of typical reactions to difference can aid the career practi- 

tioner in pelos | the client mane) ae reactions to the world of Boe There 
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cecilia onan of _———— st racial development for minori- 

ties as well as the White majority is intended to relay a process of awareness 

for everyone (see Box 7.2)4When awareness first opens to a sense of dif- 

ferences in values, experience, and social justice, polarized psychological re- 

actions occur. In essence, the issues of difference become personal, and 

the common reaction is to assert one’s own group as superior and blame 

other groups as of less value. Over time}an integration process occurs where 

the individual becomes less personally defensive and more accepting of dif- 

ferences in values and more honest in regard to historical social privilege. 

Career counselors need to take into account not only differences in val- 

ues and background but also variation in the client’s acceptance of differ- 

ences. The work of career counselors is to facilitate the client’s process of 

coming to terms with both personal and external factors as the client gains a 

mature acceptance of reality and of the responsibility to make choices. Career 

counselors and educators must be prepared to encourage and deal with the 

range of emotions that are a part of identity development for clients, including 
indifference, anger, blame, and guilt. At the same time, career counselors them- 

selves can expect to feel a similar range of emotions in reactions to their 

clients’ feelings. The skill of awareness of such an internal and interactive 

process and dealing with it effectively is the mark of a true professional. 

Racial identity development is related to career development (Carter 

& Constantine, 2000). Students may lack confidence or believe that interests 

and values differing from the majority culture put them at a disadvantage in 

making decisions reflective of their personal selves. Minority members who 

are unaware of distinctly racial identity issues may not recognize discrimi- 

natory practices at work whereas others with greater awareness may lack 

trust in dealing with White supervisors or colleagues (Helms, 1984). Career 

counselors must be skilled in assessing and drawing out potential blocks 

to individuated career identity. Such topics as race and economic constraints 

are necessarily breeched within a respectful, trusted, and safe relationship. 

It is important to make assessments of the client’s needs on an individual 

basis and not to assume the client will demonstrate conformity with text- 

book models or descriptions of the characteristics for particular groups. 

Culturally specific values and personal characteristics can be seen as 

valuable strengths the client can bring to career planning and to career per- 

formance. Some theorists who write about cultural differences state that 

some groups prefer a more directive approach rather than the counselor re- 

flecting feelings and facilitating an introspective process (Sue & Sue, 1999). 

Career counselors must be aware of the timing for interventions with ¢lients 
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Box 7.2 

Lack of ¢ es ual responsibility for inequities. 

acterized by assumi t the Minorities may reject the values of the 

dards of t jo 1 D g dominant culture while valuing their 

own. 
fect devalues the principles of any sab- . Introspe processing | 
group and suggests the majority group Teele of Fite eee deni 
is superior. gration of other groups: For minorities, 

issonan ‘curs when differences positive valuing of own group but let- 
are acknowled: For Whites, confu ting go of denigration. For Whites, 

sion abounds when initially recogniz- intellectual acceptance of racism with- 
ing societal racism and feelin i out admitting privilege and unearned, 

shame and guilt or resis h superior status. , 

: ideaiiatTann one’s own group while deni- 

grating other groups or the White ma- 
jority, White majority members may 
rationalize reasons for inequality and, 

in effect, blame the victims or be angry 
with the concept of accepting individ- 

who are acculturating to a system defined by the White majority. What is 

crucial is to remain client-centered even if the interaction is more direc- 

tive and to be sure the client is in charge of the choices to be made. Given 

values such as a collective orientation, it may be appropriate to consider 

techniques such as group career counseling or the inclusion of the family, 

The career practitioner who is aware of cultural interaction styles and val- 

ues as well as the.impact of individual differences can create innovative 

approaches to suit the needs of clients at all stages of the counseling or 

education process. 
2 

Economic Issues and Career Practice 

Understanding the diverse experiences of all people requires recognizing 

_the social and economic influences impacting different groups living in our 

own country and those from other nations. Thinking globally means 
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understanding the different contexts for the lives of diverse peoples, not 

only in our own country, but throughout the world as a whole: To help read- 

ers gain a broader world view, Smith (2002) described an imaginary village 

populated proportionately by people from around the globe. Of the 1,000 

village inhabitants, there are only 50 North Americans, Asians total nearly 

600, and Africans number 124. There are 95 Europeans in the village, 85 Latin 

Americans, and 52 Russians. More than 200 languages are spoken by differ- 

ent groups in the village. Approximately 90 religions would be represented 

by different groups. Two hundred of the 1,000 inhabitants, or one fifth of 

the total, receive 75 percent of the total income, and half of the adults are il- 

literate. Clean water is available to only a third of the population. Imagining 

such a village emphasizes socioeconomic, religious, language, and demo- 

graphic differences. Hansen (1997) used such a description to suggest that 

career counselors adopt a world view that integrates a sense of what work 

needs to be done for a planet characterized by a multiplicity of changing 

contexts. © 

As corporations spread over the globe, workers will be exposed to 

conditions present on different continents. Making decisions regarding ex- 

changes between such dramatically different contexts requires stretching 

our minds to recognize everyone has very different privileges and oppor, 

tunities*Even the distribution of wealth and opportunity within one coun- 

try can show disparities if most of the resources are controlled by a small 

percentage of the population. How can career services meet the varying 

needs of multiple backgrounds and varying economic resources? How do 

the actions of career counselors affect the peoples of the planet and diverse 

groups within one country? Gaining the perspective of recognizing multi- 

ple variations in external demands and the diversity of contexts for people’s 

lives is essential before career counselors can determine the needs of their 

clients. 

In truth, the focus of career services as a means for self-expression rather 

than an economic necessity is a privilege many people of the world could 

not afford. For many in economically developed countries, thinking globally 

means dealing with increased competition and changing jobs frequently as 

companies and institutions adapt to changing conditions. Yet the global econ- 

omy also means increasing technology and greater stratification of economic 

classes because some groups lack the societal conditions that create come 

plex economies and varieties of jobs. Professional career counselors possess 

the capacity to see multiple contexts, both economic and cultural, and to 

recognize differing needs of diverse clients. Although all the world’s peo- 

ples deal with external conditions, only a few have the privilege to consider 

personal preferences. Career counselors have the sophistication to tease out 
the impact of external pressures while respecting cultural variations, includ- 
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ing the determination of how much each client can accommodate personal 

preferences within career choices. 

Case Study 7.3 demonstrates the struggle with crosscultural concerns 

and the influence of economic constraints. Both money and cultural val- 

ues were relevant, and both were primary in the client’s internal struggle 

and his decisions. 

Wealth Distribution 

American society has strong cultural values that are reinforced in the work- 

place. One_ historically significant value for the dominant culture has been a 

strong work ethic. In the period of industrialization, Horatio Alger was a char- 

acter in stories that demonstrated that through hard work even a poor lad 

could rise in the occupational structure and make a fortune. Future predic- 

tions and current economic conditions suggest that the Horatio career pat- 

tern is becoming a relic of an earlier time. Still, the dominant culture stresses 

hard work as a primary value, though compensatory rewards are clearly not 

available for all. 

An analysis of recent trends in the economy suggests that external adap- 

tations have accommodated some groups more than others (Ellwood et 

al., 2000). Understanding the changes in the economy is a must for career 

counselors because career choices are strongly affected by how workers are 

compensated. The impact of socioeconomic status requires a review of how 

the economy operates. Economic differences between various groups can 

be revealed by showing the effect of recent economic changes on families 

with different income levels. 

Research describing changes in the American economy have found some 

consistent patterns for change in income levels over the last 25 years. 

From 1973 to 1996, the top one third of earners increased their average in- 

come by 43 percent, the middle one third gained 9 percent, and the bottom 

one third lost 16 percent (Ellwood et al., 2000). The middle one third of earn- 

ers experienced this much smaller gain in income, compared to the top one, 

despite an increase in the number of two working parent families. 

Women’s individual income has gone up over the last two decades as 

more women work, as they work longer hours, and as they gain experience. 

Women’s salaries are still not on parity with men’s, but the gap is lessoning. 

Men’s salaries in the middle one third of earners have not increased (Ellwood 

et al., 2000). Most of the income gained through capital investments added 

to the top one third of earners’ income. Corporate earnings for executives 

have increased about the same amount as the wealthy earners, but corpo- 

rate profits have not increased in the percentage of all income (Ellwood et 

al., 2000). 
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This story of a client who sought counsel- 

ing at a university counseling center 

demonstrates the intertwining of cultural 

and economic issues: The client was a stu- 

dent from an underdeveloped African 

country. He was studying engineering agri- 

culture and had a 3.8 grade point after two 

years of study. However, he reported to the 

counselor that he spent every free mo- 

ment in the library reading psychology and 

counseling books. Fascinated by the field 

that described human experience from an 

individual’s perspective, he spent some 

time in sessions describing the more col- 

lective approach of his culture. It was diffi- 

cult for him to understand how a country 

could take care of the common needs of 

all its citizens if each person made deci- 

sions based on individual preferences. He 

said his reading had given him a better un- 

derstanding of his own experience, and he 

could recognize some of the difficulties 

and emotions of members of his family. But 

using an individual psychological perspec- 

tive as an overall approach to living or to 

Career Counseling Theory and the Global Economy 

working was too “selfish.” That said, he 

began to express his secret fantasy that he 

would leave the engineering field and for- 

mally study psychology. However, his gov- 

ernment was paying for his education and 

his country needed engineers, not coun- 

selors. He had even fantasized that he 

could abandon his country’s sponsorship, 

find a way to major in psychology, and cre- 

ate a “selfish” life. 

How Would You Conceptualize This Case? 

1. What values of collective identity are 

threatened by psychology’s emphasis 
on individual identity? How does this 

client fit or not fit with Super’s con- 

cept of “implementing self-concept”? 

Or Holland’s matching of personal and 

environmental characteristics? Or 

Krumboltz’s learning theory model? 

. Given the crosscultural nature of this 

career counseling, how would you 

adapt your interventions to the client’s 

values? How would counseling this 

client be different than how you 

Clearly, the changes in the distribution of money have dramatically hurt 

those categorized in the lowest one third of income level. The shift in 

earnings favored those with more skills and education, and the gap in wages 

between those with more education and those with less widened consid- 

erably (Ellwood et al., 2000). 

The Pee iraliiteimiriaaics: 
individual effort assumes that omni individual has the e 
ford multiple choices. Another assumption is that there will be the oppor- 
tunities available to the individual as long as the person is willing to work 

hard to gain the chosen goal. If basic income is limited, one attitude is that 

one can “suck it up” and‘ TODS Ons 's Sal ue 208 ane ee ” Working hard — 
ee 4S LE Pe wren gre mnt m5) 

is assumed to be enough t : ability in opportu; 

nities based on merit. It may be difficult on novice eons lorie ae understand 

that many people have contexts*where choices are limited by economic 
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would approach a client from the the process to move very slowly to be sure 

United States? the client was sharing and examining only 

. What are your feelings about the what he chose. At times, when the client 

client’s need to study a field his coun- started to tear up, he was given a choice as 

try needed? Would your values and “% to whether he wanted to continue or not. 

feeling affect your counseling? Eventually, the client fully examined the 

issues on several levels: philosophical 

ideas; societal implications; application to 

his own life, and finally with deeply felt 

emotion. - 

What Actually Happened? 

The client was not fully acculturated to 

ways of the United States, and he was, 

struggling with the clash of values he was With the help of his counselor, he did 
experiencing. Then, he expressed his pain 

that in truth he had no choice because he 

had no economic resources of his own and 

could never afford to study a field not fi- extracurricular reading and his experience 
nanced by his government. From his per- in counseling as well as his engineering 
spective, the clash of values was real but skills.“As he gained experience in the 

secondary to the money issue. The client workplace, he would try to gain an admin- 

experienced therapy as a truly unique ex- _ istrative post in the government and super- 
perience. In his country, people consulted —_yjse others. As a respected leader and 

elders when they had concerns but rarely private consultant, he would be able to use 
was the emotional component of issues his understanding of individual dynamics 
primary. Indeed, the counselor was cau- to help others who sought his counsel. 

tious about labeling feelings and allowed 

resolve his situation to his satisfaction. He 

recognized that he would bring back to his 

country the learning he gained from his. 

realities, where opportunities are limited by discrimination, and where dif- 

fering values are misunderstood as not worthy of respect. It is sometimes 

easier to believe that the world is just and that hard work and merit over- 

ride racial, ethnic, and economic differences rather than struggle with the 

complications of varying societal contexts. In other words, a limited perspec- 

tive could blame the victim rather than deal with the complexities of differ- 

ing contexts for people who live within a context of little hope for upward 

mobility. 

The Underclass 

Much of the data regarding the lowest income earners, has been collected 
by the Multi-City Study of Urban Inequality (Holzer, 1999). This study was 

designed to describe the impact of economic restructuring on ethnic and 

minority groups living in the inner cities where workers compete for a» 
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diminishing number of unskilled jobsand also experience discrimination in 

hiring. The intersection between minority group standing and poverty is tan- 

gled with variables difficult to separate and interpret. 

There is a documented shortage of available jobs for unemployed work- 

ers in the inner cities, and yet there is also some difficulty filling some jobs 

that are available. Many inner city jobs are filled by more educated, skilled 

workers who have more experience and who commute from the suburbs. 

Jobs that could be filled by less skilled, less educated workers (e.g., jobs in 

the retail stores and service industries) are mostly located in the suburbs. 

Transportation difficulties are an obstacle for the urban poor commuting to 

the suburbs. Blue-collar jobs ‘such as factory work and construction positions 

are diminishing, and only about 20 percent of such jobs are located in the 

center city (Holzer, 1999). 

Most employers hiring unskilled workers require a high school diploma,._ 

specific experience, references, and/or some training. Most jobs require basic 

skills in reading, writing, and arithmetic, and many require some basic skills 

in the use of computers or other business machines. Most retail and service 

jobs require social skills for dealing with customers, skills subjectively as- 

sessed during interviews. Skill requirements for many jobs limit the hiring 

of inner city minorities, most of whom are Hispanic or Black (Holzer, 1999). 

Finally, many jobs are filled through word of mouth to friends of current em- 

ployees, and this further restricts the hiring of certain populations. 

Minority women are more likely than minority men to be hired for the 

clerical and service jobs prevalent in the unskilled category. Sadly, the aver- 

age pay of employed minority women is lower than the average pay of em- 

ployed minority males who, in turn, earn less on average than White males 

with similar jobs. Discrimination can be easily revealed in the hiring prac- 

tices of employers in the suburbs: Studies have found that suburban employ- 

ers demonstrate their biases when they are asked to explain why minorities 

are less represented in the applicant pools and in the hired group. Employers 

describe applicants from inner cities as products of poorer schools, crime, 

and the prevalence of single-parent households. Minority workers who have 

overcome the conditions employers describe still have difficulty convincing 

employers that they are capable and motivated to meet job requirements 

(Holzer, 1999). 

Political Issues and Public Policy 

Political proposals to deal with unemployment and poverty rarely suggest 

that the distribution of wealth created by the structure of the economy is 

so disparate that basic changes are needed. Yet the gap in income gains 
has continued for decades. A few economists suggest that such conditions 
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devalue employment, marginalize specific groups of citizens, increase child 

poverty, increase crime, and create such a chasm between groups that civil 

conversations regarding our nation’s well-being become difficult. Political 

debates that support the work ethic may omit the related issue of an econ- 

omy that excludes many. 

he effec ton That profits fon the few are supported by govern- 

ment policies that accept that a large percentage of people will rarely work 

and many will work intermittently? By ignoring descriptions of the econ- 

omy, are counselors reinforcing low self-efficacy for those clients who have 

been excluded? Are middle and lower class White men justified in resent- 

ing an economy that has been structured so that their incomes have not 

risen in decades? Are minorities and the handicapped justified in feeling 

excluded? How do these issues play out in career counseling and education 

Cee et ail cots 

workers 

respect can include an iRURERATAIAD of lil of marginalized 

groups who have not benefited from public economic policy. On the other 

hand, using external restraints as a reason for not trying or for not encour- 

aging self-growth is not in the client’s interests. The career counselor deter- 

mines the appropriate balance between justifying the client’s situation and 

the need for the client to assert independent actions regardless of external 

circumstances. 

When working for agencies associated with public policy, counselors 

must also determine their responsibilities to both clients and to the institu- 

tion in which services are performed. Counselors strive to be influential in 

creating changes in institutional policies supportive of the growth and de- 

velopment of clients (Martinez, 2003). Professional ethics could suggest a 

need for career eociacl ts to advocate for changes in national economic 

practices. 

Welfare to Work 

The most obviously disenfranchised groups within economically developed 

countries are the working poor and those people on welfare. In the United 

States and Western Europe, a debate titled 30 Year Tug of War (Berlin, 2001) 

has posited two positions’One argument is that basic subsistence welfare is ~ 

needed for those in poverty, particularly for women and children. The 
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governments have finaed block grants to states or local paunicipalie: 

ines Ans benefits to es that Dut Seale ta to Res within a apes 

Scns 1995: “King & Wickhalnianes 1999; O'Neil & O'Neil, 1997; Stolsen, 

1997) describes programs that assist people in obtaining work, with argu- 

ments as to whether it is appropriate to provide education or training in the 

process. Whether or not eee SS eunesEOn or eae! most pro- 

grams provide of fe a tho 

Musson, 2001; Neenan & Oaines 1996. Ricco & Orenstein, 1996; Weaver 

& Hasenfeld, 1997). 

These programs are organized in a variety of ways. Some show gains in 

employment with social support provided through job clubs and other meth- 

ods. A few programs provide education, some through junior colleges (Allen, 

2002; Katsinas, Banachowski, Bliss, Timm & Short, 1999; Thompson, 1993); 

other programs have specific training for specific jobs in Specie companics 

SOE ZO) greene Alic, & Wial, ZOO), Bacly, 

One proposal suggested is a tiered system starting with entry level 

jobs and then progressing to jobs of increasing skill difficulty and increas 

ing pay (Herzenberg et al., 2000). Such a plan would create training to ine 

crease worker skills and improve customer services. For example, home 

health care workers would be trained to learn how to paraphrase what a 

home patient requested and how to interpret care-giving methods to the in- 

coming home health care worker on the next shift. Caregivers can eventu- 

ally be promoted to coaches who teach skills to entry level workers, instruct 

others on how to interpret differing situations, teach trainees how to han- 

dle the variety of patient requests, and develop learning contracts devised 

to help workers identify and define those skills that need improvement. This 

promotion comes with more dignity, self-efficacy, and pay. 

Another strategy would set up informal but powerful groups of similar 

workers. Worker associations in health care, construction and janitorial serv- 

ice, childcare, and retail clerks could provide skill development training that 

offers advancements beyond entry level jobs. Such groups would operate 

like worker guilds so members would be less isolated. The worker groups 

would assist members in finding employment when laid off and help in find- 

ing better jobs (Herzenberg et al., 2000). a 
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Traditional career counseling textbooks have not dealt with issues af-. 

LStiies — or unemployed or the working poor. However, the 

0-V lO incorporate concepts sup- 

Orenstein, 1996). Career Goutseleks eeurd Spel consultation services to 

community and worker associations and aid in creating new worker pro- 

grams (Hagen, 1997). Finally, career counselors could make proactive contri- 

butions to, society by using professional expertise to analyze legislative 

initiatives and advocate for programs that emphasize career development. 

Career Clients with Disabilities 

In ae SS passed | the A 
Criminatic 

CcCOn sP, 2001). The act rEavdee that if a an em- 

ployee or SCR REAT Er aiSeae could perform the essential tasks of a job, it is 

discriminatory for the employer to refuse to make simple, inexpensive ac- 

COLUM INORS that do not cause ulate Me hardship on ate eben 

A ation for their 

- The basic accommodation peeded to help those with restricted 

abilities is to emphasize what the client can do and to de-emphasize what 

the client can’t do (Prachyl, 1998). Attention to self-esteem and self-efficacy 

is also a must. Reviewing the rules regarding what the law defines as reason- 

able adaptations in the workplace may also be a part of career services 

(Kissane, 1997). 

ADLAT luded as an area with 

legal protection again rimin sy pically, CHER with physical dis- 

abilities receive counseling as a part of rehabilitation services, and few phys- 

ically handicapped clients request services of career counselors who are not 

trained in the specialty of rehabilitation. However, career counselors are the 

standard providers for those with a psychological diagnosis because many 

mental health SL SEALS are not trained in oe with career issues. 

Sic iscrimin 

lost psychological disorders are treated prior to dealing 
concerns. For example; a AeDEERSCANe Siient sould deal with the mood atts 
order and when the feelings were managed well, career issues would follow 

in a therapeutic sequence. The client would learn what habits would predis- 

pose a recurrence of depression and would hopefully make changes to 

3 W itl aly Ca 



154 Part Il Career Counseling Theory and the Global Economy 

prevent further episodes. The client would also learn what signals might in- 

dicate a recurrence, and how to cope and prevent another episode from be- 

coming severe. Career issues would be taken in context, that is, whether 

particular work encourages behaviors and attitudes that lead to depression. 

Other psychological symptoms, such as anxiety, might use the same therapy 

sequence, dealing with the symptoms and then integrating the coping mech- 

anisms with career issues. 

saeamienctatan disorders would be the more common diagnoses associated 
vith disa ause full « ay not be possible for such clients. 
For an Axis II diagnosis, the counselor would need to integrate dealing with 

problematic behaviors along with career issues. Personality disorders en- 
tail a cluster of problematic behaviors that can interfere with occupational 
functioning. However, if the work requirements do not emphasize the par- 

ticular dysfunctional characteristics, job performance may not be affected. 

Counseling clients with personality disorders usually requires the coun- 

selor to take a particular stance while interacting with the client. The fol- 
lowing are examples of more common personality disorders and areas of 

special concern to the counselor. For the dependent personality disorders, 

the counselor usually follows a set procedure that the client understands 

and can expect. With such structure, the client can manage the anxiety preva- 

lent in making decisions associated with a dependent personality. The client 

would need a job where independent thinking was not required. Job loss 

would trigger great stress for those with dependent personalities because 

low self-esteem is characteristic and the loss would be interpreted as indi- 

cating low self-worth. 

A borderline personality'client might show extremes on interest inven- 

tories because these clients waver between positive idealism and negative 

devaluation. Jobs for borderlines must not require sophisticated problem 

solving, but a borderline can perform well enough on jobs with variety, flex- 

ible supervision, and clear directions. Working with borderlines requires 

counselors to be clear, caring, and consistent to prevent prompting intense 

interactions. Assessing for periodic psychological crises including suicidal- 

ity is also necessary with borderlines. 

Obsessive-compulsive personalities (OCPD) are often workaholics who 

are dependable, precise, and able to maintain high standards on the job. 

However, individuals with OCPD have difficulty coping with colleagues who 

are less concerned with perfectionism. They tend to do most of the work be- 

cause delegating is not an easily learned behavior. In career counseling, OCPDs 

may weigh each and every item of an interest survey and may want to care- 

fully check out the reliability of instruments. Decisions take an excessive 

amount of careful consideration given a fear that the outcome may not be 
controlled. Counselors patiently allow enough time, not pressing an anxious 

f Aan gem 

’ 



Robert, a 32-year-old client seen by the 

first author, serves as an example of career\, 

work with a mentally ill and disabled 

client. Robert had been diagnosed as schiz- « 

ophrenic when he was 23 years old. He ¢ 
lived in a partial care community home 

and was medicated so his intrusive 

thoughts did not interfere with his daily 

functioning. He was intellectually bright, 

though his social interactions were very 

restrained and he rarely said anything be- 

yond terse answers to questions. He was 

working as a dishwasher in a restaurant 

where he functioned well, with regular at- 

tendance, coming to work on time, and 

completing assigned tasks as directed. In 

counseling, however, Robert expressed dis- 

satisfaction with his job. 

An interest survey was administered 

verbally over several sessions, and the re- 

sults showed similar interests with com- 

puter programmers. Discussing these 

results encouraged Robert to share that 

he had been a student at the United 

States Military Academy at West Point 

where he had training in computer pro- 

gramming. There was no record of such 

an education. However, when it was 

arranged for him to have access to a 

computer, he demonstrated considerable 

skills. 

Chapter 7 Career Issues for a Diverse Work Force 

How Would You Conceptualize This Case? 

1. What are the limits of career counsel- 

ing with clients who have been diag- 

nosed with a mental illness? Would 

you have helped Robert accept his ill- 

ness and the obvious limits to his oc- 

cupational endeavors? 

. Would interest surveys or personality 

instruments have been appropriate for 

Robert? What adaptations could make 

some career tools useful? 

. How could a career counselor deal with 

the self-esteem issues for a client like 

Robert or others with disabilities? How 

could a counselor have helped Robert 

recognize and build on his strengths? 

What Actually Happened? 

A volunteer mentor brought Robert to a 

computer facility on a university campus, 

and the two worked on programs, solving 

some glitches that had presented great diffi- 

culties for the technical staff. Eventually 

Rob obtained a job working nights in a pri- 

vate, quiet area of the university computer 

lab. Program difficulties were left for him to 

solve and invariably he was able to do so. 

He did not have to interact with the rest of 

the staff, and he was quite content to spend 

hours working out solutions to program- 

ming problems. 
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reaction but also gently encouraging the client to become aware of feelings 

that can be better managed (Kjos, 1995). 

For clients with physical or mental disabilities, effective career coun- 

selors focus their efforts on determining how each client can make his or 

her contribution in the working world. As clients learn to internalize a 

similar attitude, that they have something to offer on the job, they can per- 

form well and gain satisfaction in their work. 
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SUMMARY 

The diversity of clients in today’s work force:requires career counselors to 

know their own backgrounds and to be aware of their reactions to thesva- 

riety of interactions and values clients may present. Counselors and educa- 

tors need to be sensitive to all the variations of race, ethnicity, and SES 

represented by clients. Fhe personal impact of psychosocial factorsvaffects 

career choices and experiences at work. External presses will create differ- 

ent reactions for different people. Differences within the societal structure 

will create different experiences for people from different backgrounds. 

Career counselors must demonstrate clinical and educational sophistication 

to adapt teaching and counseling according to the needs of those who, use 

career services: 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Increasing Cultural Sensitivity 

A. Career counselors must become aware of their own values and 

cultural background. 

B. Background view: Lens of values, attitudes that shade how a 

person sees the world, life, dominant culture and other groups. 

A perspective shaped by age, socioeconomic level, culture, gen- 

der, sexual orientation, family roles, and other factors. 

C. Many clients have family values that date back to immigration 

and may form important parts of career identity. 

D. Family constellation: Psychological role in family can impact ca- 

reer choices 

1. Actual birth order may influence psychological role in 

family. 

2. Family-assigned roles and their expectations influence ca- 

reer identity. 

II. Gender: Women 

A. Gender: Attributions given to women and to men according to 

societal stereotypes 

B. Social constructs: Conceptual labels accepted by a society 

C. Women’s talents are routinely underutilized leading to lower sat- 

isfaction, and male-dominated professions may be hostile toward 

women 

D. Historical roles placed women in care-giving roles, and many of 

the expected societal behaviors do not easily transfer intg the 

world of work. 
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Il. Excelsior Model 

A. Environment impacts the integration of self-sufficiency and 

connectedness. The environment can both inhibit and facilitate 

integration. 

B. Examples of inhibitors: Stereotypes; discrimination; rigid policies 

that minimize certain groups from accessing resources (e.g., not 

allowing flextime or job sharing for single parents). 

C. Examples of facilitators: affirmative action; egalitarian schools; 

role models of androgynous individuals. 

IV. Gender: Men 

A. Theories for career development are based on the White major- 

ity and are heavily influenced by 1950s social constructs that 

stereotype men as breadwinners only. 

B. Men may assume that they are judged by how much money they 

make. 

V. Sexual orientation 

A. Ifa social construct exists, it is typically negative and does not 

allow for normal, healthy development of identity. 

B. Concerns of being hired/fired and promoted are connected to 

being “out.” 

C. Career counselors need to be aware of their own attitudes 

toward homosexuality. 

VI. Family Issues and Career 

A. Traditional career model only accounts for 11 percent of families. 

B. Some families also struggle with caring for elderly parents. 

VII. Individual Boundary Issues and Career 

A. Boundary: The dividing line representing the separation be- 

tween people in relationships. 

B. Oscillating self: People contain both a separate identity and are 

impacted by relationships with others. 

C. Clients who try to be totally self-sufficient live restricted lives 

and need help to become more open to important relation- 

ships whereas clients who live life in reaction to others lack a 

direction for growth. They need help in restricting their open- 

ness 

D. It is possible to hold both an individual focus and a social focus 

at the same time. One need not dominate the other. 

E. Androgyny: Men and women who are able to combine traits 

stereotypically assigned to only men or women. 

VIII. Career and Crosscultural Issues 

. A. Growing minority populations bring a wider range for values, 

identities, and concerns. 
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B. One-size-fits-all theories or practices do not work. 

C. Embedded assumptions for the American career practitioner 

IX. Brown’s Theory 

A. Values impact career choice and satisfaction 

B. Time orientation: 

1. Past orientation: Honoring tradition and elders 

2. Here-and-now orientation: The moment is what matters. 

3. Future orientation: Delay gratification in hopes of a better 

tomorrow. 

C. Problem solving: 

1. Slow, nonactive versus quick and active 

2. Group consensus versus individual decisiveness 

D. Social relationships: 

1. Individual success versus group success 

2. Cooperation versus clearly delineated hierarchy 

3. Collective values (the good of the group is favored over in- 

dividual gain) from some cultures contrary to American 

individualism 

E. Self-expression: 

1. Spontaneous (genuine) versus carefully planned (strategic) 

2. Limited (quiet) versus quite expressive (loud, obvious) ver- 

sus verbal and controlled 

E Emotional self-control 

1. Restricted versus open 

2. Controlled versus uncontrolled 

X. Acculturation and Racial Identity Development 

A. Acculturation: The degree to which a person has adopted the 

cultural habits and attitudes of the dominant culture 

B. Stages of cultural awareness 

Stage 1: Believing that standards of the majority apply to all; 

subgroups devalued and majority group seen as 

superior 

Stage 2: Acknowledging that differences exist and experiencing 

dissonance 

a. Minorities: Acknowledge discrimination; question 

majority group standards 

b. Majority: Recognize racism and feel twinges of 

shame and guilt 

Stage 3: Idealizing one’s own group while devaluing other 

groups 

a. Minorities: Reject values of dominant group 

b. Majority: Rationalize inequality and blame victim 



Chapter 7 Career Issues for a Diverse Work Force 159 

Stage 4: Thinking about overidealization of one group and the 

denigration of other groups 

a. Minorities: Value own group, starting to let go of re- 

jecting the dominant group 

b. Majority: Intellectual acceptance of racism without 

admitting privilege 

Stage 5: Valuing one’s own group while retaining respect for 

other groups 

a. Minorities: Understanding the oppression of one’s 

own and other groups, but appreciating some of the 

values of the dominant culture 

b. Majority: Admitting privilege and valuing differences 

XI. Economic Issues and Career Practice 

A. In many countries, work is an economic necessity. Americans 

are fortunate to have work be an expression of the self. 

B. Even though many Americans are fortunate, many are not. Class 

stratification results in some Americans being unable to achieve 

in the sense of the traditional American dream. 

XU. Wealth Distribution 

A. The American dream: Anyone can make it if they work hard 

enough. The reality is that a variety of forces (e.g., amount of re- 

sources, education, discrimination) trap some individuals in 

poverty no matter how hard they work. 

B. In recent years, the top one third of earners enjoyed a huge in- 

crease in income. The middle one third enjoyed a small in- 

crease, and the bottom one third saw a decrease. 

XIII. The Underclass 

A. Skilled, higher-paying jobs located in cities are often filled by 

more educated, experienced people who commute from the 

suburbs while less-skilled jobs are often located in the suburbs 

and commuting is an obstacle for the poor. 

B. Unskilled workers are expected to have a high school 

diploma, experience, references, and/or some training, and 

many do not. 

C. Minority women make less than minority men. Minority men 

make less than White males. 

XIV. Welfare to Work 

A. Subsistence welfare limited to specified time limits; benefits are 

contingent upon making progress toward getting a job 

B. A variety of programs exist. Some focus on getting jobs; others 

focus on education; but many are staffed by individuals with no 

training in career education or counseling. 
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EXERCISES 

REFERENCES 

C. Programs are needed that go beyond helping clients gain an entry 

level job, aiding individuals to move into higher positions. 

XV. Career Clients with Disabilities 

1. 

A. The Americans with Disabilities Act (1990) states that reason- 

able accommodations must be made for qualified workers with 

impairments. 

B. Career counselors can help clients emphasize abilities and 

deemphasize disabilities, and become knowledgeable about 

what the law considers reasonable accommodations. 

C. Mental illness is disability protected by the ADA. 

1. Mental illness should be dealt with first, then integrate ca- 

reer issues later. 

2. Personality disorders may never be corrected. Integrate ca- 

reer issues earlier in the treatment. 

3. Whether working with depression, anxiety, or a personality 
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CaLAPTER 8 

Career Counseling Process 

- The single most important realization | hope you will get ... is that this 

metaphysical business called psychotherapy, this “talking cure,” has to 

be comprehended ultimately as a powerful, distinctly personal relation- 

ship between two essentially similar human beings. (p. xxvii) 

C. Peter Bankart, 1997, Talking Cures: A History of Western and Eastern 

Psychotherapies 

he process of career counseling mirrors both the pattern of career de- 

velopment and ane course of career CORO Rees The goal — 

pease fe inte a are the client’s Re i the StgeOE s role 

is to create conditions that facilitate the process of the client’s psychologi- 

cal growth and the attainment of career identity.» 

CLASSIC CAREER COUNSELING INTERACTION 

Most clients come to career counseling expecting to find the decision that 

will finalize career goals, at least for the time being. Although clients.expect 

to decide something, most have only a minimal knowledge of what is in- 

volved in determining career choices, To the counselor, it seems the client 

wants to be told what to do. Although many clients will admit that they 

- would like the counselor to provide an answer, most also accept that they 

have to make decisions themselves. Usually, clients will cooperatively partic- 

ipate in activities initiated by the counselor. However, many clients are im- 

patient with taking too much time to come to a choice. The time involved. 

to gradually create psychological movement does not fit with the client’s 

image of decisively determining an answer. It may appear to the counselor 

that a client’s tacit cooperation is limited to superficial self-examination at 
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Exploring Phase 

best. This is the classic frustration for both client and career counselor. 

The master career counselor is aware of this basic overlay to career coun- 

seling but is skilled in turning the career counseling process into a sub- 

stantive psychological experience for the client. 

The Career Diamond depicts the career counseling process. As described 

in Chapter 3, the process assumed by some clients would be a quick jump 

from the starting point to the end point of the diamond without experienc- 

ing the expanding and contracting process the diagram depicts. The ca= 

reer counselor’s goal is to encourage the client’s understanding and openness 

to the exploring and deciding process according to the client’s needs and 

stage of development. 

Ci ee 

cess ehrough which the ; 

eristics that elated career 2 eR ii re 

clients’ — open to the possibilities of arelanalizert career identity and 

the relationship of identity:to occupational | factors can they begin to set pfi- 

orities for the decision-making phase, 
With this sequence in mind, the career counselor focuses first\on facil- 

itating the client’s self-awareness. Many clients do not truly understand 

that career decisions proceed from self-awareness; therefore, the first step 

of career counseling is sometimes difficult. The effective counselor intro- 

duces open-ended interventions to lead the client toward examining embed- 

ded personal constructs such as life experiences, values, and vague visions 

for the future. Such interventions offer some structure to the counseling in- 

teraction so the client can gradually become aware of what is needed. 

A counselor’s attempts to introduce self-exploration without some struc- 

ture does not always meet the client’s needed assurance that progress will 

be made toward making a career decision. The client needs some defined 

structure to start a process fraught with doubts and unknowns. The client’s 

subliminal need for structure in counseling may be a difference between ca- 

reer counseling and counseling for other personal concerns. Many clients 

may enter noncareer counseling immediately releasing emotion as a first step 

in coming to terms with issues. In career counseling, clients are reluctant to 

display emotions that reveal insecurities because a determined, self-confi- 

dent attitude promotes hope that the answer will be found. 

In fact, one of the counselor’s functions in facilitating career devélop- 

ment is enhancing self-esteem so a client can project a vision of success in 
, 
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the future. Some form of structure directs clients toward a positive self- 

evaluation, which in turn motivates clients to continue self-examination and, 

indeed, counseling itself. Clients are drawn into the process of identity ex- 

ploration and begin to experience the self as providing direction for ca- 

reer considerations. 

The underlying pull for some structure to meet client emotional needs 

does not mean the counseling interaction becomes counselor directed or 

that the counselor’s voice dominates. However, introducing a structure, in-4 

cluding interest inventories, value checklists, or personality surveys, Serves 

to stimulate client self-exploration and can provide a reasonable starting 

point. The key to the counselor’s management of the counseling interaction 

is focusing on, the client’s content, on the client’s voice, or on the client’s» 

description of self-discovery. 

Because structure is used to assist the client in coming to terms with 

personal considerations, it is appropriate to consider structured interven- 

tions as client-centered:Interventions that dominate the counseling interac- 

tion and close down the client’s internal process are inappropriate even if 

the client wants a directive format. A client’s initial presenting request 

may imply that a test or an expert career counselor could provide an answer 

perfectly suited to the client’s needs. Such a client is not prepared for an 

open-ended discussion examining personal career identity. Instead, career 

counselors infer clients’ need for structure and use the structure to open” 
clients’ se If-awareness toa point where they can participate in unique ca- 

reer deliberations by providing content. 

The first goal of career counseling is to promote an expanded awareness 

of self and to facilitate the attainment of career identity. Underlying all life 

choices, including one’s choice of work, are more existential questions such 

as,“Who am ies “What i is the meani ig of my life?” “What contribution can I 

make?” Yet with the pressures of gaining knowledge, skills, credentials, and of 

finding income-producing work, it feels impractical to be focusing on esoteric 

questions that do not offer solid progress toward getting a job and paying the 

bills. Even when career decisions need to be pragmatic, choosing one’s life’s 

work still evokes value-laden issues of life’s meaning. As Howard Figler writes, 

“Choosing a career is giving yourself permission to be who you are ... [against] 

competing forces” (1999, p. 39). 

Clients will vary in their desire to consider values and other abstractions 

within their career decisions. Some clients are quite concrete and material- 

istic whereas others ponder their capacity to let go of ideals in order to do 

the work that provides necessary income. Counselors may need to facilitate 

a balancing of idealism and practicalities and/or encourage thinking beyond 

the paycheck according to the client’s cues and underlying needs. 
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Exploration: Counseling Movement 

Career counseling is often brief, from five to ten sessions. Thus coun- 

selor interventions are designed to broaden the topic of career decision 

making to include the client’s full view of self within a five- to ten- 

session time frame. The counselor’s slowing-down pace is designed to give 

time for the client’s self-reflection. When a client feels the urgency of pend- 

ing deadlines and expresses discomfort with the ambiguity of not know- 

ing, the struggle between internal growth needs and external pressures 

can be reflected back to the client with phrases such as, “It’s hard to give 

yourself the time and space to determine what you want when you feel 

outside pressures.” 

The counselor’s role is to separate the internal and external pressures 

so the client can put distance between personal needs and external de- 

mands. The two sides of the Career Diamond will come together in due time, 

but during exploration, the client needs the counselor’s understanding sup- 

port as well as firm patience with the process. The movement of exploration 

is similar to the diamond’s shape, expanding both a sense of self and exter- 

nal requirements but with the self dominating. Information about the exter- 

nal world of work is also expanding, but exploring information is done to 

inform self-exploration, checking out what is available that is relevant to the 

self, keeping information somewhat at a distance, while the self grows in 

strength. 

Information is grist for the mill that is proceeding toward a vision where 

the client can find self-expression in an occupation or work goal. When the 

client brings information to the counseling session, the counselor consis- 

tently brings up the issue of,“How does this possibility fit with how you 

see yourself?” Such a question and other similar leads make information 

gathering a tool for self-exploration, rather than a cue for choosing too 

quickly. 

Identity Exploration 

“Tell me about yourself” is a general counselor lead to introduce self- 

exploration, but many, if not most, clients usually respond with blank stares 

or confusion that suggest,“What do you want to know?” It is important 

that the counselor encourage client self-description by introducing topical 

leads that require extensive narration. Opening up identity themes is another 

type of structure provided by the counselor. For this type of counselor in- 

tervention, clients are afforded the opportunity to examine their sense of 

self. The various client stories can be pulled together into themes that weave 

together the descriptors of self into meaningful patterns that | begin to de 

fine a personally owned self- “concept. As in counseling for other issues, some- 



Chapter 8 Career Counseling Process 17] 

times ferreting out themes from the stories of life’s experiences can provide 

a picture of self that provides a sense of wholeness. 

Adler created the original concept that human beings create semi-| 
conscious life fictions containing thematic issues that require resolution, 
Individuals then construct their life goals as purposeful movements toward 
resolving such themes and defining their self-concepts (Ansbacher & 
Ansbacher, 1956). 

A postmodern counseling theory, called narrative therapy, has extended 

the idea that individuals are authors of their own lives. Howard (1989) de- 

scribes effect of psychological life stories: 

People tell themselves stories that infuse certain parts of their lives 

and actions with great meaning and deemphasize other aspects. But 

had any of them chosen to tell himself or herself a somewhat different 

story, the resulting pattern of more meaningful and less meaningful as- 

pects of his or her life would have been quite different. (p. 168) 

It is the self-constructed meaning of the person’s life story that the coun- 

selor is drawing out into the counseling atmosphere. Cochran (1997) points 

to those private narratives as providing continuity to lives, and the stories as 

creating an individual’s meaning structure that organizes experience into a 

holistic framework. The plot(s) of individuals’ stories contain the problems 

and the actions that attempt, at varying levels of success, to solve different 
dilemmas." 

Career choices are a major vehicle for people acting out the story of 

their lives, and career counseling can be a vehicle for reflecting on the mean- 

ings created by the client’s interpretations of life’s experiences. By explor- 

ing the stories, clients learn that career choices are life choices. Life choices 

determine the answer to the question, “Who am I?” When clients tell the 

stories of self and career, they recognize their current self-knowledge. Present 

career self-concepts can move into projected visions of a future self in» 

new working environments, The counselor opens counseling to topics 

that encourage the client to explore life’s experiences, including experiences 

that are not, on the surface, related to career directly. As with all counseling, 

meaningful material can sometimes come from childhood experiences. 

Life Themes 

Adler wrote that life themes can be discerned by analyzing a person’s place 

within the family of origin and early recollections from childhood (Nikelly 

& Verger, 1971). Values held by parents may or may not be ideals re- 

tained by the person. Adier postulates that the values representing agree- 

ment between both parents are usually retained in some form or another. 
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For values where parents disagree, the child often chooses to align with 

one parent or find a compromise. Encouraging the client to describe what 

priorities parents taught and the client’s reaction to the teachings can open 

the door to meaningful stories revealing aspects of the individual’s core 

identity. 

Adler also contended that a person’s psychological place in the order of 

siblings is more important than the actual physical birth order:In 1937, Adler 

wrote, “It is not, of course, the child’s number in the order of successive 

births which influences his character but the situation into which he is born 

and the way in which he interprets it” (p. 211). . 

An only child grows up in the company of adults and may then develop 

a feeling of being taken care of without developing self-reliance. The old- 

est child is often the most achievement oriented because she has a view of 

being first, and she works to stay ahead of younger children. The middle 

child may feel lost in the array of other brothers and sisters. Finally, the 

youngest child may be taken care of by all the family members and may not 

feel as though he is taken seriously (Carlson & Slavik, 1997). Further read- 

ing regarding psychological birth order effects can expand a counselor’s 

perception of such themes. What is most important is that the client relays 

the story of a life lived in a unique family context, and these contextual fae- 

tors create influences for the client’s sense of self and his purpose for the 

future. ° 

Here are some questions that may be useful when trying to understand 

birth-order effects (Patterson & Watkins, 1996): 

How did the child fit into the family? 

How many siblings? What is the birth order? 

What are the client’s siblings’ attitudes toward her? 

How have family members succeeded in life? Do they have any prob- 

lems? 

What is the state of parents’ character and mental health? 

If the parent(s) are dead, what happened? 

How did the parents treat the client? 

Who was the mother’s favorite? Who was the father’s favorite? 

How would the client describe her upbringing? 

Uop> 

—itOm 

These and other leads encourage clients to describe their place in the so- 

cial structure of the family, a place in relation to others that can be of 

long-lasting importance.“Who was known for what in the family?” “What 

was the primary strength for you and each of your brothers and sisters?” 

Often, siblings carve out separate areas of achievement or recognition within 

the family. Such areas may be cues for satisfying adult activities, or they may 
' 
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point to areas that were discarded too early and may offer areas of inter- 

est later in life. 

Another source of life themes are early recollections (ER). Gysbers & 

Moore (1987) list a number of life-style themes'demonstrated by the client’s 

behavior across time and by memories of an early life experience. These 

terms become labels for identity descriptions: the getter;driver; controller; 

person who must be right, or liked, or good; superiority striver; person who 

always opposes everything; the victim; martyr; baby; inadequate person; feel-) 

ing avoider; excitement seeker) Again, reading psychological descriptions of 

identity themes can help counselors become aware of common patterns. 

However, with experience, counselors can become skilled in perceiving and 

labeling unique themes for each client. 

Soliciting early childhood memories can be done with the question,“ What» 

is your earliest memory of what you wanted to be when you grew up?” One 

of the authors answered this question in counseling with an admiring descrip- 

tion of the cowgirl Dale Evans who rode across the silver screen, singing with 

Roy Rogers. The memory elicited the author’s desire to gain recognition, to 

be respected, and to gain a partnership relationship. These themes fit, in the 

author’s view, with becoming a teacher, a profession recognized in the com- 

munity, respected by others, and offering a life-style accommodating marriage 

and family. To continue early fantasies about future careers, the counselor can 

ask,“As you became older, how did your idea of what you would be change?” 

The client’s description of a childhood vision sets one view of early expecta- 

tions that change over time and will continue to change in the future. 

Counselors seek themes by looking for patterns in client interpretations 

of experiences that repeat themselves in the client’s stories. Contradictions 

in which a client expresses a preference or value but later describes a choice 

or experience that suggests something different are also noted. 

For example, a client named Marissa described childhood activities of 

writing and reading and the encouragement of instructors from elementary 

school through undergraduate college to pursue a profession doing scholarly 

research. Marissa had recently found she was unable to sit still and concen- 

trate on her studies. Instead, she spent time talking to strangers and friends, 

“wasting time” in ways she thought irresponsible.“Working through” her seem- 

ingly contradictory impulses, to study versus socializing, she became aware of 

values expressed in talking to others. She found that reading was separate 

from life; though enjoyable, it seemed of less value if not directly related to 

people’s lives. She became quite passionate in describing Conversations in 

which she could express an idea that someone could actually use. She still did 

not know of any occupations where she could enact her ideal exactly, but 

teaching came to mind, if it were the right kind of teaching. Eventually, she 
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changed her major from physics to literature and became a teacher in a home 

for single, pregnant women. She also writes short stories filled with hope and 

lessons learned through life experiences. 
. 

Career Identity 

Themes from a client’s life can be infused with career content and can be- 

come labels useful for melding the personal and the career self. Everyday ex- 

amples could be describing the client as creative, active, or handy. An 

important factor is to positively frame the identified attributes, reinforcing 

positive self-esteem and creating an encouraging atmosphere for counseling 

and for the client’s positive view of self. Crosscultural themes are signifi- 

cantly relevant as with Marissa, who said,“I’m a Hispanic woman who loves 

ideas that come to life in conversations with other people.” 

Career theory offers terms and concepts that the counselor can use to 

summarize potential career identity characteristics. For example, the coun- 

selor is familiar with RIASEC categories and can look for personality charac- 

teristics and values associated with the Holland Codes (see Chapter 5). Ifa 

client talks about getting things in order, this can suggest organizational skills 

or enjoyment of data manipulation, an R category characteristic. The Myers- 

Briggs Type Indicator® (CPP, 2005) offers descriptors that can be often iden- 

tified as themes within the context of client descriptions (e.g., extroverted, 

intuition, etc.). Marissa, for example, used the term “people ideas” to summa- 

rize the type of knowledge she preferred. She found physics as more purely 

I as per the Holland Code and she needed more A and S. 

The use of descriptors from assessment instruments does not mean that 

the tests even have to be given. Counselors can use the classification sys- 

tems to reflect a theme for the client’s consideration. Even more important 

to the process is encouraging the client to discover personal trends for him- 

selfsThe experience of realizing identity factors will be an activity the client 

can continue to refine throughout life. If the client can learn to associate per- 

sonal characteristics to career choices, future decisions will be easier to make 

and the natural development of career will occur with greater clarity. 

Another thematic area for exploration can be client achievements, 

which suggest skills relevant to careers. The effective counselor is also fa- 

miliar with the Dictionary of Occupational Titles (1991) categories and can 

use the related descriptors of people, ideas, and things to reflect related as- 

pects of career identity. For example, a people orientation may suggest 

that the client could enjoy selling or teaching. Several techniques for fer- 

reting out career skills and interests will be described in the techniques chap- 

ter (Chapter 9). é 

It is important to note that emphasizing skills too early in counseling 

can move the client toward consideration of occupational titles before a full 
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domoastered iy the client’s experience i is a counselor intervention that 

builds self-efficacy. The client’s career identity begins to include constructs 

that say,“’m a person who can do (name skill).” 

Use of Questions 

The Paestiratan ed sessions las career SDE Bae! differ from counsels for 

: —— the purpose of eRe questioning structure is to expand 

awareness of self, these interventions need to be general, drawing a descrip- 

tion from the client rather than one- or two-word answers or brief phrases. 

“Can you type?” doesn’t usually bring out full personality descriptions from 

the client. To stimulate greater client self-description, open-ended questions 

ao be constructed within a oetS nas a What profession: 

OD: ‘ ce a an interven- 

tion leading the Ghentit to recognize occupations they may know some- 

thing about. Following up on family job descriptions could be asking the 

client how es would see himself in such jobs. 

es in school direct students to potential fields of interests and 

abilities. c= sre request to describe such experiences is,“Tell me about 

your experience in school, what subjects have you liked the most and the 

least?” It is important to use follow-up questions that imply that getting a 

grade of an A in a subject is not the single criteria for finding possible inter- 

ests. Students may have liked one part of a subject but not others. Interests 

may be related to distinct activities within a subject even if the overall sub- 

ject would not be described as a favorite. The social interactions at school 

are also indicative of potential career behavior.“How would teachers and 

other students describe you?” may draw out worthwhile material to exam- 

ine in counseling. Extracurricular activities may also have provided motivat- 

ing, skill-building experiences. 

Other questions specific to occupational history and future projec- 
tions are of value if they are not used too early in the exploratory process. 

At the beginning of counseling, asking questions that lead to a description 

of jobs held currently or in the past does not open up the self-exploratory 
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process and often misses how an occupation reflects self-concept and has 

means for the Overall life pattern. 

is important to follacs up job deaipon® KY Scie Salen parts of the job 

the client liked the most and what parts were disliked. Interest patterns and 

areas of satisfaction begin to form when work history is delineated in detail 

and put into the greater context of the client’s life. 

Another note of primary importance is for the counselor to use work 

history and other descriptions of life experiences to validate client strengths 

and contributions made by the client. Remember, praise grounded with ac- 

tual behavior helps build the client’s self-esteem and self-efficacy. An ex- 

ample could be,“The care you took writing reports for your company 

demonstrates not only writing skill but your ability to work with data and 

your capacity for analyzing the production results.” Again, underscoring the 

multiple skills shown by the client builds self-efficacy for the client’s career 

identity. 

Questions asking the client to project an cee Smear ing also 
offer themes and hints of possible career areas for further investigation. “If 

you imagine yourself working, what is your favorite fantasy of yourself in the 

perfect job?” can be used with or without the variation of the image of using 

a crystal ball. However, such a question takes on more substance if it can be 

tied to a previously developed picture of the client’s life of work experiences 

and activities other than work (e.g.,“What is your favorite fantasy of the per- 

fect life, including work sa fun, etc. 2"). 

im 

clients. The following questions may encourage considerations of meaning 

and purpose to career:“How would you describe your primary values for 

your life? What do you believe in, and how do you want your life to demon- 

strate your beliefs? How does your work fulfill the meanings of life that are 

important to you?” Other techniques for exploring values are described in 

the techniques chapter (Chapter 9). However, the best values clarification 

can occur by pouns implicit values heard within counseling sessions. 

Salad it is impor nem is oP iden idoniatifebhal 

ily life and your career relate to each other?” Such questions put career in 

perspective and introduce a topic that either is or will be of major consid- 

eration for most clients. Without carefully dealing with issues of balancé be- 

tween major areas of life, dissatisfaction may develop regardless of the 

gratification brought by work. ) 
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Blocks and Detours to Self-Exploration 

Throughout the self-exploration phase, the counselor uses counseling tech- 

niques appropriate for all forms of counseling: reflecting content, address- 

ing feelings, identifying implied meaning, providing counselor’s summaries, 

reframing, and providing encouragement. All the interaction tools appropri- 

ate for counseling are used in career counseling! 

There are, however, unique qualities to career counseling. Counselor in- 

terventions follow the client’s lead but also bring into focus career-rele- 

vant factors such as interests, personality style, values, work skills, work 

history, and schooling. When considering the whole of the client’s life, some 

issues, such as family dynamics and other background influences, may de- 

tour around career identity. Career counselors become adept in determin- 

ing when client content is wandering in areas that might become relevant 

to client growth and when the story telling is meandering in ways that only 

fill time. Sometimes issues are meaningful but not directly related to career 

and sometimes a focus on personal concerns is needed to remove a block 

to career identity. Fears, low self-esteem, or self-efficacy deficits may stem 

from client experiences that require full examination, reexperiencing and 

reinterpreting the event(s) with the goal of building new cognitive sets. 

Interweaving personal and career concerns represents the richness of the 

client’s self-exploration and the personal social context for career. 

Exploring Information 

While engaging the client in self-exploration, the early and middle phases of 

career counseling also include encouraging the client to seek information. 

As was mentioned earlier, early information gathering can be general and 

can be a tool for self-examination. However, coming to terms with career 

identity issues is determined in part by the client facing realistic provi- 

sions of occupational conditions. Some of a client’s indecision can be caused 

by a general recognition that prerequisites are likely, but the client is not 

sure what the qualifying factors are or if he can meet them. In the face of a 

demanding world of work, lack of information can be frightening. It can 

be a way to avoid coming to terms with personal limitations and/or making 

a decision. Not knowing where to fit in as a worker can be felt as a near fail- 

ure for the client before he has even begun to explore the possibilities. A 

mind-set of underlying insecurity could be a part of the unspoken plea, “Tell 

me what to do!” 

A grounded picture of realistic possibilities for an individual requires 

both factual information and an honest assessment of the person’s capac- 

ity to meet the demands of work. The second goal of career counseling is to 

encourage clients to seek additional information to expand their knowledge 

of what is actually available in the world of work. Many clients are reluctant 
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to search extensively for information. Though a judgment of laziness is the 

easiest explanation for not finding information, most often clients do not 

pursue information because although not knowing is difficult to handle, the 

actual facts are seen as even more difficult to face. Indecision keeps possi- 

bilities open and does not require actually coming to terms with honest self- 

assessment. Encouraging clients to diligently seek information is part of 

the counselor’s role. To serve such a function, the counselor has to establish 

a truly collaborative tone so the client maintains a personal motivation for 

the information search, rather than feeling like a student with an assignment 

guided by an evaluator. 

Another obstacle for clients searching for information is the overwhelm- 

ing amount of material available. The Internet has expanded access to infor- 

mation, but it has not provided the means to determine the quality of 

information or its relevancy to the client. Clients often do not know how to 

use the information or know what is pertinent at different points in the 

career choice process. A valuable and often neglected function of career 

counseling is to listen to clients struggling to determine what exactly the ca- 

reer information means to them individually. Regularly asking questions to 

clarify what some tidbit means or how a piece of information applies to the 

client’s career identity is important for the client to progress toward realis- 

tically founded choices. Clients will gain the essence of the career choice 

process if they can begin to establish personal criteria for determining what 

information is useful and learn how to apply the facts they find to their ca- 

reer goals. — 

It is not the counselor’s responsibility to research information for the 

client. Although counselors can easily clarify general misconceptions, often 

very specific information about particular fields requires consulting with 

someone or several someones in the field. For example, a counselor might 

succinctly explain that a liberal arts degree may apply to many jobs in the 

business field as well as a business degree. A counselor might also briefly 

define a field, such as, “Public relations is managing a company’s image for 

customers or the general public. The image may be represented in writing, 

speaking, or managing social interactions.” However, the client will benefit 

from interviewing several people in the field who could give specific in- 

formation about their positions. Sometimes clients need encouragement to 

approach others to interview for information. The authors often tell clients 

that people enjoy being interviewed because it allows them to brag about 

their work and to explain why their work is important. Helping clients de- 

termine what to ask during informational interviews helps allay fears. 

It is important to recognize that much of the labor market information 

about the expected availability of jobs and entry-level requirements is reg- 
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rly changing. Clients need to follow their personal priorities before allow- 

ing concrete information to eliminate possibilities. By interviewing people 

in the field who have current information, the client can learn about realis- 

tic ways to enter the field, regardless of market conditions. 

Managing the amount of information within the counseling hour can be 

critical. Keeping the client focused on small amounts of information will en- 

courage a client-centered interaction as opposed to an information-centered 

interaction. Each piece of information has relevance to the client’s needs, 

and it is those needs that direct the client’s personal process. The counselor 

keeps the attention on the client and relays the message that external infor- 

mation is used within the context of client self-expression. 

Creating the Vision 

The exploration of self and general occupational information comes to a 

point where the client can begin to imagine a vision of the future. The 

counselor’s efforts to draw out client self-description begin to take hold, 

and the client begins to define personal intentions. Different clients ap- 

proach their goals in different ways. An imaginative client may describe 

a well-drawn picture; a more concrete thinker might give a specific job de- 

scription. This is one of those moments in counseling that is not to be 

rushed. Clients and counselors need to connect personal themes and to 

explicate the purposes and meaning of the client’s aims. Themes are mean- 

ingful expressions of the client’s career identity, distinct from some per- 

sonal areas, but interrelated to a holistic view of identity of self and 

one’s place in the world. 

Having a complete vision allows the client to look ahead and face the 

difficult choices that more detailed external requirements entail. The future 

pulls the client forward when the picture of an ultimate position is at least 

moderately clear. One mistake clients and counselors make is to let spe- 

cific requirements of occupations block the vision. Spending the time to cre 

ate meaningful mental images and articulating intentions has a motivating 

effect in which difficult external demands become less important. 

Visualizations can also create excitement that the future is bright, and per- 

sonal contributions will be made while the client expresses his self-concept 

in a satisfying way. 

Decision-Making Phase 

When clients can describe their own career identity, they can begin the 

process of integrating internal and external factors. The vision of the future is 

complete in that the client can identify his self-concept within several options 
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that are basically realistic. The career counselor serves another function in 

helping the client recognize that coming to terms with current choices is nec- 

essary and that continuing to search for additional career possibilities will be 

unproductive for the time being.” 

This is a place where the client begins to narrow his choices. The client 
has to pas the need to eliminate some possibilities and to begin inves- 

igating a few options in more detail. Personal criterion for evaluating in- 
FOLERARLOHEAS primary. The information is less critical than the client’s 

acceptance of some choices and the letting go of others. Setting personal 

priorities determines what to investigate further and what to eliminate. Any 

career choice will require overcoming some obstacles, so a final decision — 
may depend on what option seems worth the price when compared to 
other options. Sometimes one choice does not seem to fit any better than 

any other, so the client simply has to choose, at least temporarily. It is 

easy, at times, to stay in the swirl of more and more information, fearful that 

eliminating anything will close down possibilities that could have been the 

right choice. 

Counselors can reinforce the client’s capacity to determine current 

choices and to know when to make new choices in the future if one choice 

requires change. Encouragement to move on in the career choice process 

eases the stress for the client, enhances the client’s resolution to make per- 

sonal choices, and serves as validation of the client’s career identity. 

Using personal needs as the criteria for evaluating information reinforces — 

the nature of career development as a process of ding self-awareness 
while delineating career identity more and more clearly. Seeking career in- 

formation entails not only collecting the facts but also relating the infor- 

mation to one’s unique characteristics. As the client considers new 

information, she also makes new self-discoveries, solidifying a picture of self 

as a careerist. A skilled counselor provides interventions to create an intri- 

cate process of integrating information with the client’s priorities and con- 

tinually reexamining those priorities as a deeper, more sophisticated sense 

of self develops. The result is the client learning what is required to enhance 

the career development process and the nature of career decision making 

for use throughout life. 

ex Dal 

Decision-Making Theory 

Many career materials, ranging from graduate school textbooks to self-help 

books, offer a traditional model for the decision-making process. The stan- 

dard format is: defining the decision to be made; determining criteria; find- 

ing alternatives; finding information regarding alternatives; ranking 

alternatives; and choosing the best alternative.Such a mold duplicates a 

linear problem-solving process. : 
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H. B. Gelatt (1962) originally described decision theory as the rational 

format extending the scientific method as the appropriate means of deter- 

mining life choices. More recently, Gelatt (1991) wrote in a different vein. 

Like other “decision experts,” I have developed rational models, in- 

vented logical formulas and prescribed scientific techniques for deci- 

sion-making... _ I'am aware that everyone didn’t always decide by 

rational logic, even when I was preaching it and when it was consid- 

ered conventional wisdom.... We need some decision advice that is 

more closely related to what people do than what experts say they 

should do. (p. i) 

Gelatt recognizes the restrictions felt by many career counselors and 

clients when bound by the customary correct way to make decisions: logic 

and objective analysis\A career counseling structure that walks a client 

through a rational step-by-step procedure only works some of the time 

and for only some clients. Even when the standard decision-making formula 

does work, often it works because some light bulb of insight goes off for the 

client, and neither counselor nor client can describe what really happened. 

What Gelatt suggests is a decision-making method that balances traditional 

concepts with more creative ones. 

Searching for career information and analyzing various reports requires 

the arrangement and rearrangement of the facts. It is the procedure of re- 

arranging facts that brings a subjective element to all information. The client 

is only one of the many information processors to take information and turn 

it into a usable form. Many previous information analyzers have performed 

their shaping of the data, too. Treating facts as objective reality when all in- 

formation is, to a degree, subjective reinforces an attitude that there is a right 

answer. 

-Gelatt (1991) suggests information be treated as open to the subjec- 

tive ee of intermixing the client’s inner reality with the pictures pre- 

sented by descriptions of external reality. Adding the client’s intuitive 

responses brings in the personal qualities that are unique to the client. 

Personal intuition is held to be as valid as objective, reasoned analysis. In pre- 

vious models of career decision making, the career counseling profession 

gave little encouragement to intuitive leaps, even though creative risk tak- 

ers such as Bill Gates obviously used intuition to open new career possibil- 

ities and gain great success. 

Logical and Intuitive Decision Making 

Gelatt (1991) correctly points out that some of the standard attitudes rec- 

emmended for career decision making are limited. He offers continuums 

of attitudes that seem to be contradictory but offer versatility. An example 
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As Gelatt (1989) argues, it may be good counseling practice to revital- 

ize information seeking by focusing on the internal process within the clierit. 

Clients can set goals but also need to be ready for new opportunities that 

may present themselves at any time. Clients can determine values and prior- 

ities and still be open to reevaluation. Surprise discoveries can enliven a sys- 

tematic approach to planning and information gathering. Approaches to 

career and life can even be playful, mysterious, and open to ever-changing 

perspectives. Although clients may fear that changing attitudes, interests, 

and values will lead to unknown consequences, rigid avoidance to change 

can hinder success. Gelatt (1991) challenges counselors and clients to use 

both sides of the brain, the left half, using logic and analysis, and the right 

half, using creativity and intuition. A holistic approach to decision making 

can not only prepare for the future but also invent one. 

Facilitating decision making that provides a planful attitude and an open- 

ness to eee fSS a SUS aaa on the EEG of career coun- 

ounselors can help in processing ine wide array oe information, ex- 

periences, and meaning making. Processing in counseling requires sifting 

en the an s reactions as information is aE uo personal priori- 

5 time re Gelart (1989) s says, 

eouneelors needs to continue to Ris elient make up their minds as in tra- 

ditional decision making, but they should also assist clients in keeping their 

minds open. 

As clients begin to set personal priorities to integrate external reali- 

ties with career identity, counselors need to be supportive and challenging. 

When clients appear to be emphasizing one facet of their personalities and 

neglecting a holistic view that includes other factors, counselors need to 

bring the overlooked components back into the picture. When clients pres- 
’ 
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ent a logical thinking pattern for making a rational choice, counselors can 

introduce a metaphor or a creative exercise to introduce an intuitive per- 

spective. When clients seem to intuitively describe a vague picture of a 

career choice, counselors can help the client delineate the abstract into a 

more realistic possibility, rather than dismissing the ideas as completely 

irrelevant. Ca 

Clinical judgment is critical for determining when to introduce an inter- 

vention outside the context of what the client is saying in the moment. 

Sometimes, clients offer nonverbal or implied clues when there is openness 

to a new idea or approach. Other times, the counselor decides the client 

would benefit by a gentle push to look at a new perspective outside the box. 

In general, the counselor is prepared to interject something new into the in- 

teraction process and is in tune with the overall balance of the logical and 
the intuitive of the client’s approach. \ 

Another consideration for clinical determination is the client’s maturity 

and ego strength. Does the client have the capacity to participate in an ap- 

proach that may be different than the typical decision-making style she usu- 

ally uses? When an intervention creates an emotional reaction for the client, 

the counselor needs to allow the client the space to experience the feelings 

and the time to discuss what the emotional reaction means to her. Decision 

making that encourages reactions on a deep emotional level brings career 

counseling clearly into the realm of other personal counseling. The Career 

Diamond may open and close several times for each decision made in the 

here-and-now as well as opening and closing each time a new decision is 

made now and in the future (Figure 8.1). 

Figure 8.1 The smaller diamonds represent different career development phases within 
the context of a large diamond representing a lifetime career. Across a life-span, many 

career diamond experiences take place. The whole of a lifetime can be envisioned as a 
process of exploring and deciding. Yet within the overall lifetime experience, many smaller 
expanding and contracting experiences have taken place. 
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CASE STUD 

A young woman, Sally, was an ongoing 

client seeing the school counselor several 

times a year from the tenth grade through 

her senior year. She was a good student, 

though she described herself as “not bril- 

liant; I just work hard and like to study.” 

Active in extracurricular clubs, she was 

often elected to leadership roles and was 

president of several groups her senior year. 

Her organizational skills and time manage- 

ment were quite good. With the counselor, 

she discussed her interests, saying she 

wanted to work with people and liked so- 

cial studies, math, and biology. She investi- 

gated nursing, teaching, and accounting. 

Her father was an accountant, and her 

mother was a homemaker active in com- 

munity volunteer work. Sally decided ac- 

counting would allow her to combine 

homemaking and a career because she 

could have an office in her home. The 

counselor noted Sally’s strengths and com- 

plimented her on the exploration she had 

accomplished. The counselor also de- 

scribed the career development process as 

ongoing and suggested Sally could con- 

tinue to explore in college. 

How Would You Conceptualize This Case? 

1. Why do you think the counselor en- 

couraged Sally to continue to explore 

careers in college? 

2. What developmental changes might 

the counselor have expected for Sally 

as she attended college? Would Sally 

have faced changes specific to her 

gender? 

. Sally was a successful high school 

student who would have been ex- 

pected to have a successful college 

experience. What role do counselors 

serve for students who don’t have 

serious personal, social, or academic 

problems? 

What Actually Happened? 

After her freshman year, Sally came back to 

see the school counselor. She had done well 

academically, but she expressed dissatisfac- 

tion with her major. Accounting was boring 

to her. She had also taken college biology 

and found it interesting but in examining 

the required courses for a major in biology, 

she didn’t think she would like that either. 

Discouraged and somewhat depressed, Sally 

CLIENT CHANGE 

The client’s experience of career counseling is one of growing career matu- 

rity. The client learns to let govof a limited sense of career development, to 

personalize the process as a complicated journey using individual charac- 

teristics and priorities as criteria, and to investigate and come to terms with 

the external demands of reality. Moving through this terrain of the per- 

sonal and external also teaches the client to manage feelings of doubt and 

to tolerate ambiguity while the process is occurring. Tolerating ambiguity is 

a key skill that is used over the course of the life-span. 

The counselor, who is seen at first as an expert who can provide an 

answer to the difficult enigma of finding a place in a complicated world of 



felt all her exploration had been fruitless 

because she felt she was now back to 

square one. The counselor normalized, 

changing interests and encouraged Sally to 

trust her reactions, saying Sally’s efforts 

were worthwhile. 

As Sally described college, the coun- 

selor noticed there was no mention of clubs 

or other nonacademic activities. Sally said 

she had been to some club meetings, but 

she was not comfortable participating as 

she had in high school. As Sally’s social life 

and descriptions of her impressions of col- 

lege continued, the counselor reflected that 

Sally sounded much less active than in high 

school. The counselor wondered aloud 

what made it so Sally didn’t speak up as 

much or why she sounded so much in the 

background when she had been so different 

in high school. Finally, Sally said she knew 

she could be the leader in college that she 
had been in high school. Yet she was cer- 

tain that the young men at college didn’t 

like girls who were too forceful. 

Later, Sally mentioned she had found 

one major in the college offerings that she 
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found interesting, but it would not work 

for her. The major was business manage- 

ment. Her reasoning against majoring in 

management paralleled her fear of becom- 

ing a forceful woman who would be so- 

cially rejected by men. Sally blurted out, “I 

just couldn’t be a boss. I couldn’t fire any- 

one or tell them what they did wrong.” 

The counselor reflected that it was as diffi- 

cult for Sally to imagine herself a leader in 

a tough business world as it was for her to 

know what men might find attractive 

about a leader. 

Once Sally shared her fears, she was 

open to new possibilities.She read some 

material on team leadership and broad- 

ened her view of what bosses might do. As 

she and the counselor talked about Sally’s 

leadership style, using the MBT7T, Sally de- 

cided to try a management course. She 

also agreed to talk to some high school 

buddies, young men she trusted, and hear 

their opinions as to how they felt about 

women leaders. She agreed to let the coun- 

selor know what she found out. 
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work, becomes a resource person who encourages choices that only the 

client can make’ The client is empowered by recognizing self-responsibility 

for career development and by developing self-efficacy in knowing how to 

make choices. 

The client’s identity is firmer and personally owned with recognition 

that there will be identity changes throughout life, and new decisions can 

be made to accommodate any personal changes. At the same time, exter- 

nal conditions can and likely will change, and the client can have the con- 

fidence that whatever change occurs, a similar process will work again. 

Clients also gain confidence in knowing that when new choices need to 

be made, they can trust their abilities to remain open to personal signals that 

indicate their priorities for making changes. 
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SUMMARY 

Career Counseling Skills 

For the client to gain the special empowerment that comes from career 

counseling, a delicate relationship between the counselor and client is main- 

tained. The counselor is warm and understanding, encouraging the client to 

feel safe to explore new and unknown territory. However, the counselor is 

sensitive to the client’s need to limit expression of self-doubt and fear. The 

counselor looks for opportunities to enhance the client’s self-esteem and en- 

courages the client to approach activities that build the his self-efficacy. The_ 

counselor can easily slip into the role of educator who determines the 

client’s readiness for identity exploration and who points to the next step 

for the client to explore. The client and counselor are aligned for the com- 

mon goal of enhancing the client’s awareness of career identity. The coun- 

selor creates an atmosphere in which the client is encouraged and accepted 

at any level of development and it is appropriate to tolerate the uneasiness 

of not being ready to move ahead to other levels until the client is ready. 

The client learns to be more open and honest. Often, in later counseling 

sessions, career counseling becomes very personal as clients admit self-doubts 

and describe the psychological growth that has occurred over the course of 

the counseling experience. The counselor encourages the client to take credit 

for personal gains and to feel grounded in a sense of self-knowing with the re- 

alization that looking to other experts cannot provide the confidence that 

comes from self-examination. The counselor’s validation of the client’s move- 

ment is no longer needed when the client has learned to trust self-validation. 

Career counseling requires the very same skills as counseling for other 

psychosocial issues. Career counselors must be able to identify and bring 

into the open emotions and self-constructs that are motivating or blocking 

psychological movement toward creating or reinventing a career identity. At 

the same time, external environmental factors must be taken into account 

to establish a place in the world of work. Skilled counselors help clients 

integrate their personal priorities with external information. The result is a 

temporary decision that furthers the client’s career identity and sets the stage 

for future success. Finally, the client has learned how to make successful de- 

cisions and can apply the process to the next diamond that presents itself. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Classic Career Counseling Interaction 

A. Clients may not expect to discuss emotions. 

B. Clients may expect quick interaction with an expert. 
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C. Counselor goal: Create expansive exploring before contractive 

deciding 

D. Process as in exploring/deciding phases of Career Diamond 

Il. Exploring Phase 

A. Self-exploration 

1. Personal characteristics are expressed through career(s). 

2. Counselor facilitates structure to promote exploration; client 

provides content. 

a. Structure: Counselor interventions such as questions, 

information, exercises, reflections of cognitions/affect/ 

behavior, general observations, and test interpretation 

b. Content: Client provides a personal sense of direction, 

the purpose of the journey, the expectations for the des- 

tination. The client describes thoughts, feelings, and ex- 

periences of a life’s journey or the story of a life lived, 

being lived, and to be lived. The client’s story; the client’s 

interpretations of life’s experiences; the client’s self- 

description. 

3. Need to expand self-understanding, “Who am I?” “What is the 

meaning of life?”“How will my career contribute to the 

world?” 

B. Exploration: Counseling movement 

1. Career counseling is brief; typically 5-10 sessions. 

2. Client sense of urgency; counselor slows process 

3. Separate internal versus external pressure 

4. Career information used for self-exploration 

C. Identity exploration 

1. Themes for client’s self-exploration 

2. Family roles, themes 

3. Encouraging client narratives 

4. Meaning structure 

D. Life themes 

1. Birth order and family atmosphere impact career aspirations 

2. Early recollections help identify themes in client’s life. 

E. Career identity 

1. Use vocabulary of assessment devices to indicate themes 

2. Client achievements illustrate motivated skills. 

3. Use of DOT: people, ideas, things 

E Use of questions 

1. Look for themes across areas discussed. 

2. Have client provide a person review. 

3. Have client provide a life-lived review. 
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Have client discuss hopes for future. 

Avoid yes-no and factual questions. 

Ask about lessons from family/friends’ careers. 

7. Integrate family, leisure, and career into a picture of the future. 

G. Exploring information 

1. Quantity of information can be overwhelming 

2. Counselor supports information search and helps client to fil- 

ter out unhelpful information. 

3. Client is responsible for actual search, but counselor can aid in 

developing search skills. 

4. May need to refer client to actual expert in a field. Counselor 

may only know basic information. 

5. Important question: how does information relate to the 

client’s specific personality or situation? 

6. There may be ways to enter a field even if the market is tight 

(good reason to ask expert within the field). 

H. Creating a vision 

1. Holistic view of career identity and one’s place in the world 

2. Motivates the decision-making phase; encourages overcoming 

obstacles 

Ill. Decision-Making Phase 

A. Integrating personal priorities with realistic information 

1. There comes a time when gathering more information be- 

comes counterproductive. 

2. Use personal criteria to eliminate some information. 

Choices are temporary and can be undone. 

4. Client’s lack of personal fit to some choices should eliminate 

those choices. 

B. Decision-making theory 

1. Historically a logical process that is linear in implementation. 

2. Information must be interpreted and therefore goes from 

being objective to subjective. 

3. The “right answer” is subjective and can only be “right” if it 

meets the client’s personal criteria. 

4. Creativity, intuition, and insight need to be added to decision- 

making theory. 

C. Logical and intuitive decision making 

1. Logic provides one basis for determining outcome. 

2. Intuition is to be respected as another source of judging po- 

tential decisions. : 

3. Adjust the amount of fogic and intuition to match the needs of 

the current situation. . 

OG CE es 
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4. Learn how to make decisions while remaining open to new in- 

formation. 

5. Emotions, thoughts, and behaviors hold equal importance. 

IV. Client Change 

A. Client begins to learn to tolerate doubt and ambiguity. 

B. Client practiees making choices and experiences effective deci- 

sion making (builds self-efficacy). 

C. Client understands and expects to have adjustments in personality 

over time. 

1. In dyads, role-play the interaction between a counselor and a client who 

asks,“ What is career counseling?” The counselor practices describing 

the career counseling process. Try using the Career Diamond in the ex- 

planation. Ask the client to draw an X on the top and bottom of the 

diamond to indicate self-exploration and occupational awareness. 

2. In dyads, role-play the interaction between the counselor and the 

client in the Case Study 8.1. Be able to describe the counselor’s inter- 

ventions and the counseling process purpose for the interventions. 

3. Discuss how the case study demonstrates the client’s developmental 

movement according to the Career Diamond. 
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Career Counseling Techniques 

For a while, it seemed that The Technique had been found. But with the 

passage of time, the excitement wore off. Patients and therapists became 

less enthusiastic, and ultimately bored. Each technique was useful as long 

as it produced excitement and curiosity in the therapist. Like the Wizard of 

Oz’s medal, which gave courage only to the courageous, technique is only 

a vehicle for the therapist's creative exploration. 

Minuchin & Fishman, 1981, pp. 286-287 

Ithough beginning ao Coe Coe ee to be im- 

ymmunication it ions such as reflecting, open-ended question- 

ing, paCliee, redukoHn reframing, encouraging, etc. The effectiveness of 

the techniques described in this chapter is determined by the client’s recep- 

tivity and the contextual timing within the counseling relationship. 

The Career Diamond can be used to determine when See ss tech- 

pees are Hues URES nt ntions that enc ge clie 

a the diamond. Interventions chai engage = ae in setting per- 

sonal pores are used during the second half of the counseling process 

when counseling focuses on narrowing the choices (in the second half as 

the diamond closes). 

TECHNIQUES FOR EXPANDING SELF-AWARENESS 

Career Genogram 

Several authors have presented the family genogram in a form adapted for 

career counseling (Brooks & Brown, 1991; Gysbers & Moore, 1987; Issacson 

& Brown, 1997; Okiishi, 1987). The purpose of the genogram is to explore 
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| Wite, H Husband, One Daughter Wife, Husband, One Daughter, One Son 

mei Ss 
Extended Family 

Figure 9.1 Genogram 

family influences on the client’s career identity. Client expectations, motiva- 

tions, sex-role stereotypes, values, and views of the working world can be- 

come apparent as the rich story of the client’s background is revealed. 

Clients are asked to name members of their families and to tell each rel- 

ative’s occupation. A diagram using symbols taken from family therapy is 

used to gain a picture of the relationships. Figure 9.1 shows an example of 

a family layout. 

Typically, the client starts by EON ihe a (shown by a square) and 

the mother (shown by a circle). A vi e drawn between mother and 

father shows them to be a sae Hi raw 

original line connect to th : oe oem 
pa used Sorboys Ate he eles aaa ibis are ee 

and father r 

and their 

blackboard works best. 

As the client tells about the family members and their occupations, the 

counselor encourages some storytelling and reflects the values, feelings, and 

meanings conveyed. Or, the counselor asks open-ended questions t@ gain 

more complete descriptions for adjectives, meanings, values, and expecta- 

tions. Roles, secrets, traditions, memories, myths, and misperceptions can be 
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examined. ( 

couraging experiences. 

The disadvantages of career genograms include the lengthy amount of 

time required and the fact that some clients may not know their extended 

family well or what oecupations relatives have. Start with the family of ori- 

gin, but end the exercise if it does not bring forth much worthwhile infor- 

Several techniques suggested by Savakis (1997) are used to elicit personal 

themes implanted through childhood early recollections (ER). Savakis begins 

by asking clients to tell three childhood memories. He believes such mem-— 

ories are blueprints for the individual’s future strivings and for preoccupa- 

tions that sensitize individuals to particular struggles that motivate the 

individuals to consummate particular projects. People pursue their strivings 

to gain a sense of completeness, and the movement toward wholeness 

provides direction to one’s life. In keeping with Adlerian theory, Savakis sees 

the individual’s psychological undertaking as part of a social whole and 

the means for the people to belong to and advance the social order. 

Once early recollections are described, Savakis (1997) asks clients to 

write a headline distilling the essence of the experience of the memory. 

Headlines are described as requiring a verb, a behavioral word that sum- 

marizes the action of the memory. By emphasizing action, Savakis encour- 

ages the client to describe the psychological movement of the memory. 

Several headlines suggest a life direction. The goal is to take the thematic life 

preoccupation and determine how such a natural endeavor could become 

an occupational activity contributing to society. To move from the personal 

theme to a social theme, Savakis then asks the client to name and describe 

three role models she admires. Role models are seen as examples of others 

that have solved a life dilemma in a commendable way. 

The counselor interprets the role model description in several ways. 

First, the traits attributed are seen as those characteristics the client believes 

will be needed to solve her personal preoccupatio th 
21s will have descriptors in common, and these are 
the client is seeking. Finally, the counselor notes those traits the client ig- 

nores in the description because these are not seen as important or as much 

of a priority. Values and embedded goals come through in the analysis of the 

admired figures. 
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To connect the themes from ERs and the role models, the counselor asks 

the client to identify the career interests that might be suggested by the ses- 

sion’s activities. According to Savakis (1997), occupational interests connect 

the individual’s private needs to the external contributions needed by so- 

ciety. In other words, career interests express the means for a person to con- 

tribute to the social benefit for all. As the person develops himself in a 

movement toward self-actualization, society also benefits through the con- 

tributions made by the individual. 

Savakis (1997) suggests that interest themes can be determined by writ- 

ing the ERs and client needs on one side of a paper and role model descrip- 

tors and goals on the other side. In the middle of the paper, client and 

counselor brainstorm what career interests, themes, or goals are indicated. 

Career Imaginings 

The simplest career fantasy encouraging client self-exploration is the 

Occupational Daydreams included in the original Self Directed Search 

(SDS). By determining the RIASEC categories associated with daydreams, 

clients are led to occupational interest categories. It is recommended that 

daydreams be thoroughly discussed before using Holland codes. Other im- 

portant themes may be garnered before the occupational structure becomes 

the overlay. 

On the one hand, some clients act surprised when asked about their day- 

dreams, as if career counselors should require much more serious ap- 

proaches. On the other hand, some clients are eager to share their private 

musings and seem relieved when given permission to do so. Lest profession- 

als consider daydreams irrelevant, one study suggests daydreams are as 

rich a source of client material as guided fantasies (Skovholt, Morgan, & 

Negron-Cunningham, 1989). 

Career fantasy exercises are commonly included in workbooks and coun- 

seling texts. Descriptions of guided imagery techniques can be as simple 

as directly asking the client to imagine a future career,(as shown in Chapter 

8) or as elaborate as the mental imagery exercises described in this section. 

Part of the rationale for creating imaginary pictures is to engage the intuitive 

left-brain hemisphere and to eliminate the critical thinking that often dis- 

counts possibilities before they are fully examined. Some clients need en- 

couragement to dream a little and to trust embedded leanings that point 

to worthwhile prospects. 

Typical guided fantasies use relaxation techniques to ease the client into) 

a meditative state. Instructions include sitting comfortably, breathing deeply, 

and closing eyes until breathing naturally slows and the client is relaxed. 

Relaxation is continued with statements such as, “Just relax for a few min- 

utes.” Then the client is asked to imagine a day in the future, usually speci- 
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- Box 9.1 Example: Future Career Fantasy 

Imagine it is morning and you are waking What will you do first? What will you do 

up. Where are you? What is your living second? What tools will you need for your 

space like? Who is there with you or are work? Picture the objects you will use. 

you alone? Imagine yourself getting into the work you 

You begin to prepare for your day. You — will do. 

get up, shower, and dress. As you look at It is time for lunch. Imagine getting 

yourself in the mirror to check your ap- ready to eat. Where do you eat? Who do 

pearance, what will you be wearing? you eat with? Visualize eating comfortably 

After breakfast you prepare to go to and enjoying your lunchtime. Then refocus 

work. If you are leaving your living space, on returning to work and the afternoon 

obtain an outside wrap to suit the weather. tasks you will complete. 

What is the weather like? What form of On returning to work, you note that 

transportation will you use to get to work? _ the afternoon will be different than the 

Imagine yourself going to work. morning. Imagine other activities you will 

You arrive at work. Where are you? do at work. Picture yourself doing the 

What are your surroundings like? Look work for the afternoon. 

around and picture your workplace. What It is time to finish your work. As you 

do you see? leave the workplace, think about what you 

Who is at your workplace with you or — will be doing this evening. You will be hav- 

do you work alone? Greet coworkers. ing a meal. What else might you be doing? 

Imagine a conversation you may have, and It is soon bedtime. Think about your 

then let the talking gradually finish. day. Experience your feelings as you reflect 

Who are the people you work with? on what the day was like. You will be 

How do you feel around them? Will other going to work tomorrow. What is your re- 

people, not coworkers, be there? Who are _ action to the next day? 

they, and what do they look like? How do Our fantasy trip is ending. Slowly open 

you react to these people? your eyes and notice you have returned to 

Imagine the tasks you plan to do today. _ the present day. Let’s begin to share what 

Organize your schedule in your mind. your fantasy was like. 

fied as five or six years (far enough away that current life-style conditions 

could be different). The counselor continues to guide the client to picture, 

what the day will look like. , 

Discussing reactions to the fantasy are as important as the imaginary ex- 

perience. Clients are encouraged to describe what the experience was like 

and the insights they have gained about their future careers. Reflecting client , 

content and affect is an important validation. Counselor invitations for clients 

to expand their fantasy description also promote awareness. 

Some scripts for future day fantasies offer more examples in each seg- 

ment. For example, in the transportation section, a script could read,“Are you 
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in a car? Are you on a train? What other mode of transport might you use?” 

The author prefers to keep the fantasy description general, allowing clients 

to fill in the specifics. Adult clients have given feedback that several sugges- 

tions for the same scene can interrupt their private imaginings. However, 

counselors might evaluate the developmental level and the cognitive style 

of the clients to determine the number of choices to offer and the amount 

of detail most appropriate. 

Skovholt et al. (1989), in describing career fantasies, suggest other pos- 

sible scripts: . 

An award ceremony: A scene where the client receives recognition 

for work well done. 

The opposite sex; Where clients imagine growing up as the opposite 

sex and/or having jobs usually held by the opposite sex. 

Another race: Where participants imagine job experiences and 

prospects if they were another race or ethnicity. 

Career change or retirement: Fantasy exercises create future visions 

for appropriate clients. 

Counselors can create scripts uniquely appealing to any client or any 

group depending on the vision desired. With the counselor leading the 

fantasy, the client is freed up to allow scenes to present themselves without 
self-censorship or interruption. Fantasies appeal to the holistic intuitive pos- 

sibilities, creating pictures in the mind’s eye and managing multiple stimuli. 

The client is given permission to be creative and innovative and to use intu- 

ition to increase the chances that an integrative view may come to fruition. 

Emotional, value-laden, symbolic, and spiritual insights can occur with any 

exercise that is designed to use the right brain. So, clients could draw or use 

music to gain access to deep-seated signals that have never been fully ar- 

ticulated. Dail (1983) has clients draw several pictures for:“What I am? What 

I would like to be? What hinders me? What will overcome the obstacles?” 

She has the client free associate after each drawing. Such an exercise encour- 

ages the client to expand career identity facilitating a process where clients 

seek new realms beyond concrete and practical solutions. 

Metaphors are stories that offer a point of view that may be helpful in 

dealing with life. Usually metaphors imply an indirect meaning that softens 
a lesson or reframes issues for a client..Clients can take the message and 

apply it to their lives even when an exact correlation does not exist. 

Counselors can learn the story analogies and use them spontaneously in ses- 
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sion. The lesson of the metaphor need not be aes concretely. In fact, 

joni yably m e for the 
learning.Often, the story is never fully mecucsed "sty a mrelnne change 

in att or approach occurs for the client. Sometimes the counselor can 

facilitate a process in which clients create their own meaningful stories. 

Common experiences from everyday life can be the basis for such sto- 

ries. For example, a tale of discovery for a child who accidentally mixes white 

paint with red paint and creates pink paint can relay the joy of the serendip- 

itous discovery. Any story of first-time experiences—learning to tie shoe- 

strings, the first day of school, or meeting in-laws for the first time—can 

evoke the emotions of facing new experiences and remind clients that orig- 

inal struggles do not last. 

novement in one’s life are common, Career 
or street (Bloch & Richmond, 1997) and has been 

adapted to suggest path c or passage. Accordingly, metaphors can easily be 

made up to describe a person’s journey through life.\A compass can be used 
as a symbol for the values that guide a person’s career choices. A map can 

be the plan showing the way to a career destination. A crystal ball or a 

tunnel can be added to the future day fantasies to suggest imagining i 

time or place. 

A garden requiring care and where plants are subject to unpredictable 

elements is a very adaptable metaphor. Transplanting so plants can flour- 

ish provides a parallel for career change and moving to new places. Of 

course, sports provide many metaphors regarding team building, responsi- 

bility to others, and dealing with winning and losing. An athlete who sec- 

ond-guesses herself and thereby undermines her performance can suggest 

the impact of such a practice on career performance. One career counsel- 

ing text describes a baseball player who broke his leg and recovered but for- 

ever after limped when he was called out sliding into first base. The subtle 

message not only implies the power of a mindset to undermine performance 

but also a refusal to accept the accident (Gysbers, Heppner, & Johnson, 

1998). Careerists, as well as athletes, may benefit from a metaphor imply- 

ing the need to take responsibility for performance and to keep trying, even 

in the face of painful previous experiences. 

Likewise, spiritual traditions use story metaphors to make a point or de- 
: 7 

iver a message. vel S The story of Ruth in the Bible can be described as an ex- 

ample of the willingness to leave an established life to seek a new one when 

she left home to accompany her mother-in-law Naomi (Rayburn, 1997). Or, 

Lot’s wife who turned to look back against instructions to the contrary and 

turned into a pillar of salt is an example of staying stuck in the past rather 

than looking forward to the future. Lao Tsu, a Buddhist poet-philosopher, is 
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quoted as saying, “Shape the clay into a vessel. It is the space within that 

makes it useful” (Richmond, 1997). Such is a metaphor for creating a life 

and paying attention to the context. 

Children’s stories and fairy tales are a rich source of metaphors, The 
three little pigs can serve as examples of building a solid future or not. Little 

Red Riding Hood or Sleeping Beauty can be seen as being overly trusting 

or waiting for another person to awaken identity before fully participat- 

ing in life. 

Castle Metaphor 

One very adaptable metaphor uses the image of a castle to represent aspects 
of a person or of problems (Martin, 1987). For career purposes, the castle 

can be the home of the knight on his quest pursuing personal honor and 

serving the people of the kingdom. Or the castle can be the home of the 

king or queen determining the best means to govern the kingdom and to 

serve as models of behavior and ethics. The main character of the metaphor 

has built the castle to represent himself. A coat of arms representing the 

hero’s true identity is displayed on the front wall of the castle. However, 

aspects of the primary character or client are symbolically visible through- 

out the architecture of the castle. 

The moat around a castle can be described as beautiful with water lilies 
or as dangerous with sharks. As such, moats may be representative of the per- 

son’s appearance as inviting or as signaling a need for a zone for personal 

space. The outer wall of a castle is a protection and can be built with only 

spaces for guns and cannons or with large windows letting in the sunshine. 

Likewise, the person’s social mask can hide and protect or be open to the 

warmth and beauty of the externals potentially influencing his life. 

The drawbridge can be opened or closed suggesting a person has con- 

trol over those who are allowed into or out of her life. A castle is manned 

with guards representing how well guarded a person is. The inner courtyard 

of the castle can be the private, personal space where others are or are 

not allowed. The castle may have a library for storing important docu- 

ments or learning, just as a person has important memories and mementos 

or trusted books. The dungeon can represent painful memories that torture 

a person. Secret passages may be avenues of forgotten experiences. The cas- 

tle chapel can represent a person’s spiritual life. The well can suggest inner 

resources to assist a person in times of crisis. 

The people in the castle can suggest aspects of personality. The jester 
represents a sense of humor, The court magician can be seen as magical 

thinking creating illusions. Witches casting spells can be irrational thoughts 

or self-defeating behavior. The royal cook or attorney can be called upon 
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Box 9.2 One More Metaphor 

The following is a story that suggests the tains of Tibet and he undertook an expedi- 

dependence on another’s wisdom does not tion. For many months he traveled over 

work very well. The story was presented mountains, across rivers, and finally he 

by Schulman and Mozak (1967) as an found the lama and obtained an audience. 

Adlerian technique. He asked the wise man, “Please, tell me, 

what is the meaning of life?” 

eae Deora ne Lana The lama answered, “Life is a fountain.” 

A man was unhappy because he was The man was puzzled and said, “Life is 
searching for the meaning of life and could 4 fountain?” 

not find it. He went from one wise man to The lama shrugged his shoulders and 

another but was never satisfied. He finally said, “So, life isn’t a fountain.” 

heard about a lama who lived in the moun- 

to offer nourishment or to present the case for a person’s misunderstood 

behavior. The feed town near hs castle ¢ can be a FES system. 

dhe Sor | P Or qu | in 

sonal SAGA at can be ET White Caietrs and black knights can offer 

symbols for the strengths and weaknesses each person has. Battles between 

good and oil can show that a person’s values can win in life. 

cording to the needs of the regalo is important to note that ee are 

effective only with people who can imagine the picture and access the im- 

plied meanings. The counselor can tell the metaphor and interpret it (in this 

case, the counselor has analyzed the client and builds a castle that would be 

meaningful to the client), or the counselor can outline the castle metaphor 

and let the client build the metaphor as well as explain the symbolism. 

The first author used the castle metaphor with a client who had spent 

most of her life creating a lovely home, entertaining guests for her husband’s 

clients, and raising several accomplished children. As the queen of the beau- 

tiful castle, the client demonstrated many skills that benefited her family and 

the village outside the castle. The client enjoyed hearing herself described 

as a queen, and she elaborated the script by telling of the interior design for 

the ballroom, the gourmet dining, the lesson provided for the royal children, 

and the conferences between the king and queen to determine important 

decisions for the kingdom. Her homework between sessions was to continue 

the narrative describing the castle and the queen’s leadership. The only 
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requirement for the continued story was to make sure the queen was ac- 

curately described as having accomplished a great deal. In the next ses- 

sion, the client readily described the queen’s many achievements, noting only 

that the queen could do more if she used her strengths outside the castle as 

well as inside. The stage was set to explore how the client’s creativity, social 

and organizational skills, and intelligence had been useful in taking care of 

her family and could also be used as valuable contributions for endeavors 

outside the home. The playful use of imagination translated into a career ex- 

ercise in POUESCULS Skills (see skills section pee 

| meaning app\ 

amused with the este man in aie above story (Box 2 2) and may not have 

to admit that he was looking to the counselor as the expert who would solve 

all career problems. In this way, the lesson is brought into the counseling 

session without confronting the client or by engaging the client’s self-criti- 

cal judgment. The imagination and possibly the affective area can be the ve- 

hicle for the client’s absorption of the message. 

IDENTIFYING SKILLS 

Skill identification methods have helped clients determine appropriate career 

venues for the past several decades. Bolles, in What Color Is Your Parachute 

(1995), popularized one approach. First, he recommends writing an autobiog- 

raphy or a number of notable memories describing satisfying achievements. 

Such achievements represent activities in which an individual felt she was 

doing her best and was pleased with the efforts and results. The accomplish- 

ment could be any activity in any situation (e.g., school, home, on vacation, 

hobby, volunteer activity). The major criteria are the sense of satisfaction and 

meeting her own standards. No recognition by others is necessary. 

After the achievements are identified, the person describes, in detail, ex- 

actly what she did to accomplish the task.Each and every step that was re- 

quired to complete the accomplishment is explicated. The actions or 

behaviors required to complete the project are emphasized. What goals were 

reached, what obstacles were overcome, and how the success of the mission 

was measured can be included to fully describe the achievement. 

Third,from the full accounting, the motivated skills are identified. 

Some skills are seen as traits (extroversion) and others as abilities (social 

skills) that point to other tasks and other jobs where similar traits/ 

abilities might be used. As such, skills are functional when used in% spe- 

cific occupation and transferable between occupations where the con- 

text or the field where the skills are applied may be different. Liberal arts 
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majors use such a process to demonstrate proficiencies not obviously shown 

on a transcript of content courses taken (Figler, 1979). Career-searchers of 

any age can build self-efficacy by recognizing traits/abilities already demon- 

strated. A client can also identify skills from a list provided by the counselor 

and then describe the situations where these skills have been used and the 

resulting achievements—reversing the order from the previous paragraph. 

What is most useful about the skill identification method is that specific 

occupations are not the focus. Skills are seen as the basic elements that mo- 

tivate the worker and what he has to sell to an employer or to customers. 

Given the changing economy, such a method is most likely to meet the de- 

mands of the workplace in the future. Indeed, for job-changers, Bolles (1995) 

states that demonstrating the usefulness of transferable skills to solve a com- 

pany’s problems is the most successful way to create a position. Career coun- 

selors might consider teaching skills identification methods to students and 

clients as part of the career development process rather than overemphasiz- 

ing occupational titles. 

The client handout in Box 9.3 lists some skills and offers space for iden- 

tifying experiences where skills are demonstrated. 

In addition to reflecting values embedded in the context of what clients say 

or values listed on a checklist or a measurement instrument, discussions can 

be opened to reveal important priorities. Clients can be asked what they did 

during the last week that reflected the kind of person they are. Inviting 

clients to describe an experience where they had to consider moral or 

ethical choices along with a follow-up question asking how such values 

could be expressed at work. Values can be defined as personal constructs 

that involve both thoughtful and affective components. 

So, values could be expressed as actions a person would feel good about 

and be described as acting in accordance with important ideals that could 

be explained to others. Or, seen another way, values might be expressed 

when someone does something she doesn’t feel good about. Asking how the 

client’s values differ from other people or family members is sometimes fruit- 

ful. Counselors might ask what values the client would want to teach a sib- 

ling or a child. Some clients can describe one personal value that conflicts 

with another, creating the need to weigh or rank choices. 

Values card sorts, described in Box 9.5, are a semistructured method to_ 

flesh out life-style or career-related priorities. Time spent examining values: 

puts career counseling into the appropriate realm of considering how a life 

reflects personal ideals and how a client can use choice as a source of self- 

respect. © 
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Box 9.3 Skills Clusters 

Communication Research 

Persuasion (selling products or ideas) Scientific investigation 

Public speaking Library research 
Dramatic ability Internet research 

Oral clarity Laboratory research 
Effective writing skills Detective work 

Promotion writing Gathering information systematically 

Technical writing Synthesizing information 

Conceptual writing Analyzing information according to criteria 

Writing instructions 

Letter writing 

Speech writing/presentations 

General conversational skills 

Translating 

Foreign language usage 

Listening skills 

Creativity 

Inventing new ideas (conceptual) 

Presenting new ideas (concrete, manual) 

Creating works of art (music, visual, 

written) 

Applying creative ideas—drawing charts, 

performing, editing 

Managerial 
Coordinating administrative tasks/events 

Decision making 

Attending to details 

Financial transactions/budgeting 

Scheduling 

Time management 

Working under time pressures 

Coping with competitive pressures 

Formulating policies and procedures 

Problem identification/problem solving 

Retaining memory of facts, figures, people 
Orderly record keeping 

Establishing priorities 
People Contact Planning programs 

Teaching Arranging social events 

Helping others Organizing committees 

Interviewing Delegating 

Negotiating Manual/Physical 
Coaching for performance Building, constructing 

eu ree es Manual dexterity 
an Acie Physical stamina 

Jo. aoe Outdoor work skills 

Establishing PaPPOUr Eye/hand coordination 
Counseling ; 
Confronting Technical/Computational 

Entertaining Data processing 
Committee participation, leadership Accurate, efficient use of scientific 

Meeting the public SG RASS ee 
Fund-raising Spatial perception 

Treating ailments Machinery operations 

Following directions Comprehending technical manuals 2 

Leading others Computing quantitative data 

Synthesizing data 

Data interpretation and analysis 

Solving quantitative problems 
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Box 9.4 Identify Your Skills 

Try identifying your own skills in the tasks you performed, that is, what you did 

Table 9.1. Choose three or four experi- and what your responsibilities were for 

ences that you enjoyed and that you r¢- the experience and write them into the 

gard as achievements, and write each ina second column. Then, using available list- 

separate box in the left column (see ex- ings of skills, compile a list of skills devel- 

ample). Consider work, academic, leisure, oped and demonstrated in the third 

extracurricular, volunteer, and unstruc- column. 

tured experiences. Then identify what 

Table 9.1 Identifying Skills 

Experiences Tasks Performed Skills Developed/Demonstrated 
Sie GSN Ge EE GPE TT 

Example | 

1.Summer Camp Counselor Supervised cabin of 10 Formed supportive 

boys, ages 11-14 relationships 

Enforced discipline 

Teaching 

Leadership 

Occupational Card Sorts 

Another card sort method involves creating categories for occupations. 

Typically three rows are designated as Like, Dislike, and Indifferent. Then, 

the client places cards each labeled with an occupational title in one of 

the rows. The client explains why a particular occupation was put in the 

Like row or the Dislike row. The counselor encourages the client’s expla- 

nations and may take notes. Writing down client statements and noting pat- 

terns of interests and preferences can provide a record that can be used in 

the here-and-now or in future sessions. 
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Box 9.5. Values Card Sort 

Use the following list to create a values 

card sort. (Feel free to change the defini- 

tions to match your clientele or region of 

the world.) 

~ Imaginative (creative, being novel) 

Independence (freedom to make 

choices on one’s own, not responsi- 

ble to a group) 

A comfortable life (enough money to 

do most things, minimizing really 

difficult tasks) 

Ambitious (motivated, earning promo- 

tions, merit raises, awards, becoming 

well known) 

An exciting life (being on the cutting 

edge of culture—daring, taking the 

unknown road, and not knowing 

what will happen) 

Assertiveness (standing up for one’s 

self, getting one’s needs met) 

Athletic (exercise, being physically ac- 

tive, physical competition) 

Belonging (being a part of a group) 

Competent (being an expert, effective, 

and efficient) 

Happiness (lighthearted, joyful) 

Clean (neat, tidy) 

Community involvement (volunteer- 

ing, giving back to the community) 

Deep friendship (share most every- 

thing, a lot of trust, emotional 

intimacy) 

Environmentally minded (nonpollut- 

ing, healthy air and water) 

Equality (equal opportunity for all) 

Flexibility Chave options or different 

ways of doing things. No set way. 

Comfortable in new situations) 

Forgiving (not holding negative emo- 

tions or thoughts against others) 

Healthy habits (absence of illness, eat- 

ing well, and exercising) 

Honesty (being sincere and truthful) 

Humor (Seeing the light side of things, 

being able to laugh) 

Inner harmony (being true to one’s 

self/one’s beliefs, no inner conflicts) 

Intellectual pursuits (abstract thinking, 

reflective, induction, deduction) 

Justice (fairness, due process) 

Logic (consistent, rational, emotions 

under control) 

Loyal (committed to other people and 

vice versa, protective, trustworthy) 

Loving (affectionate, tender) 

Mature love (spiritual intimacy, deep 

trust) 

Multicultural awareness (aware of and 

values other cultures and people) 

Nurturance (giving to others without 

self reward) 

Obedient (follow the rules, dutiful, 

respectful) 

Open-minded (nonjudgmental, accept- 

ing, try new things) 

Outdoorsy (be outside, avoid being 

confined, nature) 

Patience (being able to wait, not 

rushed) 

Pleasure (minimizing discomfort, en- 

joying almost every moment) 

Polite (courteous, well-mannered) 

Religious (Bible study, prayer, worship, 

church activities) 

Responsible (dependable, reliable) 

Salvation (saved, eternal life) 

Safety Cimiting risks to self, family, and 

friends 

Security (Knowing what to expect) 

Sucurance (Receiving love or care 

from others without having to givé 

~ back) 

(continued) 
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Structure (having rules or guidelines to 

operate by. Knowing the right way 

to do things) 

Self-control (dependable, reliable) 

Self-respect (mostly feel and think 

good thoughts about one’s self) 

Social recognition (famous [may only 

be locally], admired/respected by 

others) 

Spiritual (connected to a higher 

power) 

Wisdom (knowing via experience, not 

books; seeing the big picture) 

World peace (free from war and 

terror) 

Other (create your own and/or have 

client create at least 3 cards) 

Here are some activities using the cards: 

1. Choosing one’s worst 

A. Pick the 10 that least describe you. 

Discuss why. 

B. Discuss the worst 3 (who you are 

not and never will be). 

C. Who is the closest person to you? 

What would his top 10 and top 3 

be? 

2. Choosing one’s best 

. Pick the 10 that most describe you. 

Discuss why. 

. Discuss and rank the top 3. 

. Which cards should be in the top 3 

but are not, why? 
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. Who is the closest person to you? 

What would his top 10 and top 3 

be? 

E. If you could pick your ideal self, 

what would be your top 10, top 3? 

3. The neutral middle 

A. How important are these traits 

when making decisions, being satis- 

fied in life, relationships, etc. 

B. Which ones do not apply at all? 

As you do the values card sort activi- 

ties with a client, be on the lookout for in- 

consistencies between the client’s best 

and worst list. Sometimes the client has 

different definitions than the counselor, 

and there isn’t an inconsistency. Other 

times a client’s past experience or observa- 

tion will come to light and a hidden value 

or motivator is discovered. Discuss how 

easy/difficult it is to limit the list to 10 and 

then 3. A client cried once when turning a 

top 10 to a top 3. She had chosen personal 

desires over family and friends, and it hurt 

to say that out loud. Yet it was important 

to acknowledge if making important deci- 

sions. Ask if there are specific areas where 

these values are more or less important. 

For example, a person may be flexible in 

work, but not in spiritual matters. 

The flexibility of card sorts offers many possibilities. Categories can be. 

tailored for specific client needs, such as re aET kee gaining others’ ap- 

po or occupations the client respects. The majo ntages of th 

are the client’s reactions and reasoning for eaten occupations is 

See ai the client’s statements offer much material for discussion. 

Occupational stereotypes are readily apparent and misperceptions can be 

identified. Client motivations are verbalized, and sometimes insights come 

into awareness that were previously unrecognized. 
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University of Miccuniel by Norman Gane is widely used, and there are other 

sets available commercially. However, in a workshop given by Gysbers and at- 

tended my the first author, he suggested that the card sets can Le eeaauy made. 

put some GERAGOn peering the Bee IDaOnT on the opposite side of the 

card. Such information could be a Holland Code, description of the work ac- 

tivities for the occupation, education, or training requirements, etc. 

Student Card Sort 

Below are some cards that can be made for working with students in mid- 

dle school through college. (Use the directions from the values card sort.) 

The goal is to understand, from the student’s perspective, why they aren't 

doing well in school: The concepts can easily be modified for work (e.g., 

“problem with instructors” is turned into “problem with managers”). This 

card sort was designed in a college counseling center and refers to college 

students. Again, feel free to modify it to match your clientele. 

Work so many hours that it interferes with studying 

Do not understand the university’s procedures (e.g., when to drop a 

class) 

Poor note-taking skills 

Health problems 

Financial problems 

Difficulty only on certain courses (list which ones) 

Family problems 

Emotional problems 

Goof off too often 

Lack motivation 

Can’t concentrate 

Been out of school too long 

High school did not prepare me for college 

Adjusting to college is difficult 

Problems with instructors 

Often do not attend class 

Not sure about educational goals 

Poor study habits 

Lack basic skills in some areas 

Lonely Q 

Poor advising 

Problems taking tests , 
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Don’t remember what I read 

Don’t understand what I read 

No time for studying due to family, athletics, commuting, hobbies, etc. 

Poor time management 

Wrong major 

Other eee 

(Developed by Midwestern State University, Counseling and Disabilities Service, 

Wichita Falls, TX. Used with permission.) 

Defining Success 

Helping clients define their personal criteria for success offers an inocula- 

tion against the middle age disease of “Is that all there is?” Careers cannot be 

self-expressive if “making it” is defined solely by external sources. Although 

values clarification is usually included as a part of career counseling, clients 

can state values such as good parenting or helping people, and still not fully 

envision the future they will eventually hold in high regard. Counselors need 

to take time to examine the basic question of how does the client define 
success. Simply ask the impolite question of how money fits in with the 

client’s picture of having arrived. Confronting obvious discrepancies is ap- 

propriate when, for example, a client says family is the first priority but also 

expects to spend 60 plus hours a week to become a law partner. 

Exploring how the client views success, as compared to peers or fam- 

ily members, builds a language to answer other people’s inquiries and en- 

courages the client to be self-determined. Even asking clients to describe 

how they view the media’s picture of success brings out the client’s capac- 

ity to resist subtle or not-so-subtle external pressures. Some clients may men- 

tion the pressure they feel from others, especially coworkers who question 

a client who makes choices outside group norms. A sensitive counselor will 

communicate to the client that counseling is a safe place to examine per- 

sonal choices regardless of the judgments of others. 

NARROWING AND PRIORITIZING 

Decision Making 

Although adherence to a uniform, rational decision-making model does not 

respect individual personality differences or styles, counselors can offer lead- 

ing questions that encourage a thought process that considers many aspects 

of making a choice. The counselor is cautioned not to force the interac- 

tion by following a rigid structure and considering each component of ra- 

tional deciding, but to regularly check out client feelings and reactions. 



208 Part Ill Career Counseling Skills 

Another caution is to set a tentative tone so clients feel allowed to 

change the process and to avoid a staccato beat of asking a question, wait- 

ing for a short answer, and asking another question. Introducing questions 

intermittently and encouraging*the client to determine counseling content 

is most important. The following are only suggestions of possible ques- 

tions that can be asked at different points in the decision-making process, 

Questions for Facilitating the Process 

I. Objective, goal 

A. Definition 

1. What are you trying to figure out? 

2. Is there more than one part to what you want to decide, and 

what are those parts? 

B. Importance 

1. Which part is most important for you to decide first, and why 

is it important to you? 

2. What will it do for you to figure this out? 

3. How will it affect your life to make this decision and act on it? 

C. Significant others 

1. What have other important people in your life said about this 

decision? 

2. What do you think about their ideas? 

3. Of what importance is what others have said to you? 

D. Past experience 

1. How have you made similar decisions in the past? 

2. In what ways would the process you have used in the past be 

applicable for your current situation? 

3. In what ways would the process you have used in the past not 

be applicable for your current situation? 

4, What other considerations, which you may not have consid- 

ered before, do you need to take into account now? 

E. Planning 

1. How can you plan a step-by-step procedure for making this de- 

cision? 

2. What is the first step for you to take? 

3. What would you do next? 

II. Information 

A. First search 

1. What kind of information is important for you to find? 

2. Where can you find such information? ‘ 

3. Of what use will such information be to you? 

’ 
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B. Using information 

1. What information have you found that is important to you? 

2. What are you going to do with this information? 

C. Second search 

1. What additional information on what you have already found 

might you need to view? 

2. Of what use would such information be to you now? In the 

future? 

III. Alternatives, Obstacles, Outcomes, and Probabilities 

A. -Alternatives 

1. Name the alternatives available to you in view of the informa- 

tion you have found and in view of your own thinking. 

2. Describe a picture of yourself living out each alternative. 

3. What are the characteristics of each alternative? Which are 

most important to you? 

4. What important characteristics from the alternatives would 

you be unwilling to give up? 

5. How could you combine alternatives in a way that would give 

you the most of what you want? 

B. Obstacles 

1. What alternatives are not available to you in view of the reali- 

ties of your situation? 

2. What are any possible obstacles for obtaining each of the 

alternatives? 

What would it take to overcome each of the obstacles? 

4. What would you be willing to do to overcome a given 

obstacle? 

C. Outcomes 

1. What are the possible outcomes inherent in each of the 

alternatives? 

2. What would be the effect of such outcomes for you and for 

other important people in your life? 

D. Probabilities 

1. What is the probability (on a scale from 0-100) of the possible 

outcomes occurring? 

2. What does such a probability rating mean for you in carrying 

out a decision for and in acting on each alternative? 

ve 

IV. Values 

A. Rating 

1. Which of the alternatives seems most desirable to you and 

why? 
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2. Which of the alternatives seems least desirable to you and 

why? 

3. Rate the alternatives on a priority list with the most desirable 

first and the least desirable last. 

4. If your top choice were eliminated, what would you do? 

5. How would you feel if your top choice were eliminated? On a 

scale from 0-100, how badly would you feel? 

V. Choice 

A. Choosing 

1. If you had to make a choice, right now, on the spot, which al- 

ternative would you choose? 

2. What criteria would you use in making a choice? 

B. Timing 

1. When does it make sense for you to make your choice and to 

begin acting on that choice? 

2. What reasons would you have for making your choice at the 

time specified? 

VI. Acting 

A. Information 

1. What information will you need to plan a step-by-step proce- 

dure for reaching your goal? 

B. Planning—See I. E. 

Career Portfolio 

The portfolio'is a notebook collection of career-related information describ- 

ing a variety of the owner’s qualifications, goals, work samples, reflections, 

educational plans, daily logs, test results, etc. The concept is to expand a tra- 

ditional resume and to provide a self-portrait with a variety of materials. The 

portfolio can be an educational tool as a career counselor facilitates a process 

in which a student recognizes the value and implications of many work ef- 

forts. Some career counselors report successful group sessions using the 

portfolio, career fairs where employers view portfolio displays, family dis- 

cussion reviewing student efforts, and job site visits when students leave 

their portfolios for employers to review and return with comments 

(Drummond & Ryan, 1995). 

Career Support CTO UR emanate i 

port g) ——s often formed for oP aioe ae meet Say AR 

share information with and understanding for each other. Emotional support 
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allays the strains of the job search. Similar groups are also effective for 

high seslouhs seniors sey DS Cae admissions and others in JEU SEnh 

rae to promote sai ee Rather than merely oni 

the career development process or provide methods to delineate cognitive 

ideas, group leaders also facilitate awareness of the psychological aspects of 

career development. The validation experienced as group members share 

with each other is invaluable in building and maintaining self-esteem. As par- 

ticipants listen to each other, cohesion between the members grows and the 

stages of the group proceed to unfold. 

The demand for frequent job changes in the global economy may in- 

crease the need for such group work. Introducing such experiences to young 

people would teach them interaction skills for future use. The ever-chang- 

ing economy requires that all groups, be they in the classroom or in the com- 

munity, create experiences for members to learn how to cope with change 

and how to use change to advantage. Many of the concepts delineated by 

authors describing the global economy are related to change, depicted by 

the Career Diamond’s string of diamond shapes where one choice soon 

opens up to further career exploration. 

ien O p ig. Career counselors 

use such ‘methods as ralking points here the structure of the technique is 

of less importance than the interaction the tools created. Techniques can be 

chosen by considering the type of conversation the counselor is trying to 

promote. Consequently, some techniques are introduced when the counsel- 

ing goal is to encourage clients to talk about themselves, and other exercises 

are used to open a dialogue regarding the priorities that will determine 

clients’ choices. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Techniques for Expanding Self-Awareness 

A. Career genogram: Look for patterns of: 

Career status 

Education requirements 

Willingness to move 

Gender roles ae ee ace 
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B. Life 

ie 

2: 

5 

4, 

Reviews 

Early memories give insight into personal motivation. 

Use headlines technique to distill the essence of the messages. 

Look for three role models. 

Common themes across these areas offer insight into how a 

client wants to fit into the world. 

C. Career imaginings 

aL 

2. 

4. 

5: 

D. Met 

le 

Ps 

Guided imagery: The use of mental images to encourage 

fleshing out a full picture of the client’s goals for the future. 

Visual imaginings increase motivation and allow the client to 

believe in changes in attitudes and behavior. 

Look for themes in career daydreams (may listen for RIASEC 

codes). 

Goal is to avoid logic from dominating creativity. 

Discuss insights from the fantasy. 

Use role changes (e.g., sex, race) in a fantasy. 

aphors 

Stories provide a different interpretation or solution to a 

situation. 

a. Does not need to directly correlate to the problem at hand. 

b. Ideally, the client will draw out the meaning. 

Culture is ripe with metaphors (e.g., sports, children’s stories) 

E. Skill identification methods 

1 

ie 

3. 

Write an achievement autobiography. 

Identify traits and abilities. 

Motivated skills: Skills or abilities that the client judges he 

does well and enjoys doing. 

Transferable skills: Skills that are useful in one job that 

could also be used for other jobs or in different work con- 

texts. An example would be supervising others, a skill needed 

in various Occupations. 

Functional skills: Skills that serve specific functions that may 

be needed in a number of jobs. An example would be analyz- 

ing quantitative data, which would be functional for many dif- 

ferent occupations. 

E Values 

Le 

a 

Describe an ethical choice from client’s past. 

How are the client’s values similar or dissimilar to family 

members. 

Values card sort is a semistructured method for introducirig 

values. . 
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a. Identify best, neutral, and worst values. 

G. Occupational card sort 

1. Place cards in Like, Dislike, or Indifferent piles. 

a. Counselor supports detailed descriptions of why occupa- 

tions are placed in a pile. 

b. Look for consistent themes. 

2. Look for occupational stereotypes or misperceptions. 

H. Student card sort 

1. Goal is to identify barriers to success as a student. 

I. Defining success 

1. How important is making money? 

2. How important are other roles? 

3. Are definitions internal or external? 

a. How good is the client at filtering external messages/ 

pressures? 

Il. Narrowing and Prioritizing 

A. Decision making 

1. Do not follow a rigid order. 

2. Include emotions and personal reactions. 

3. The steps are only suggestions. Feel free to modify it for your 

practice and clientele. 

B. Career portfolio 

1. A collection of qualifications, goals, work samples, etc. 

a. Much more detailed than a resume. 

2. Making portfolios may be useful in group formats. 

C. Support/Psychoeducational Groups 

1. Groups offer support through job searches and when awaiting 

call-backs. 

2. Expert leaders or other members can offer advice, introduce 

new skills, or provide experiences to help others. 

EXERCISES 

“4. Create a values card sort by brainstorming or by using a checklist. In 

dyads, play a counselor using the values card sorts with a client. 

Practice reflecting and summarizing the client’s statements. 

2. Which of the many other techniques presented excite you as some- 

thing you might use with clients. Why? Practice using several tech- 

niques in dyads, switching between counselor and client roles. 
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CHAPTER 10 

Assessment and 
_ Career Counseling 

Rather, | believe that science must be understood as a social phenome- 

non, a gutsy, human enterprise, not the work of robots programmed 

to collect pure information.... Science, since people must do it, is a so- 

cially embedded activity. It progresses by hunch, vision, and intuition 

(pp. 21-22). 

Stephen Jay Gould, 1981 

n Chapter 8, The Career Counseling Process, an emphasis was placed on 

establishing a relationship and encouraging the client to share as much of 

her self-concept as possible (Cavanagh & Levitov, 2002; Wolberg, 1954). 

In addition to creating a flow of interaction as in any other form of counsel- 

ing, the career counselor silently attends to a clinical critique of the client’s 

personality, interaction style, and specific situation. In this chapter, we de- 

scribe the factors considered by the counselor while the counseling process 

proceeds. Recommended background information is also considered, as well 

as the use of formal testing instruments. 

It is important to stress, however, that assessment is not intended to in- 

terrupt the counseling process in which the emphasis is on the client’s self- 

expression and growth» Borgen (1995), a noted researcher on career 

assessment, Says: 

Assessment, ideally conducted in a counseling context, becomes a dy- 

namic process. It stimulates dialogue between client and counselor, 

through which are merged the expert perspectives each brings. 

Together they construct a narrative, but often one that is in process, 

tentative, and incomplete. (p. 438) 

Although the description of assessment procedures sounds definitive 

and direct, counselors need to set a tone in which clients realize that formal 

assessment is provisional in nature and in which the client is a full partici- 

pant. The goal is to collect information and construct pictures of career iden- 
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tity that may change or become differently constructed as the process con- 

tinues over time. Above all, clients need to feel their own self-assessments 

are primary, respected, and open to change (Martin, 2000). 

ASSESSING CLIENT INFORMATION 

Career counseling begins with a thorough assessment of the client’s current 

level of functioning! Choosing to ignore a full assessment hamstrings a coun- 

selor and may lead to a superficial counseling experience for the client. The 

purpose of seeking some specific client information is to detect interper- 

sonal or intrapersonal factors that may inhibit the client from being success-, 

ful. It also provides excellent data for picking the best assessment 

instrument(s) at a later point (Liptak, 2001). 

Context for Presenting Concerns 

The first part of the initial counseling session focuses on why the client has 

sought counseling. Are clients self-referred or coming in at the insistence of 

family or friends? Is she preparing to begin a search after completing some 

form of training or education, or is she changing jobs due to downsizing 

or a conflict with her current employer? During this part of the session, the 

counselor is attempting to hear the client at multiple levels. The counselor 

is paying attention to verbal and nonverbal behaviors that may suggest a 

mental illness (Hood & Johnson, 1991). It would be common in career coun- 

seling for clients to be experiencing depression or anxiety, and there is a 

need to determine if the client needs to address the noncareer mental health 

issues before focusing on career issues. 

Beyond mental illness, the counselor makes objective observations of, 

the client and assesses how the client presents himself. The ability of the 

counselor to create global impressions, to be able to think creatively, to con- 

nect loosely associated ideas, and to be socially sensitive to subtle nuances 

of behavior can.be powerful when helping clients choose and prepare for 

pursuing a career (Fredman & Sherman, 1987). Specifically, some global 

impressions helpful for further counseling are: client motivation; client 

self-esteem and self-efficacy; client awareness of world of work; and career , 

experience. , fS. 

The igang, te frst ‘st session focuses mostly on the reason(s) for seek-_ 
g careel ing. This approach honors the client’s initial concern ai 

helps the eomiecion build rapport. The second part of the session may 

shift to noncareer issues that the counselor has determined are important. . 
Counselors working with a particular population may have learned with 



218 Part Ill Career Counseling Skills 

experience that specific factors often affect career choice making (e.g., a fe- 

male client lives in a community that has traditional roles for women). Some 

questions may not seem obviously career-related and may be confusing for 

the client. It is important to prepare the client for this shift and to normal- 

ize the questions that are about to be asked. This can be done through state- 

ments such as,“I’m about to ask you some questions that may have a bearing 

on our counseling. I have found it very useful to get a full picture of a per- 

son’s current life before I can be most helpful. Do you have any questions 

for me before I start?” Such preparatory statements allow for a smooth 

transition and show respect for the client by offering them opportunities to 

interact within oe SOU Se process. 

aively mathe career activities by adding stress a exhaustion due to over- 

commitment of time and energy (Newman, 2000). On the other hand, 

noncareer roles may be so important to the client that a career choice must 

be very pragmatic. A client may be so focused on playing golf, for instance, 

that work is simply a means to an end, providing time off and enough money 

for pursuing the sport. Or, a political activist may be interested in the job 

as an avenue to gain information or to stimulate societal change. Finally, ca- 

reer counselors may be biased in assuming that career is a primary role defin- 

ing a major portion of identity for the client. This may not be true at all, and 

inquiring about other roles will provide the career counselor with a full pic- 

ture of the client’s life. 

Decision-Making Abie and Social sd 

cer — important assessments that should ele place at the font 

end of career counseling. Clients bring a wide array of cognitive and 2 

lity styles to the counseling process. Some clients need to fare a decision 

made years before it is actually needed whereas others let life make deci- 

sions for them. Family and peers can influence the client by exhorting val- 

ues, offering social status, or punishing the client. An assessment of both 

areas allows the counselor to prepare for barriers to career choices and 

for individualistic approaches that will need to be taken into account. 

Decision Making 

yn or some ee time frame | uf wins doesn t on an answer. 

1 illuminates how the 
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client thinks, what he values in decision making, and what skills he does and 

does not possess. The time it took to make the decision is also a factor and 

may suggest what he expects from counseling. If a client has not ever made 

an important decision, remedial skills may be needed. Sometimes the phrase 

“making an important choice” elicits a reaction better than the term “decision 

making.” Also, exploring easy versus difficult choices can provide a descrip- 

tion of Oe a client p akes Hisar in Me ihe. 

ey hat é ot work. Helping clients 

clarify = pare of re TpOreate Oecsion aE went well allows them to draw 

from that experience and apply it to the current situation (de Shazer, 1988; 

Walter & Peller, 1992). Conversely, identifying parts of the decision that did 

not work creates an atmosphere where the counselor’s challenges seem help- 

ful to the client. 

Family and Peer Support 

Family and peers impact the decisions humans make. In most cultural con; 

texts, some careers are valued whereas others are devalued. For example, 

seeking education may be seen as a betrayal of the family as it removes the 

educated member from the family support system (Rotunno & McGoldrick, 

1982). On the other hand, some families require an advanced degree be- 

fore a member is considered an equal. Finally, some families expect a child 

to follow in a parent’s footsteps (e.g., family business). If the child chooses 

a different career, the family responds as if it has been rejected. These 

types of family expectations can make the decision-making process difficult 

for clients. During the different steps of the career process, it is important 

to understand how familial pressure will support or hinder clients. A full 

genogram (see Chapter 9, Career Counseling Techniques) is not always nec- 

essary; SOUS a MOO SS ees of the family is important. 

mp: na slightly different manner. In mainstream 

reers have different status levels. It is not un- 
common for high school students to aspire to occupations that sound like 

they have a lot of prestige (e.g., medical doctor, scientist, rock star, model, 

etc.). Choosing the occupation is based upon achieving a desired response 

from others. This pattern may continue into college where students often 

choose their majors based on the expectation of a certain level of income 

after graduation. Students who change majors or leave school sometimes 

face the BeeatiNe evaluations of others. It can be useful, therefore, t 

yw clients expect their career choices to impact on their status with peers. 

To help a client explain a career choice to questioning friends, you may have 

the client do some research and gather information about related job oppor- 

tunities and future prospects. 

a” 
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Leisure Activities 

By asking about leisure time activities\ a counselor can offer interest areas 
that a client has not Pee nereree as potential career fields. Also, inquiring 

about noncareer areas signals to the client that a balance pats UGE 

Orne _ a team, goal- rented or just a seri to spend time, how much 

they cost, etc. All this information can be helpful when looking for themes 

related to occupations. 

Interview Summary 

It is important to note that although the initial session requires asking ques- 

tions and gathering information)skilled counselors do not engage in the stac- 

cato of a question-answer rhythm (“Shotgunning” according to Brems, 2001, 

p. 141). Straight questioning with the counselor’s agenda dominating the 

counseling process reinforces the client’s misperception that the expert will 

find the solution. Instead, the skilled counselor uses general questions as 

much as possible, and clients are encouraged to explain their responses with 

full descriptions of their experience. Interspersing inquiries with reflections 

of content, meaning, and feelings is another technique used by skilled coun- 

selors to help maintain the conversational tone of an interview. 

Even the word interview,a term typically used with assessment, implies 

a structure of pre-prepared questions that are asked in the same sequence 

with every client. Counselors can gain the information they need by vary, 

ing the tim uestions according to the client’s content. 
Assessment does not necessarily occur in the first session. There need 

not be a press to complete a specified regime within a particular time frame. 

Flexibility on the counselor’s part and following the lead of the client is the 

most appropriate practice. Unless specific information is essential for the 

next steps of counseling, many questions can be included at any time. 

ing Of q 

TO TEST OR NOT TO TEST, THAT IS THE QUESTION 

Criticisms of the test-and-tell style remem cf led some professional 

career counselors to the belief that the use of instrument interferes with 

quality interactions with clients. Figler igler & Bolles, 1999) points out that 

all tests work from a limited pool of occupational titles and therefore could 

curtail client exploration. He also refutes the misperception that interest in- 
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ventories have predictive validity and that higher scores mean greater inter- 

est in a specific occupation. Figler believes that tes 

selors and that they create a dependency on external authority for client 

Instead, he recommends framing different questions that encourage ie Slicat 

to say what careers are of interest to them. 

All the criticisms of using instruments in career counseling stress the 

many negative Renee ein pyar occur when formal assessment dominates 

ence interaction process. Surveys and iny 0 isid , 

hey can b TCA RLNCCRETR SR CLEHE rexplaeaioNLn one 

‘ine skills of career counseling, it may be better for the novice career coun- 

TE ION, to 2, SAE in the process EHC using instruments. The client) 

-ds to be | focus of career counseling, not test results. Skilled coun- 
Priore are Awe to integrate test results into the context of the interaction 

with the client. Also, skilled counselors typically use formal assessments in 

small increments to stimulate or validate the client’s self-examination. 

However, using instruments can be of great assistance in summarizing the 

ION about a client. 

lopmental level of the client is another fa t experienc 

yrs take it iccount when CATES or Seana ing 

SseaSaENFOr most adults with career experience, inventories only record 

what the client can easily report in the interview. However, for clients with 

less maturity and experience, surveys are a means of reality testing and learn- 

ing about the world of work. In any case, when instruments are used, the 

counseling process must relay the message that the client determines what 

occupational choices are relevant, and the client’s internal evaluation of po- 

tential Seals is avuck more SEE than wale ee SUS 

n self-knov t cannot Be ARs Seren that the use 

of instruments is not the Than focus of competent career counseling. 

ts are crutc 

and | 

Qualitative Assessment Methods 

The chapter on-career counseling techniques (Chapter 9) includes a num- 

ber of qualitative activities for gathering client information and for assess- 

ing various aspects of the client’s personality, interests, or values. Such 

“ activities include occupational card sorts and genograms. These techniques 

do provide the means to interact with the client while the counselor forms 

impressions and the client gains insight at the same time. 

The terminology used by the counselor has implications for what is com- 

municated to clients. Use of the word test, for career instruments, brings to 

mind achievement tests, which have right and wrong answers and definitive 
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Tests Are Tools 

results. Interest survey, value checklists, and personality inventories are de- 

scriptive of the client’s current self-portrait in the context of an external 

comparison to other workers. The use of terms such as instruments, sur- 

veys, or inventories indicates the intention of examining self-descriptors for 

career identity exploration and integration. 

When instruments are used appropriately, they serve as a door that leads the 

client to explore personal and career-related domains. Measurement instru- 

ments can provide a common language for the counselor and client to 

proceed through a process in which the client gains insight. This is the magic 

of psychological assessment. It opens a door for dialogue. Specifically, the 

client is able to respond to questions with personal information that is then 

rearranged to fit within the structure of a survey. The client can confirm 

or deny the results, explain it in more detail, compare it with previous infor- 

mation, or even rank order its accuracy. Implicit in such a description of 

instruments is the message that the client is an expert on herself, and the 

survey is only one of many methods of organizing the client’s responses to 

particular stimuli. 

CHOOSING APPROPRIATE INSTRUMENTS 

Validity 

Some counselors use the same instruments for all career clients regardless 

of presenting concerns or needs. This is another example of an approach to 

career services that does not reach the professional standard of examining 

the unique career identity of each client. Assigning a particular survey or 

several instruments must meet the needs of the client and be appropriate to 

the client’s developmental level (Hoffman, 2002). The counselor chooses in- 

struments, which have norming groups)similar to the client with respect 

to age, ethnicity, and race (See the specific technical manual as well as the 

American Counseling Association Code of Ethics in Box 10.1). Instruments 

chosen for the client must have norms representative of the client’s back- 

ground. In this section,.we will demonstrate a method for choosing an in- 

strument that is purposeful and differential for each individual client, but 

first we must discuss validity and reliability. © 

ions” (Elmes, Kantowietz, & 

1to m re, SO Va 

O rs sel =CE 

values, aptitudes) 
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reported in the technical manual that accompanies the instrument, and coun- 

selors are advised to evaluate whether or not the selected instrument is valid, 

that is, measures characteristics relevant to the client’s goals. 

“Reliability refers to the consistency of behavioral measure 
al., 2003, p. 60). When working with eee we ener Deceit in per- 

formance. Therefore, little changes are normal if an instrument is adminis- 

tered twice over two time periods. However, large variations in scores 

suggest that the information provided by the instrument is minimally useful 

at best. Again, the instrument’s reliability will be reported in the technical 

manual; counselors should expect good reliability scores. Do note that 

high reliability does not equal validity. The behavior of a small child who 

calls every animal a doggy is reliable, but not valid. On the other hand, valid- 

ity requires reliability. See Box 10.1 for the ACA ethical code regarding use 

of assessment instruments. 
‘ 

Career Interest Inventories 

The Career Diamond can be used to determine which interest inventory is 

appropriate for clients who are placed at different points in the develop- 

mental process. For clients who are placed at the beginning of the Career 

Diamond, Wniiencakae Cancotee nee ee 

pana eo7om saliempolatabiaintle Self-Directed Se bh ¢s 

table instrument (Holland, 1996). 

The TS Diamond in Figure 10.1 shows a client who is just becoming 

aware of the career choice process. The X on the top line indicates the client 

is just starting to become self-aware, identifying a few personal characteristics 

Self 

eo 

World of Work 

Figure 10.1 The X’s placed near the A on the Career Diamond indicate the client is 
just beginning to explore both the Self and the World of Work. An instrument such as 

the SDS is a good tool to teach such naive clients about the World of Work and about 
broad personal preferences related to occupational characteristics. 
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Section E: Evaluation, Assessment, and 

Interpretation 

E.1. General 

a. Appraisal Techniques. The pri- 

mary purpose of educational and 

psychological assessment is to 

provide measures that are objec- 

tive and interpretable in either 

comparative or absolute terms. 

Counselors recognize the need to 

interpret the statements in this 

section as applying to the whole 

range of appraisal techniques, in- 

cluding test and nontest data. 

b. Client Welfare. Counselors pro- 

mote the welfare and best interests 

of the client in the development, 

publication, and utilization of edu- 

cational and psychological assess- 

ment techniques. They do not 

misuse assessment results and in- 

terpretations and take reasonable 

steps to prevent others from misus- 

ing the information these tech- 

Box 10.1 American Counseling Association ACA Code of Ethics (eff. 1995, n.d.) 

niques provide. They respect the 

. client’s right to know the results, 

the interpretations made, and the 

bases for their conclusions and 

recommendations. 

E.2. Competence to Use and Interpret 
Tests 

a. Limits of Competence. Counselors 

recognize the limits of their com- 

petence and perform only those 

testing and assessment services 

for which they have been trained. 

They are familiar with reliability, 

validity, related standardization, 

error of measurement, and proper 

application of any technique uti- 

lized. Counselors using computer- 

based test interpretations are 

trained in the construct being 

measured and the specific instru- 

ment being used prior to using 

this type of computer application. 

Counselors take reasonable meas- 

ures to ensure the proper use of 

related to a career identity. The X on the bottom line suggests the client is also 

just beginning to identify possibilities in the world of work. 

_ cae point in the proces the lou needs to sot about UR likes 

— — ~ Holland Code ener ane Sas categories in the Occupa- 
tional Finder (Holland, 1996) or the Educational Opportunity Finder (Rosen, 

Holmberg, & Holland, 1997), the client learns about occupations and how jobs 

are distributed among broad categories. The client learns that identifying spe- 

cific self-attributes can lead to a match with occupations that have similar 

characteristics. Such a matching process is the most basic method of self- 

assessment; the trait-factor approach originally proposed by Parsons (1909). 

Although this simple approach is basic, it is appropriate for clients who are 

just beginning the career exploration process and may include young clients 

’ 
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psychological assessment tech- 

niques by people under their 

supervision. 

. Appropriate Use. Counselors are 

responsible for the appropriate 
application, scoring, interpreta- 

tion, and use of assessment in- 

avoid false claims or misconcep- 

tions when making statements 

about assessment instruments or 

techniques. Special efforts are 

made to avoid unwarranted con- 

notations of such terms as IQ and 

grade equivalent scores. (See 

struments, whether they score (C57e>) 

and interpret such tests them- 

selves or use computerized or 

other services. 

E.6. Test Selection 
a. Appropriateness of Instruments. 

Counselors carefully consider the 

validity, reliability, psychometric 

limitations, and appropriateness of 

instruments when selecting tests 

for use in a given situation or with 

Decisions Based on Results. 

Counselors responsible for deci- 

sions involving individuals or poli- 

cies that are based on assessment 

results have a thorough under- 

standing of educational and 

psychological measurement, in- 

cluding validation criteria, test re- 

search, and guidelines for test 

development and use. 

. Accurate Information. Counselors 

provide accurate information and 

a particular client. 

. Culturally Diverse Populations. 

Counselors are cautious when 

selecting tests for culturally di- 

verse populations to avoid in- 

appropriateness of testing that 

may be outside of socialized be- 

havioral or cognitive patterns. 

or older clients who need experiences considering personal attributes and 

occupational characteristics. 

Career materials for secondary students, even in middle school or jun-, 

ior high, often use such a matching method, based on the Holland system or , 

other similar systems. Computer programs, such as Choices or DISCOVER, 

are matching systems, though the categories are somewhat different from 

Holland’s. What is important to emphasize to students is that the matching 

of interests, values, and abilities to occupations are only creating possibili; 

ties. The goal is not to find a specific occupation that will predetermine 

career choice but to-use the matching method to suggest characteristics of 

occupations (Campbell, Hyne, & Nilsen, 1992; Holland, Fritzsche, & Powell, 

1997; Holland, Powell, & Fritzsche, 1997). Future career endeavors may very 

well have such characteristics but may not be the specific job titles found 

through the initial matching. 

%, 
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Self 

World of Work 

Figure 10.2. The X’s are placed in the widest part of the Career Diamond, indicating the 
client has done some exploring of Self and the World of Work. A Vision may be forming, 
and a few Self priorities may have been set. The few personal priorities may have been inte- 

grated into realistic characteristics of an occupation or some aspect of the World of Work. 
An instrument such as the C/SS or the Strong would help the client gain greater clarity for a 
final stage of exploring as the decision-making process begins. 

Clients who are placed further along the bottom of the Career Diamond 

have some sense oh their interests and some eNO lee of occupations. 

given validation that some occupations may have characteristics of interest to 

them and that the people in those occupations have interests in common 

with them. 

94) is suitable. The CISS also compares clients’ interests with 

the interests of workers in different RSE However, Pbarrmonanpc 

By discussing any anit between interests and Ronfidence of abilities, 

clients can come to terms with the impact of their self-estimates as they 

make career choices. 

“CISS” is a registered trademark and “Campbell” is a trademark of David P. Campbell, Ph.D. 
’ 
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Ability Tests: Achievement and Aptitude Assessment 

According to Seligman (1994), ability tests measure both the “degree of mas- 

tery of a body of knowledge” and a means to project “a person’s likelihood 

of succeeding in an academic or occupational endeavor” (p 111). However, 

a ler | hie t (Seligman, 1994). 

Clients could be unaware Of the various abilities they possess and which 

abilities are related to specific occupations, so identifying aptitudes could 

help expand career self-concepts. However, the impact of tests for self-effi- 

cacy could also be limiting when individuals are SCY to others ee 

ELS SES backgrounds. ar 

ding for information: Listening/ wt 

quired for specific jobs related to a job’s analysis. vee 

OE TEER cinces an ability battery, an interest ir 

ventory, and a work values survey, which are all linked to 14 occupational clus- 

ters. For individuals interested in the military, she AB Seeaeas VeCnitonil, 

SR sonities occupational aptitudes as well as inter- 

ests. Clients should be referred to a military recruiter, or recruiters may be will- 

to come toa high school and conduct a group administration. The 

i yt SAT) and the edict 

Nenievement for college academics. The ACT also contains an interest survey 

related to the World-of-Work Map and the DISCOVER career computer pro- 

gram (see Chapter 11). 

Linea eee 

The asse f personality may aid the client in developing a vocabulary 

for PTS Tt it self (Hirsh & Kummerow, 1989). Through formal assess- 

ment, the client may become more aware of personality characteristics that 
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are not in his awareness. The Career Diamond demonstrates the need for a 

personality instrument. If the counselor determines that the client has done 

little self- eee a pices Sh may further the career process. 

ers-I as Type Indicator (MBTI)® instrument can be used 

with most cient Aiced all aE te on of the diamond model. The MBT7IT 

has a major advantage of stressing the positive nature of all the described 

personality types. Weaknesses are seen as the result of overusing strengths 

and using the strengths in situations where they are not applicable. 

Leadership descriptions and the information specific to career give the client 

and the counselor an avenue for exploring personal attributes (Myers, 

Met AN Sys CUCM = anes, EE 

not expect to share ey self. Ricseantiogs Or, a client may not under- 

stand what sort of a self-description is needed. The counselor may try to use 

reflection of feelings to encourage self-exploration but find that the tech- 

nique falls flat, with the client offering only limited responses. Asking clients 

about their work experience, their likes and dislikes, or their values may also 

lead to brief, clipped answers. Using an instrument such as the MBTT tool of- 

fers the client and the counselor a format for examining the client’s self- 

concept. The description of Myers Briggs letters gives the client and 

counselor a common language and a set of concepts for discussing how the 

client sees herself. The personality styles described in the materials related 

to career show how different people perform work-related tasks and how 

they interact with other workers. Such descriptions create a vehicle for imag- 

ining how the client, with her unique style, might behave in a work environ- 

ment. As the counselor and the client project the client’s attributes into a 

pote: role, the GSN can Deri to owna ue of heres asa peleseie 

eC ¢ } nia Ps Og {7} j 

(Gough, 1996). Both tests en Asean desautpaes _— in the most 

recent additions, provide career profiles. Clients who demonstrate some psy- 

chological sophistication may benefit from the /6PF tool, whereas highly so- 

phisticated clients may be better served by the CP/ instrument. 

Assessing Values 

ralues.com/), or ae ae such as a values oheckien 

The purpose of using a values measure is to encourage the client to weigh 

the choices that determine what_is important for a self-defined, meaningful 

life. Values will often be expressed during counseling discussions and can 
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be noted and clarified in the moment. Summaries of a collection of values 

heard over time can validate a client’s sense of meaning and help determine 

the priorities a client has for making choices. 

_ Values card sorts are not difficult to make by taking values mentioned 

before in session along with other values and writing each down on a small 

piece of paper. Either the client or the counselor or both together can gen- 

erate a list of values. The client can then be instructed to put the values in 

priority order and explain why each is important and why one may be more 

important than another. The counselor might even write a summary of the 

explanations to give to the client for future reference. 

Career Diamond and New Assessment Instruments 

If the reader comes across a career, personality, or values instrument that 

has not been mentioned in this book, the Career Diamond can be used to 

rate it. Look at the difficulty of completing the instrument as well as the in- 

formation provided. Place an X on the top or bottom half of the diamond 

that is indicative of the level of development for what the instrument meas- 

ures. When a client is in a similar area of the expanding or deciding phase, 

then that instrument is more likely to be helpful. If the instrument is placed 

behind or too far ahead of the client’s place on the diamond, the infor- 

mation will either be too simple or too advanced. In these situations, 

there is no purpose in using the tool, and other techniques would be 

more appropriate. 

INTERPRETING ASSESSMENT RESULTS 

Personally, I use formally identified assessment with clients only rarely 

and reluctantly, primarily because it so heavily places the therapist in 

the expert role, implying that the therapist diagnoses and fixes peo- 

ple, once he or she has gathered enough information. It often means 

to clients that the therapist has secret methods for getting things out 

of the client and making judgments based on this information. 

Martin, 2000, p. 209 

Clients respond well to career assessment material if they are actively _ 

involved in interpreting the results, are able to have the final word on the 

significance of the results, and can apply the information to the personal and 

professional expansions of the Career Diamond (Brown & Brooks, 1991). 

Therefore, taking several sessions to interpret one survey creates a process 

in which the client’s self-exploration takes precedence over the instrument’s 

results. In the next sections, we will explore methods for interpreting career 

and personality protocols. We will show how instruments can be chosen to 
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Box 10.2 Assessment Companies and Instruments 

The following list contains some of the JIST Works, Inc. http://www. jist.com/ 

well-known assessment companies. Most 1. Career Exploration Inventory (CED: 

websites contain license requirements, tar- Interest Inventory 

get audience, and the type of information 2. Job Search Attitude Inventory (SAD: 

provided by the assessment tool. Browsing Assesses Motivation 

these and other websites allows counselors 34. Leisure/Work Search Inventory (LSD: 

to look for the instruments that will best Connects leisure activities employ- 

serve particular clientele. ment opportunities 

ACT http://www.act.org 4. Barriers to Employment Success 

1. ACT Assessment Inventory (BESD: Assesses challenges 

2. DISCOVER® to obtaining work 

; 5. Occupational Outlook Handbook, 
CPP, Inc. (Formerly Consulting 2004-2005 Edition: Book 

Psychologists Press) 

http://www.cpp.com/ 

1. Strong Interest Inventory® (SSI®): 
Interest Inventory 

2. Myers-Briggs Type Indicator® 

Nelson Assessment 

http://assess.nelson.com/ 

1. General Aptitude Test Battery (GATB): 

Aptitude Test (Originally produced by 

(MBTI®): Personality Assessment United States Employment Service) 

3. The California Psychological _ PAR, Psychological Assessment Resources, 

Inventory™ (CPI™): Personality Inc. http://www. parinc.com/index.cfm 

Assessment 1. Self-Directed Search®: Interest 

4. Career Beliefs Inventory (CBD: Inventory 

Beliefs Inventory 2. O*NET Dictionary of Occupational 

EdITS http://www.edits.net Titles, 3rd Ed.: Printed Version 

1. Career Occupational Preference 3. Career Thoughts Inventory™ (CII™): 
System (COPSystem): Interest Negative Career Thinking 
Inventory (Different versions of the 4. Career Decision Scale (CDS): Decision 

COPS are prepared for different age Making 
groups.) 5. Screening Assessment for Gifted 

2. Career Orientation Placement and Elementary and Middle School 
Evaluation Survey (COPES): Values Students, 2nd Ed. (SAGES-2): 
Inventory Achievement Inventory 

3. Career Ability Placement Survey 6. Wide Range Achievement Test 3 
(CAPS): Aptitude Test (WRAT3): Achievement Inventory 

4. Making a Terrific Career Happen 7. Work Readiness Profile (WRP): For 
(MATCH): Interest, Abilities, and Values Clients with Disabilities 

Exploration Instrument 

“Spanish Instruments Available 

(contintied) 
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Pearson Assessments (Formerly National 

Computer Systems, Inc.) 

http://www.pearsonassessments.com 
1. Career Assessment Inventory™ 

Enhanced Version: Interest 

Inventory 

CISS® (Campbell™ Interest and Skill 
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2. Insights:A Self and Career Awareness 

Program for the Elementary Grades: 

Career Development Activities 

. Preparing Teens for the World of Work: 

A School-to-Career Transition Guide 

for Counselors, Teachers and Career 

Specialists: Activity Book 

Survey): Interest Inventory 

3. IDEAS™ CUDEAS: Interest Determina- 

tion, Exploration and Assessment 

System®): Interest Inventory 
. 16PF® Fifth Edition: Personality 
Assessment 

. BASI™ (Basic Achievement Skills 3 

Inventory): Achievement Inventory 

. WBST™ (Wonderlic® Basic Skills 
Test): Achievement Inventory 

The Psychological Corporation 

http://www.harcourt.com/ 

1. Career Interest Inventory (CID: 

Interest Inventory 

2. Differential Aptitude Tests®, Fifth 

Edition (DAT®): Aptitude Test 
. Stanford Achievement Test Series, 

Tenth Edition - Just the Basics - 

Complete Battery: Achievement Test 

Pro-Ed, Inc. http://www.proedinc.com 

1. OASIS-3 Interest Complete Kit, Third 

Edition: Interest and Aptitude 

Instruments 

meet a need a client’s need, and interpretations can be timed to facilitate 

client growth. The following is the authors’ method of interpreting results 

in a meaningful manner that enhances a counseling relationship. 

Interpreting Instruments 

The following step-by-step plan for interpt an 

veys has been developed over years by monitoring how clients react to the 

information that is provided to them. It enables counselors to modify their 

suggestions to suit individual styles. Adaptations can be made in order to indi- 

vidualize the process to meet the client’s developmental needs. 

‘Step 1: Review the results before the client comes in, 
This may seem like an obvious statement, but it is not. Many counselors find 

themselves very knowledgeable about an instrument they use regularly, and 

the need to prepare an interpretation seems unnecessary. Although the 

knowledge is there, it is best to avoid the cookie cutter style of interpreta- 

tion in which interpretations follow the same format for every client. Instead, 

consider the following areas: 
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A. bap ictt penser { 

Is the client marking only yes to doing, thinking, creating, etc., types 

of occupations? Do most of the professions have high status? Is 
there one area where interests are similar to occupations in other 

areas that are not indicated by the instrument? Is there a general in- 

terest in many areas but no one field of shared interests? Are inter- 

ests shown, but belief in skills low or vise versa? 

Personality Survey 
Is the client indicating either introversion or extroversion? Did the 

client scores show a clear preference « on some factors and a low 

propensity on others? Or are most factors somewhere in the middle 

range? Does the client verbally report characteristics to be one way, 

but the survey indicates something different? 

B. Note anything that matches previous discussions. 

Being able to personalize the assessment results increases the inter- 

pretation’s validity. It also highlights the ways in which the informa- 

tion can be put to use. For example, if a person tends to be 

introverted, it may make sense that the client dislikes a job requiring 

intensive contact with the public. It may be that contact with people 

is difficult, but other aspects of the job could be more appealing. 

Thus, a transfer within the company may be the best choice whereas 

the client had originally considered trying an entirely different field. 

Many clients are not temperamentally inclined to make such connec- 

tions. Counseling can provide a new perspective and create new op- 

portunities for consideration. 

Step 2: Ask the client what it was like to take the test., 

Responding to items provided by an instrument can start a thinking process. 

Did the client think of anything new after taking the inventory? Was there any 

part of the survey that was particularly interesting or boring? Clients may have 

also spent time talking with friends or family about the testing experience. 

This may generate new information that was not collected during earlier 

counseling sessions. Counselors may even want to plant these questions in 

the client’s mind before taking and assessing protocols. 

: Choose whether or not you will use the instrument, 
DDT S with the cleat. a : 

Crites (1981) recommends interpreting assessment results without bringing 
the protocol into the session with the client. The presence of the impres- 
sive looking charts can get in the way of the counseling dialogue. If the coun- 

« 
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selor and client find themselves focused on the printed page, there is a 

risk that both parties will direct their attention to the results item by item 

in a sequential order. Although counselors-in-training may use such a focus 

to learn the structure of a test, this approach is not useful for clients’ self- 

interpretation. Instead of keeping their eyes on the survey, bereits toy 

ect © meaning of the ‘report and apply the results to what they know 

. Ra ther than using the printed results counselors could: 

A. Write an outline of discussion points. 

Prepare a brief report that highlights the general themes 

identified in step 1. If more than one instrument was eel integrate 

all the material. Such a report would use language the client can un- 

derstand. The counselor may let the client keep the report. 

B. Use only one or two sections of the instrument per session. 

Do not go through all of the instrument’s results in sequential order. 

Appropriate planning would determine the order for examining the 

results according to the client’s style and according to what has been 

previously discussed. Copies of a part of the results could be made to 

share with the client for each session. Remember, the client will be re- 

sponding to the results at hand and expand the personal meaning of 

the information. Focusing on only some of the results in a single ses- 

sion will encourage self-exploration. 

C. Share the results over multiple sessions. 

The best situation for interpreting instruments is over time. The client 

needs to have time to digest the material and apply it to the situation 

at hand. Therefore, it can take two to five sessions to review one in- 

strument. Extending the time for sharing results prevents the instru- 

ment from dominating the interaction and keeps the client coming 

back to the next session to receive more results. The message sent to 

the client is,“This piece of paper is not the primary focus, you are.” By 

sending this message, counseling avoids the assumption the results 

will give “the answer” and implies that career decision making is a 

process that develops over time. 

‘Step 4: Interpret the instrument from the general to the specific. 

Begin with general categories, and see how the client responds to each. Many 

clients would prefer starting with specific occupations to find out what 

careers are identified as the best. Once these clients see that such and 

such occupations are the ones the instrument tells them to pursue, they 

no longer listen or respond to any generalizing of themes characteristic of 

many occupations. Hence, most manuals recommend starting with general 
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AS ane Bient opens up and starts to apple the heoeinntion to a situations, 

Such as eau co SUELOLD move to pacpenia tes of the cous classifi- 

amu mesic thes movement is trond a pie of Bee pos- 

sibilities to a place of specific options. Such movement usually requires con- 

sidering results over several sessions, 

Although most manuals recommend progressing from the general to the 

specific, there are some clients who prefer the opposite procedure of consid- 

ering the specific occupations first and then moving to the general categories. 

Clients who are categorized as sensing on the Myers Briggs Type Inventory, 

as well as those with Holland Codes including R, C, or many I’s, tend to think 

in concrete terms before they are ready to expand their considerations to gen- 

eralizing themes. Some people trained in the scientific method think in 

specifics first. Also, a client who is seeking validation for an already thoroughly 

considered career path might prefer to gain the specific information first. For 

such clients, the counselor must weigh all the factors and determine if revers- 

ing the EONS SY movement ou work ele 

the cinical judement “Will ane client benefit fon using a specific to gen- 

eral approach or vice versa? Is the client able to take specifics first and 

still complete the thematic process? If the client’s style prefers specifics first, 

will he maintain an open mind long enough to realize how occupational 

characteristics can be transferred to other occupations not included in the 

inventory?” 

For mature career cle) Vv | d ADI ropriat te to ; wha approac 

would work best for the solipuliianaiineeiimage maaan 
vides the greatest benefit. Asking clients their preferred approach and ex- 

plaining what would follow is called “bringing the process into the open.” 

The client is made aware of the path taken in the counseling interaction and 

of the choices being made for a new direction. It is a very respectful tech- 

nique for counselors who make use of it. 

Once the overall approach is determined, the counselor can facilitate a 

learning experience in which the client discovers how to apply assess- 

ment results for self-exploration and for integrating external information with 

career self-concept. Following are techniques to promote the process: 



CASE ST 

A high school junior came to the coun- 

selor’s office as per her father’s request. Her 

father was a medical doctor but hated his 

job. He had recently taken a personality test 

and found himself to be an introvert. He 

told his daughter that if he had only known 

this at her age, he would have chosen a 

much different career. The father wanted 

her to take a personality test so they could 

decide what she was going to do after she 

graduated from college. The client had no 

idea what a personality test was and wasn’t 

even sure if she wanted to go to college. 

Other information that was important: Her 

mother had a Ph.D. and her older brother 

was a first-year law student. There were two 

physicians in the grandparent generation. 

How Would You Conceptualize This Case? 

1. Would you have administered a test(s) 

to this client? Why or why not? If yes, 

which ones? 
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'm Only a Kid 

2. Would this case have been different 

if none of her family had gone to 

college? 

3. The father wanted the counselor to 

give his daughter the test results so he 

could look at them. What would you 

have done? 

What Actually Happened? 

The client did not take a personality or an 

interest test, and the client was coached to 

explain to her father that career counsel- 

ing does not always entail formal testing. 

The client was supported in not needing 

to know, “What I will do after college.” In 

addition, information-gathering and deci- 

sion-making strategies were taught. Client 

reported relief in gaining permission to 

focus on exploring versus choosing a 

career. 

be examples of life events from school, pees wee and the like. 

extroversion score on two independent tests. fe reported that he 

would need a position that supported socializing on the job and a team 

approach. He said he would rather work 50 hours a week and able to 

talk with others than to work 40 hours a week but be stuck at his desk. 

This is an excellent example of how a client can predict the environ- 

ment that will bring the most satisfaction. 

the ateae s gradual process. Finally, it allows the counselor to modify 
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the test interpretation if new information provided by the client indi- 

cates such a change would be helpful. Consider an example in which 

part of the test interpretation plan was to look at the disparity be- 

tween high interests (e.g., lawyer) and low self-reported abilities (e.g., 

academic skills). The client identifies a new area where she is very 

confident of skills (e.g., investigator). The counselor may choose to 

shift gears and look at opportunities within that area, spending less 

time determining if the client’s self-report was accurate or not or if 

new skill ort iol en be needed. 

raeevenee wanting to serve the community, not ane enough 

money for school/training, and having to support a family impact 

career decisions? Clients need help in prioritizing those factors that 

require attention first, yet should not ignore an area that is less impor- 

tant but may still impact job satisfaction. 

ASSESSMENT EXAMPLE: INTERPRETING RESULTS 

OF INTEREST INVENTORIES 

Components of Interest Inventories 

» go through al 

section rere heavily fon the eclinicate manele for each instrument. Please 

refer to aes et al. hse Harmon, Hansen, be Bee & Hammer, 1994; 

Occ Acorns Scales are listings of specific occupations and are 

usually presented last. 

For the broader categories (see Table 10.1), the respondent is compared 

to the general population of all people who have ever taken the test. Highe er 

scores show more interest than the statistical average for all people taking 
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Table 10.1 Campbell™ Interest and Skill Survey Individual Profile Report 

00026476 Date Scored: 06/09/2005 

Orientations and Basic Scales 
Interest/ 

Orientations — ee Very Low Low Mid-Range High Very High Skil 

eek @ © 30 35 40 45 50 55 60 65 70; ee 
Influencing 

Leadership 

Law/Politics 

Public Speaking 

Sales 

Advertising/Marketing 

Organizing Explore 

Supervision | 5 Explore 

Financial Services 

Office Practices Pursue 

Pursue 

Adult Development Explore 

Counseling |58 Pursue 

Child Development | 2 Explore 

Religious Activities 

: err 
Medical Practice Pursue 

Creating Pursue 

Art/Design Pursue 

Performing Arts 

Writing 2 6 Avoid 

International Activities : Develop 

Fashion Pursue 

Culinary Arts Pursue 

aNalyzing g & Avoid 

Mathematics | 34 | - Avoid 

Science | 3 8 Avoid 

Producing Pursue 

Mechanical Crafts 

Woodworking | 63 | § ‘ Pursue 

Farming/Forestry Explore 

Plants/Gardens Pursue 

Animal Care Pursue 

Adventuring ‘ Explore 

Athletics/Physical Fitness | 56 | $ Pirene 

Military/Law Enforcement 

Risks/Adventure Pursue 

Copyright © 1989, 1992 David P. Campbell, Ph.D. Published and distributed exclusively by NCS Pearson, Inc., 
P.O. Box 1416, Minneapolis, MN 55440. Reproduced with permission of NCS Pearson, Inc. 
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the instrument in the norming group. So, for the broader categories, an in- 

terpretation that the client has higher than average interest is accurate. 

However, using the words more interest or higher interest for interpret- 

ing the specific occupational scores is not accurate. In the occupational cat- 

egory, the respondent’s likes and dislikes are compared to people who have 

been in a specific occupation for at least three years and who say they like 

their work. Accurate interpretation for specific occupational comparisons 

is that the scores represent the degree to which the test-taker shares similar 

likes and dislikes with people in the field. It is important that counselors use 

appropriate interpretations so clients do not develop misconceptions. 

Gender Differences 

Different instruments deal with gender differences in different ways. The SII « 

tool and CA/J instrument keep men and women in separate norming groups 

and give scores comparing women to womenjand men to men\(Harmon et 

al., 1985; Johansson, 1986). The dark dot or star used to indicate where the 

respondent’s score falls on the distribution of scores is given for the com- 

parison with appropriate sex (see Table 10.2). However, the distribution of 

scores for the opposite sex is also given by the S// tool, and a range of scores 

for the opposite sex is given by the CA/J instrument. The dot or star placed 

on the bar for the respondent’s sex is above a similar bar indicating the 

distribution of scores for the opposite sex. A line for the respondent’s dot 

or star could be drawn up or down to the distribution for the opposite sex 

to make a comparison with the opposite sex. 

Likewise, considering where the respondent’s score would be within 

the range of scores for the opposite sex on the CA/J instrument gives an in- 

dication of how the client’s interests would compare with the opposite 

sex group. Sometimes, shared interest to workers in an occupation is shown 

when the comparison is made with the opposite sex but not when the com- 

parison is made with the same sex. It may be relevant to discuss such in- 

terests. Note that Holland Code classifications may differ for men and women 

for the same occupation. When Holland letters are different by gender, the 

score’s dot or star will be shown in the category of classification for the 

respondent’s sex. 

Procedural Checks 

Interest inventories give information about the respondent’s answers to the 

items. This information tells if the test-taker answered all the questions orf 

the answers were consistent for similar items: Failing to respond to a con- 

siderable number of items or inconsistent answers would render the results 

’ 



Table 10.2 Strong Interest Inventory® 

STRONG INTEREST INVENTORY Profile report for: JANE SAMPLE Page 2 of 6 
ID: BUS5680527 

GENERAL OCCUPATIONAL THEMES povele 
Male 

BASIC INTEREST SCALES 

REALISTIC (building, repairing, working outdoors SOCIAL (helping, instructing, caregiving) 

GENERAL OCCUPATIONAL THEME LESS INTEREST- MORE INTEREST GENERAL OCCUPATIONAL THEME LESS INTEREST- MORE INTEREST 
25 30 40 50 60 70 75 25 30 40 50 60 70 75 

REALISTIC (R) e : SOCIAL (S) \ ee. | 

AVERAGE INTEREST , 40 AVERAGE INTEREST - 47 

BASIC INTEREST SCALES BASIC INTEREST SCALES 

Agriculture Teaching 

AVERAGE INTEREST 40 AVERAGE INTEREST 56 

Nature Social Service 

VERY HIGH INTEREST 64 LITTLE INTEREST 44 

Military Activities Medical Service 

LITTLE INTEREST 42 AVERAGE INTEREST 48 

Athletics e Religious Activities 

VERY LITTLE INTEREST 31 HIGH INTEREST 58 

Mechanical Activities 

AVERAGE INTEREST 42 

ENTERPRISING (selling, managing, persuading) 

7 F , shy GENERAL OCCUPATIONAL THEME LESS INTEREST- MORE INTEREST 
INVESTIGATIVE (researching, analyzing, inquiring) 25 30 40 50 60 70 75 

ENTERPRISING (E) e.! , | 

GENERAL OCCUPATIONAL THEME LESS INTEREST- MORE INTEREST VERY LITTLE INTEREST — pees 35 
25 30 40 50 60 70 75 

INVESTIGATIVE (I) ! : Lon @ BASIC INTEREST SCALES 

VERY HIGH INTEREST ” a 64 Public Speaking e 

BASIC INTEREST SCALES VERY LITTLE INTEREST 32 
Science e Law/Politics p 

VERY HIGH INTEREST 65 VERY LITTLE INTEREST penne 31 

Mathematics e Merchandising e 

VERY HIGH INTEREST 64 VERY LITTLE INTEREST 35 

Medical Science e Sales e 

AVERAGE INTEREST 48 VERY LITTLE INTEREST 38 

Organizational Mgmt. e 

VERY LITTLE INTEREST 32 

ARTISTIC (creating or enjoying art, drama, music, writing) 

GENERAL OCCUPATIONAL THEME LESS INTEREST- MORE INTEREST 

25 30 40 50 60 70 75 
ARTISTIC (A) { ee 

AVERAGE INTEREST sore 56 

BASIC INTEREST SCALES 

Music/Dramatics 

HIGH INTEREST 61 

Art 

AVERAGE INTEREST 53 

Applied Arts e 

AVERAGE INTEREST sig AKe 56 

Writing e 

AVERAGE INTEREST — = 55 

Culinary Arts e 

LITTLE INTEREST | 42 

C ON VENTI ONA iL (accounting, organizing, processing data) 

GENERAL OCCUPATIONAL THEME 

CONVENTIONAL (C) 

AVERAGE INTEREST 

LESS INTEREST- MORE INTEREST 
25 30 se 50 60 70 75 

i 

48 

BASIC INTEREST SCALES 

Data Management 

AVERAGE INTEREST 49 

Computer Activities 

AVERAGE INTEREST 49 

Office Services 

AVERAGE INTEREST 44 

Modified and reproduced by special permission of the Publisher, CPP, Inc., Mountain View, CA 94043 from the 

Strong Interest Inventory® Instrument. © 1933, 1938, 1945, 1946, 1966, 1968, 1974, 1981, 1985, 1994, by CPP, Inc. 
Further reproduction is prohibited without the Publisher's written consent. Strong Interest Inventory is a regis- 

tered trademark of CPP, Inc. 
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Special Scales 

SUMMARY 

invalid. Usually, there is a chart indicating the percentage of answers in the 

various sections of the test. These percentages could indicate a negative or 

positive mindset, or if the respondent marked similar items in an inconsis- 

tent matter. If the percentages are weighted in the extreme, a pattern of in- 

terests may not be shown, and the profile would be interpreted as flat. 

Another possibility could be that a particular section shows a pattern of 

all likes or dislikes, such as the section for school subjects. If the counselor 

noted that the client disliked all or most school subjects, discussing the 

client’s experience with formal education might be in order. 

Special scales often offer general interpretations for the respondent's pat- 

tern of interests. Topics include occupational introversion/extroversion in- 

digeting if the client may pales an Seeupsugn with high or low contact 

ition, suggesting 

whether the client appreciates schooling for its own sake or if training is 

seen as a means to an end. Still another may be an indication of the dé- 

gree of occupational | vior that may be of interest to a client. 

These scales are very broad and need to be suggested tentatively to clients, 

watching for their reactions and ultimately trusting the clients’ self- 

opinions. See Box 10.3 for an outline summarizing the sections of interest 

inventories. 

BY C A 9ach client | ised, The client 

is active in the PRET DTeRLUOD of the ate arly is almost always considered 

correct if his view differs from the assessment results. By taking several ses- 

sions per instrument, our experience has been that clients look forward 

to coming back, learn more from the interpretations, and are able to apply 

this information to choosing and pursuing a career. By comparison, clients 

who experience test-and-tell may seem satisfied immediately following 

interpretations of results but are often not able to integrate tis OD 

Finally, please note that there a sup: , yr every Cc 

It is important to choose rine instrument that suits “— — s de- 

velopmental level and accounts for the client’s self-knowledge and careet 

awareness. © 
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Box 10.3 Components of Interest Inventories 

I. Broadest Occupational Categories such 1. Various instruments deal with 

as gender in different ways. 

A. General themes for SI & CAI 2. Sl and CAI keep men and 

B. Orientations Scales for CISS women in separate norming 

C. For the broader career categories, groups and the dark dot is 

the respondent is compared with given for the gender of the re- 

all people taking the test. Higher spondent. However, the bell 

scores in the broad categories curve distribution for the oppo- 

mean the respondent shows more site gender is also given and 

interest in the career area than the can be interpreted if the differ- 

general population. ence of a score for the appro- 

II. Subscales of Broader Categories such priate gender is more than one 

as than the score for the opposite 

A. Basic interest for CAJ; Basic interest gender. 

& skill scales for CISS 3. CISS uses a coed norm group, 

B. Basic interest scales for SI which has both men and 

G. See, C above. women in the pool. 

Il. Occupational Scales IV. Procedural Checks, Summary of Item 

A. Comparisons of test respondents Responses 

who have worked in specific occu- A. Interest inventories give informa- 

pations and who state they like tion about the respondent’s an- 

their jobs. swers to the instrument questions. 

B. For the occupational categories, the This information indicates: 

more the respondent agrees with 1. If the respondent completed all 

the people in the occupation, the the questions and if the results 

higher the score. Therefore, a high are valid 

score for counselor would mean 2. If the answers are or are not 

the respondent shares similar inter- consistent 

ests to counselors (not more inter- 3. The percentage of answers in 

est, similar interests). different categories 

C. Stars and the bell curve of most in- B. Interpretations of the patterns of 

terest inventories have a depiction 

of the distribution of scores for all 

people taking the instrument. 

Usually, there is a dark dot, star, or 

diamond to indicate where the re- 

spondent’s score falls within the 

distribution of scores. 

D. Gender Issues 

answers can include: 

1. A positive or negative mindset 

if answers are mostly positive 

or mostly negative. 

2. All likes or dislikes results in a 

flat profile where it is difficult 

to determine a pattern of 

priorities. Interpretation of pro- 

(continued) 
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(Box 10.3 continued) 

file should focus on this issue data. Topics include: 

alone. 1. Introversion/extroversion 

V. Special Scales 2. Approach to education 

A. Special scales are general interpre- 34. Risk-taking 

tations of the respondent’s ap- : 4. Others 
proach to occupations. These B. These scales are very broad and 

interpretations are based on psy- need to be suggested tentatively to 

chological studies of the inventory the client for reaction, trusting the 

data of a respondent’s demographic client’s self-opinions. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Client Information 

A. Find out “why” the client has come in 

B. Assess: 

1. How the client presents one’s self and interacts with you 

2. Client motivation, self-esteem, self-efficacy, awareness of the 

world of work, and past work experiences 

3. Other important life roles. Career may not be a primary role, 

just a means to an end. 

4. Family and peer support 

5. How the client has made tough decisions in the past 

6. Physical functioning: sleep, diet, exercise, alcohol/drug use, 

hobbies, etc. 

C. Be able to shift to noncareer issues 

II. To Test or Not to Test 

A. Assessment is useful because it 

1. provides a common language for the client and counselor. 

2. can be used to validate a client’s self-evaluation. 

3. can expand career or personal information for a young or in- 

experienced client. 

B. Counselors could allow an instrument’s interpretation to domi- 

nate counseling interaction or use instruments to help clients 

explore. 

C. Qualitatively structured assessments can be useful: card sort, ca- 

reer genogram 

D. Use terms such as instrument, survey, or inventory to better 

communicate what the assessment is. 

1. Avoid the word test. 
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E. Information must be client interpreted and processed. 

1. The client has the final say on what information is useful 

and/or correct 

Ill. Choosing Appropriate Instruments 

A. Norm: A standard, model, or pattern for a group’s scores as meas- 

ured by an assessment tool. Norms may reflect a local, regional, or 

national group’s scores. Interpretations of test results are based on 

the performafice of, or normed to, a particular group. In other 

words, the testing participant’s scores are compared to the norms, 

or average scores, of a defined group. Norm-referenced assessment 

compares clients, or groups, to others who have taken the test 

previously. 

B. Norming group: The manual of assessment instruments de- 

scribes the composition of the group used to establish norming 

scores. Attempts are made to test a broad segment of the appro- 

priate population so scores can be compared to similar testing 

participants. When a test is given to an individual whose age, na- 

tional origin, etc. differs dramatically from the characteristics of 

the norming group described, interpretations of scores must be 

cautious. 

C. Validity: The degree to which an instrument tests what it says it 

measures. Validity can be determined by comparing a test to other 

tests that are known to measure a similar characteristic. Or, the 

construction of the instrument can be designed to apply to de- 

fined criterion. 

D. Reliability: The degree of consistency an instrument yields, show- 

ing consistent scores over time and when the test is administered 

multiple times. 

E. An instrument(s) should only be chosen if it meets a client’s 

need. 

1. Do not give the same battery of tests to every client. 

a. SDS: Client has not explored career information or ex- 

panded knowledge of self. 

b. SI or CISS: Client is in the middle of the diamond 

model. 

c. CAI: Client is pursuing a 2-year or technical degree, not a 

4-year degree. 

d. MBTT: Useful with clients at varying places in the 

diamond. 

e. 16PF: Client would be more open to a more sophisticated 

instrument and a career profile. 
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f. CPI: Client has a high psychological sophistication. Use 

with individuals pursuing upper management or similar 

types of work 

g. Values card sort: Use to present different values that can 

impact career. | 

IV. Interpreting Assessment Results 

A. Review results before the client comes in. 

1. Note general themes. _ 

2. Note inconsistencies between client reports and assessment 

results. 

B. Get client’s response to having taken the test. 

1. May want to ask client to think about these questions while 

taking the instrument. 

C. Choose whether you will use the actual results or a counselor-gen- 

erated summary. 

1. If using actual results, what part of it will you present in ses- 

sion 1, session 2, session 3, and so on? 

2. Counselor-generated summary may be best if integrating re- 

sults from multiple instruments. 

D. Typically present results from general to specific 

1. Reverse may better match a client’s cognitive style 

E. Have clients provide examples to confirm or deny results. 

F. Have client imagine how a trait (e.g., extroversion) would look in 

a job. 

G. Is a client discussing this process with family and friends? 

1. If yes, what is being said? 

2. If no, why? 

H. Integrate client’s values and interests with assessment results. 

EXERCISES 

1. Students bring in one of the career instruments they have taken dur- 

ing the course. They hand the instrument to their partner, and the 

partner practices interacting with the client to interpret the test. 

Partners can use 5-10 minutes to notice themes, determine surprises, 

and choose which part of the instrument to present. It is important 

that students practice saying phrases that accurately reflect what the 

instruments’ results truly mean. For example, “This dark dot indicates 

you share similar interests with people in this occupation.” Students 

switch roles so each student gains practice interpreting results. * 
. 
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CRAPTER 11 

Managing Career Information 
and Technology 

Tell me, and I'll forget. Show me, and I'll remember. Involve me, 

and I'll learn. 

Marla Jones 

ver time, descriptions of career information in counseling texts and 

journals have listed many materials produced by the government and 

by publishing companies. Technological advances have expanded re- 

sources still further. Some career clients themselves have greater access to 

multiple sources of information and have gained more motivation for be- 

coming informed. Thus, career counselors are now challenged more than 

ever to become knowledgeable in a wide variety of resources: printed, 

computer-based career programs, and Internet sites. — 

EVALUATING INFORMATION 

The needs of the client determine the information required and the type of | 

material used. This chapter’s review of the standard options points to some 

of the considerations that need to be taken into account, but professionals 

must also carefully weigh what is most effective for their particular clientele. 

Evaluating resources and managing limited budgets to obtain the best mate- 

rial for client purposes can be a time-consuming and daunting task. 

Career counselors often wear the hat of a specialized librarian responsi- 

ble for providing information and organizing a resource center. Clients may 

call upon the career counselor to explain where to find material and how to 

deal with computer glitches. Others constituents (i.e., teachers, parents, and 

other professionals) may ask questions, sometimes assuming the counselor 

has read and remembers all the information in the library or can find informa- 

tion embedded in thick books or on the computer quickly. It is important to 

remember that patrons of career resources can learn by finding information 

themselves. The maintenance of material and overseeing computer systems 
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Box 11.1 National Career Development Association (NCDA) Guidelines: 
Evaluating Career Information 

NCDA provides guidelines for evaluating 

career and occupational information using 

the following criteria 

(http://www.ncda.org). 

Ly Information is accurate and free of 

bias and stereotyping on the bases of 

gender, socioeconomic status (SES), 

ethnicity, race, age, religion, or disabil- 

ity. 

. Information is clear, concise, readable, 

and interesting without grammatical 

errors. 

. Information uses language that is non- 

sexist and free of jargon, and a 

vocabulary appropriate for library 

. Graphics, pictures, and statistics are ac- 

curate, displaying an inclusive repre- 

sentation of demographic groups in 

regards to gender, race, ethnicity, SES, 

age, religion, or disability. 

. Descriptions of occupations include: 

duties, nature of the work, work set- 

tings and conditions, training required 

for entry, special requirements, meth- 

ods of entry, earnings, benefits, typical 

advancement paths, employment out- 

look, related occupations, and sources 

for additional information. 

. It is also recommended that informa- 

tion entail suggestions for exploring 

the field and gaining experience. 

patrons. 

is an organizational task; however, becoming a walking encyclopedia is not a 

requirement or even desirable. 

Written materials and Internet sources require counselor evaluation of 

reading level, how material is organized, and ease of access. The Career 

Development Quarterly has a section recommending titles of books for 

career information and book reviews. Publishers will send catalogs with de- 

scriptions of books, books series, and computer programs. Free and inexpen- 

sive materials are described by subscription services online and off. 

Counselors are responsible for updating material regularly and dis- 

playing the date of publication clearly; and it is recommended that material 

be no more than five years old. Lee (1996) notes that young people today 

have grown up with computers and their approach to searching for infor- 

mation is different than the traditional ways of organizing libraries and re- 

source centers. Stimulating material with a technological flavor is 

appreciated, concrete information is preferred, and personal contact with 

service providers is demanded. Though most young people are striving 

for traditional goals of family and career, they want to keep their options 

open, are looking for the good-looking jobs, and fear boring, routine, McJobs. 

Career counselors might sense the press young people feel to find the lat- 

est information and to always be ahead of competition by learning on the 

leading edge (Lee, 1996). : 
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ORGANIZING OCCUPATIONAL INFORMATION 

Berman (1997) describes the career library organization for the ere 

of Illinois, Chicago Circle. He says that using indexes such as the Di '« 

Occupational Titles (DOT) (U.S. Department of Labor, 1991) or Sain 

Decimal Classification are unnecessarily complex for use by students. Instead, 

Berman created a classification system of 101 categories, mostly occupational 

titles, and several classifications for directories, special populations, and ca- 

reer issues. 

Other career services use several common organizational systems. 

_Holland’s (1997) work environments—Realistic, Investigative, Artistic, Social, 

Enterprising, and Conventional—provide categories to classify occupations. 

The RIASEC eee also allow clients to use the same categories found 

Directed Search or the Strong Interest Inventory. The 
CICNPURORSTRMGMG otticedson & Holland, 1996) lists the Holland Codes 

for thousands of occupations, standardizing the classification of information 

titles. The World-of-Work Map (ACT, 2000), used for the DISCOVER computer 

system, provides another set of 26 categories for occupations that have 

Holland Code equivalents. Prediger (1981) also adds the DOT categories of 

Data, People, and Things to the World-of-Work Map. 

The Guide to Occupational Exploration (GOE), published by the U.S. 

Employment Service (USES), uses 12 clusters of occupational groupings. The 

eee. interest ate measures likes and dislikes related to the GOE oc- 

o d acteristics, macladine mace skills iti are it in 

a variety of jobs. Thee aim is for workers to be able to determine skills and 

to relate them to occupations in the database and for employers to list 

job openings using the same system. To serve adult career clients seeking 

employment, crossreferencing library materials with the O*NET system is 

useful. 

“The Pholce of an Ofpanizational system for categorizing occupational 

material is dependent on what would be useful for the clients seeking infor- 

mation. Other aspects of the career service might also be considered, such 

as systems that correlate to the interest inventories typically used. 
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PROCESSING INFORMATION 

clients in processing information, to make the material relevant according 

to the clients’ individual purposes and priorities. Broad-based information 

can be used to explore possibilities, whereas more specific facts are needed 

to narrow options according to the Career Pipes s ene eens of- 

ms clients. fered in Chapter 3 can assist practitioners in eval 

1 to individual clients. Connselie must also know resources 5 well 

enough to orient students as to how materials are organized and to recom- 

mend specific sources for particular information. Counselors assess clients’ 

abilities to deal with information and their readiness to make choices. Library 

research tasks related to clients’ individual purposes help clients apply in- 

formation according to each individual’s criteria. 

In counseling sessions or informally in the library, counselors help clients 

to process information so they can make sense of the descriptions and de- 

termine how the data relates to their exploration and/or decision making. 

Clients need to gain an understanding that guides their selection of alter- 

native choices by setting priorities that place some alternatives as most ap- 

pealing and discarding others as not relevant to their interests. 

be indicative of career maturity. Most often clients need counseling sessions 

to process information and to determine the application of the external fac- 

tors to personal characteristics. Coming to terms with the realities of occu- 

pational requirements and determining if the client has the requisite abilities 

and temperament is an impo i 

ClIE€ 

Information is valued not mits for its oe content but nee its motiva- 

tional impact. Here the counselor serves an educational function, teaching 

patrons to conduct information searches and to apply information to indi- 

vidual concerns. Simply providing reams of facts and occupational descrip- 

4 

ent nN ay Db whe y may not value > content 7 
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tions does not serve patrons well. In the library, career clients may need to 

discuss what the information they are finding means to them. User-friendly 

material is, of course, better integrated by clients. Facilitating the use of in- 

formation can be done in individual counseling, workshops, or on the spot 

in brief encounters in the resource center. For maximum service to clients, 

career libraries often employ paraprofessionals, including students, who are 

trained and supervised by the career professional in charge. 
# 

CAREER RESOURCE CENTER: A MODEL 

The following is a description of the ceptendesiened by the first author. 
eek at | “ 

Career Resource Room 

midwestern university can serve as an empl of organizing resources and 

accessible services. Allocating considerable resources visibly demonstrates 

the department’s high regard for careers as an important area of service 

for students. For example, the Career Exploration Center at SCS includes a 

large room containing two walls of bookshelves filled with small books de- 

scribing occupations, pamphlets and articles, thick directories, and even a 

small TV/VCR unit with videos. Another wall is lined with several comput- 

ers containing DISCOVER, the center’s webpage, Internet links, and practice 

tests for graduate school admissions. A printer is accessed by all the com- 

puters. In the center of the room are a couple of comfortable chairs and a 

table with chairs for quiet reading and perusing. 

The shelves for written materials are organized and labeled by Holland 

Code letters. Each letter R,I, A,S,E,C is color coded for easy return of the 

books to the appropriate shelf and of articles to color-coded containers. A 

MESS on the wall shows Ne colors and ee octet letters cel SSeS 

gories i is to encourage c c ients’ ra TO If students are looking for a par- 

ticular occupation within the category, with no order provided, they are 

forced to come across similar occupational titles and may choose to exam- 

ine other options. There is a numbering system for inventory purposes, and 

a computer program that lists books and other material by major and by oc- 

cupation. But the overall plan is to encourage the student to stumble across 
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information they may not have considered before. The majority of the library 

patrons are freshman and sophomores who have not yet chosen a major 

or who are changing majors, so career exploration is considered their pri- 

mary need. Hence the library organizational system supports the patron’s 

needs as defined. 
. 

Career Assistants 

To maintain the library and provide assistance to students, un \duate | 

work-study ee are trained as netararanasnce career assistants (CAS). 

reading o or pnline activities to ask how the information is meeting the stu- 

dent’s career vision. They know at what point in the DISCOVER program it 

is useful to rap with the student, asking about the job families associated 

with the student’s interests, abilities, or values. They can discuss what it 

means if interests and values indicate different occupations, and they show 

students what to print to bring to a career counselor. Resource center pa- 

trons gave high satisfaction ratings to the CAs who were seen as helpful 

and knowledgeable. CAs also host an open house each semester timed to 

coincide with course registration. They create advertising for the career 

library and specific programs, and design passive programming with dis- 

plays and bulletin boards describing occupations associated with a rotating 

list of majors. 

Training for the CAs is ongoing and designed to gradually increase skills 

in assisting patrons and to build camaraderie for the team of paraprofession- 

als. Experience as a CA is seen as a resume builder and as the opportunity 

to help peers. An important goal of the career center is to hire students ma- 

joring in different fields. CAs can refer students to other campus services 

and can help students find course information in the local college catalog 

as well as assist in the use of directories to find other colleges with differ- 

ent majors. The first author created a similar peer program using high school 

juniors and seniors to assist students in guidance offices in a high school 

and a middle school. 

Supervision of young people serving as paraprofessionals is time con- 

suming. Regardless of how well trained young people are, they seek regu- 

lar input, need positive reinforcement, and their judgment is inconsistent. A 

graduate assistant or the career coordinator needs to be readily available 

to CAs. Although much service benefit is obtained through their efforts at 

relatively low cost, it is important to note that considerable professional time 

is needed for supervision. 
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Educational Information 

The career center resource room also displays information in the form of 

to evaluate cabanas suteneation and 

scriptions of maj ue = eeREREMEE informational interviews. A section 

of pele is Aerated to graduate school directories and handouts describ- 

ing how to apply to graduate programs and write application essays. CAs 

offer handouts to students and can explain the contents. Materials are also 

used for outreach programs given to classes and student groups throughout 

campus. 

Walk-In Career Counseling 

Across the hall from the career resource room is an office housing graduate 

students from two university counseling programs for the master’s and doc- 

toral degrees. Walk-in career counselors are trained to see students for brief _ 

contacts on a first-come, first-served basis. The goal is to assess the —— 

needs, to describe the career development process, and to determine the next 

appropriate step for the student’s career movement. Students will often seek 

information and then discuss their reactions to the descriptions of occupa- 

tional activities with the walk-in counselors (e.g., discuss the results of the 

: DISCOVER program). Another service on campus schedules informational in- 

terviews for students with alumni contacts. If there is a need and students are 

motivated for regular ongoing career counseling, walk-in counselors complete 

an intake form and make appointments with the senior staff. In essence, walk- 

in counselors provide career education to enhance the students’ developmen- 

tal process. When students would benefit from an introspective identity 

exploration through career counseling sessions or when other psychological 

issues are readily apparent, the students are referred for ongoing appoint- 

ments. The walk-in service captures students’ interest for a teachable moment 

on the spot, when students come to the library. Students respond well to the 

attention given to their immediate needs, and many return for second and 

ass) prick contacts. 

ida State University combines the roles of library paraprofessionals 
and walk-in career counselors using graduate students majoring in career 

counseling and higher education (Lenz, 2000). The training for these career 

advisors is extensive, including a series of paper “scavenger hunts” in which 

trainees, either individually or in teams, search difference computer-assisted 

career guidance systems and websites. Performance appraisals for CAs 

and training modules are based on the recommended competencies of 

the NCDA. 
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Special Populations 

Some career information centers make an effort to Huet: * ABSA, 

to appeal to specific groups. There are some materials desc 

lated to the career experiences of racial and aH Ss, ge 

ual orientation, clients with disabilities, and information for those eon 

unemployed. The model career-resource center provides videos of minori- 

ties, women, and people with disabilities in various professional fields pro- 

viding visual role models as encouragement for students. 

Computer-Assisted Career Guidance Systems 

Computer-assisted career guidance systems (CACGS) are a quick and efficient 

service TEs, and students OSS i: the modern Pee Deeg 

ries. | he computes programs match the self-chosen attrib- 

utes with factors characteristic for a number occupations. Occupational 

information is presented, decision-making steps are described, and sometimes 

coping strategies for transitional changes are given. CHOICES also includes 

ae for letters requesting college applications and financial aid. 

S are chosen for client developmental needs as are any structured 

priate for ages 18 to ntemecienisaclagin eda freshman, aa Pe ce 
though different versions of the program are designed for high school and 

more experienced adults. DISCOVER is designed to produce a list of any oc 3 

cupation related to personal characteristics. A summary grid shows which 

characteristics (interests, values, or abilities) are related to each occupational 

title. The effect is to produce a long list of possible occupations for consid- 

eration without any attempt to narrow the options. Thus, DISCOVER pro- 

motes exploration as in the first half of the Career Diamond. Research 

offering a comprehensive review of findings demonstrating the effectiveness 

of DISCOVER in promoting career development is published by American 

College Testing (Taber & LEE, NEED 

- SIGI+, however, is values drive vides an 

demonstrating how SeteaaE RITES aN or ee the list of — 

occupations that meet the users’ criteria. For example, if the user demands 

both high income and short working hours, the program prompt might 

say, there are only two occupations meeting these specifications. The pro- 

gram then prompts the user to answer,“Do you want to adjust your crite- 

ria?” Removing short hours may then increase the number of occupations. 

The users can visibly see the effect of demanding too stringent or tog few 

« 
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criteria veined the Poering Oss them of the sg of Bee aS goes 

CACGS praise inaealare feedback to students, teach sequential steps 

to determining career choices, and offer suggestions for the next action to 

take. However, counselors need to be careful in assuming that all clients have 

the skills and cognitive functioning to use the systems well or that the pro- 

grams are adaptable t0 individual needs. Computer systems are easily mind- 

numbing. Clients who are not alert to recording their true reactions and 

simply click in answers can create inaccurate feedback. This is why CAs in- 

teract with students while the students are working on DISCOVER, to en- 

courage thoughtful reactions. 
Listings of the sections for the programs discussed are in Table 11.1. 

Iaccarino (2000) performed a literature review and an online survey of 

career services professionals: ther C/ systems used for secondary st 

Table 11.1 CACGS Program Sections 

CON DW Rw 

. Introduction 1. Relate interests to 

occupations 

Beginning the career 

journey . Self-assessment 

2. College letter writer to ask 

for information from 

selected colleges 

Learning about the world 

of work 

1 

2 

3. Search 

4. Information 

era hag Pamseills 34. Financial aid letter writer 

6. Preparing asking for information 
5 

8 

2 

Coping 

Finding occupations 

Learning about occupations 

Making educational choices Deciding 

j steps Planning next step Next steps 

Planning your career 

Making transitions 
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Each system has its own strengths. Some have videos showing people 

on the job; some specialize in careers in business; some are tied to the 

Occupational Outlook Handbook (OOH); some allow students to develop 

portfolios; some identify transferable skills; some measure interests, abilities, 

and values; and some include educational information as well as occupational 

information. Only counseling professionals familiar with the needs of their 

particular clientele and aware of budget constraints and community support 

can choose the system most effective for their services. The NCDA provides 

guidelines for selection and evaluation (http://ncda.org/acsi_pubs1.html). 

The website for Florida State University Center for the Study of Technology 

in Counseling and Career Development (http://www.career.fsu.edu/ 

techcenter) supplies research studies for many programs and bibliographic 

information. - 

The respondents to Iaccarino’s survey (2000) listed cost as the primary 

factor in choosing CACGS. Sampson et al. (1994) provide a cost analysis of 

a number of CACGS that also evaluates systems according to long list of 

complex issues: career assessment; matching capabilities for skills, ability, 

and education/training; number of searches accommodated; the quality and 

arrangement of occupational information; provision of educational informa- 

tion including financial aid information; sections for adult transitions; de- 

scriptions of career decision making and feedback to users regarding 

their choices; job search information or lists of resources; ability of the 

system to save information for multiple uses; user-friendly features; data col- 

lection for compiling reports regarding the system’s use; support materials; 

training manuals; availability of demonstration copies; and explanation of 

all costs. 

1.(1998) to be from $25¢ 

own as state = information! systems rodiecd more sinespencne systems 

(CIDS, described in next section) and as commercial providers developed 

online EMSS Scat in online pection) 

ct enhances the rt conta 

ns. Career arorkshOpe can provide an introduc- 

tory session to prepare efenidenre then students individually can use the pro- 

gram; then follow-up sessions (ees what Sous learned. Richard Pyle 

Cu, Geseties a e-SESSI 

reer Contcrcnees can wes be held with students or with students and 

their parents. Promoting exploration through the efficiency of a com- 

puter matching system that also provides occupational informatiog can 

« 
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facilitate career development or movement along the Career Diamond 

process. However, discussions with a counselor are needed to clarify career 

information and to facilitate psychological development. At the 2000 NCDA 

convention, Dr. JoAnn Harris-Bowlsbey, winner of the 1999 Eminent Career 

Research Award, said,“Though use of computer-delivered material without 

human support is better than no assistance at all, the most effective way to 

help people with career planning is through a planned combination of tech- 

nology and human support” (Harris-Bowlsbey, 2000). Indeed, researchers 

Garis and Niles (1990) note that CACG systems may not be used appro- 

priately as stand-alone interventions. 

Gati (1996) recommends that counselors help clients utilize computer- 

assisted career programs. The author notes that if the student elicits a 

very long list of occupational possibilities, the amount of information could 

be overwhelming and discourage students in further exploration. On the 

other hand, if a student uses the computer sorting occupational search and 

determines only a few possibilities, career exploration is too limited. In dis- 

cussing computer-generated lists, the counselor can determine how the 

client is increasing or decreasing the number of alternatives considered. 

The counselor can also determine if the values the client lists are compat- 

ible with interests and abilities. Discussing these issues with clients can 

facilitate understanding that the client’s choices determine the possible 

alternatives. 

Ballantine and Sampson (1995) describe the use of CACGS within organ- 

izations by human resource departments to assist individual employees in 

clarifying their career goals. Companies use aggregate reports to understand 

employees’ values and interests and then tie the employee information to 

company goals in team building and job designs. As companies attempt to 

maintain the motivation and commitment of employees in fluid job place- 

ments, considering both the individual and organizational perspectives 

through computer-generated data might serve both the company and the 

employee. 

Some websites are interactive in that users can take assessment surveys and — 

match personal characteristics online as with CACGS and CIDS. As was men- 

tioned previously, the model resource center has both the CD-ROM ver- 

sion of DISCOVER, in which students use the program on site, and the 

DISCOVER-e capability, in which students are given a user’s code to access 

the program at home. The advantage of students using the program on site 

is the availability of CAs and walk-in career counselors who can further fa- 

cilitate the patron’s exploration. Also, the CD-ROM version has more sophis- 
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ticated graphics that students find appealing and motivating. Using a com- 

puter system online adds convenience for users who can complete a pro- 

gram on home computers at any time. A disadvantage of handing out user 

numbers is that professional input could be lost if students do not return to 

the center. Still, the walk-in counselor can go online and find a summary of 

the sections the client used, and how much time was spent per section. 

Follow-up e-mails to clients can encourage continued contact between 

clients and counselors. 

Career Information Delivery shes ie 

fred career programs eimile to CACGS. State Occupational Information 

Coordinating Committees (SOICCS) offered schools and community agencies 

free SON EE: that permitted the users to go ee ae use the sytem 

coaupatignalISenrets and educatior onal information. } 
The self-assessment —— Saar a wAlHESS — an interest inventory,a 

skill identifying instrument, and a test that summarizes work experiences. 

Users establish criteria for the occupational search that can be changed if the 

matching occupations are not to the users liking, similar to SIGI+. 

Although NOICC was disbanded in 1991, SOICCS are still operating. 

Inexpensive state computer programs have extended user sites to those who 

could not afford the systems developed in the private sector. Not only were 

leasing fees prohibitive for some career centers, but there was also the prob- 

lem that maintaining and replacing the hardware or the computers them- 

selves was an unaffordable budget item. Administrators sometimes question 

the cost effectiveness of designating computers for the single use of CACGS. 

Once CIDS programs increased the competition, the impact was to reduce 

costs for CACGS and to encourage development of online systems. For the 

model career center, DISCOVER costs were reduced in 2001 to such a de- 

gree that the original CD-ROM versions have been maintained and DIS- 

COVER-e was added as a service. 

GOVERNMENT AGENCIES’ INFORMATION 

Dictionary of Occupational Titles and Guide for Occupational Exploration 

Traditionally, career libraries have housed a number of directories that in- 

cluded occupational information published by governmental agencies. These 

dense and thorough guides are filled with labor market data, but are difficult 
2 
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for students and laypeople to use. However, career counselors included 

the volumes in order to have a full listing of occupational descriptions that 

could be translated for library patrons. In the 1970s, when the first author 

was in training, much of the time in a career counseling course was spent 

learning how to use the classification system for The Dictionary of 

Occupational Titles (DOT, 1991). Thankfully, current students are spared 

such training because the laborious system is not readily usable for clients. 

In 1979, the government streamlined the DOT (1991) layered categoriz- 

ing system and classified occupations by interest areas in the Guide of 
Occupational Exploration (GOE, Farr, 2001). Though the GOE simplified the 
procedures for finding occupational descriptions, the occupational descrip- 

tions are still dense, and young people often need translations to understand 

the material. The value of such volumes is the extensiveness of the listings, 

2,500 for the GOE and many more for the DOT (1991). Job descriptions in- 

clude work activities, skills and abilities required, related interests, training re- 

quirements, and other additional information. If the late 1980s during the 

beginning waves of downsizing and layoffs, the DOT (U.S. Dept. of Labor, 

1991) was found inadequate for helping workers find jobs using their trans- 

ferable skills. The GOE is still published, but some descriptions have not kept 

up with changes in occupations occurring over the last decade. By 1994, the 

Department of Labor modernized and began a new effort to classify occupa: 

tions, titled the Occupational Information Network or O*NET. , 

ee et Snes the DEEN a ' GENES SCT ECS onetcenter. = 

upational factors. The worker eT are in four boxes starting at 

the — going on the left side of the O*NET circle and coming around 

> 

4 

to the bottom square. The occupational factors are in two boxes on the right. , 

Eee database for oe oan 1 ote Cecupaons and ee infor- 

tn ET TT — ina rlascay 

ing system. Interested peopie can also find an interest profiler measuring 

Holland personality types and a values inventory entitled the Work, 

portance Locator. Like CACGS;the O*NET system will match interests 

and ince with related occupational titles. 

In 2004, the O*NET database was updated using alternate occupational 

he to Ha SHON keyword search perocnaee The data collection program 

Al Ability Profiler (2003) matches work skills to 

occupations. A ean version of the O*Net database translates occupational 
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Experience Requirements 
e Training 
e Experience 
¢ Licensing 

Worker Requirements 
e Basic Skills 
¢ Cross-Functional Skills 
¢ General Knowledge 
e Education 

Occupation Requirements 
¢ Generalized Work Activities 
¢ Organizational Context 
¢ Work Conditions 

Occupation Specific 
* Occupational Knowledges 
© Occupational Skills 
¢ Tasks 
e Machines, Tools, and Equipment 

Worker Characteristics 
e Abilities 

e Interests and Work Values 

¢ Work Styles 

Occupation Characteristics 
¢ Labor Market Information 
¢ Occupational Outlook 
e Wages 

Figure 11.1 Domains (Source: From Prototype Development of the O*Net: The Occupational 
Information Network, by J. Nottingham and J. Gulec, updated, Raleigh: North Carolina 

Occupational Analysis Field Center.) 

information using the same format. Another feature allows for a “crosswalk” 

(Crosswalk Service Center, NCSC) from one job classification to another. 

Educational and experience requirements are listed as well as apprentice- 

ship information. 

O*NET is linked to Career One Stop (http://www.careeronestofr 
which contains a job bank (America’s Job Bank [AJB], http://www.ajb.org 
a section describing job trends for states and cities Hmncenoul ike nation, 

a listing of courses and training providers, and a list of public service offices 

assisting the unemployed. Employers can list occupations, and job seekers 

can list their skills, both according to the same system. AJB reported that 

313,994 registered employers used the service in 2003, with 1,081,776 jobs, 

and 5,151,736 job seekers registered. Career counselors can network with 

other professionals through associations, find resources for education and 

certification training, and keep up with trends in the job market and Labor 

Department initiatives. Counselors can also use printable materials to orient 

clients to the Career One Stop services. Although AJB and O*NET are 4n ex- 
« 
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cellent source of career information, the classification system is difficult 

for many young people who often find the simpler Occupational Outlook” 

‘Handbook (OOH) more useful for exploration purposes. — 

Occupational Outlook Handbook 

The Department of Labor provides another standard publication for career in- 

formation centers, titled the Occupational Outlook Handbook (OOH DI is 

available in print form, CD-ROM, and online (http://www.bls.gov/oco/). The 

information of interest is the government’s projection of the outlook for indi- 

vidual occupations. Printed in book form, a subscription for quarterly updates 

is also available. The online and CD-ROM versions also contain short interest 

and values surveys. Recently, the first author mentioned the importance of val- 

ues to a client at the end of a counseling session. The client left and went on- 

line to the OOH. Later in the day, an e-mail from the client indicated 

excitement about the combination of reputable government information and 

his personal priorities. Most clients are not as enthusiastic about information 

published by the government, but many find the resource reputable and the 

OOH system comparatively easy to use. 

Department of Defense, Service Branches 

The publication America’s Top Military Careers: The Official Guide to 

Occupations in the Armed Forces (U.S. Department of Defense, 2000) de- 

scribes positions and training available in the military. Young people consid- 

ering military service would do well to research information to inform their 

conversations with recruiters. Gaining a job assignment and/or the train- 

ing related to personal interests is enhanced if the potential recruit is in- 

formed. Each branch of the armed forces also has a specific website: ? 

U.S. Army: http://www.armedforcescareers.com 

U.S. Navy: http://www.navyjobs.com 

U.S. Air Force: http://www.af.mil 

U.S. Marine Corps: http://www.usmc.mil 

U.S. Coast Guard: http://www.uscg.mil/jobs 

OTHER INFORMATION SOURCES 

Other Directories 

Reference books for career libraries also typically include directories that 

list academic institutions, such as postsecondary technical schools, junior 

colleges, and four-year colleges and universities. The career resource centers 

in colleges include directories for graduate schools and sometimes volumes 
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Websites 

Job Search Sites 

providing practice tests for admissions. Similar to the DOT, GOE, and OOH, 

the Dictionary of Holland Occupational Codes (Gottfredson & Holland, 

1996) is a nongovernmental publication that is useful for finding occupa- 

tions organized using RIASEC. 

. 

Many young people with access to pees ey AU pert gain 

many clients is tae to sift through te junk and find what is useful. Clients 

can learn how to use search engines efficiently by using key words that 

lower the number of hits and also increase the quality and relevance of 

the sites found. Hambley and Magnusson (2001) say that career counselors 

may need training in Internet usage in order to know how to retrieve high- 

quality career information. Baldwin (1998) suggests clients are more likely 

to use the Internet if they have a career counselor who is using it on a reg- 

ular basis and is enthusiastic about OTE found. 

Many aaiversite ae ores ALTE afonmarlons id neerich 

career services have websites, often embedded within larger sites for the 

placement services or counseling centers. The model career service website 

(iastate.edu; students; student counseling; services; counseling; career/ or 

ksu.edu/acic/career/option.html#career) contains many of the handouts 

available in the resource center and is pl Se) to other university sites. 

and 1eSs al V c ag OC i 

Career coe ARROCIACIGT site (http: Teas "SER ids sinies Jabeled the 

career development process, self-assessment, employment trends, educa- 

tional information, apprenticeships, job search, and online counseling in ad- 

dition to others. Other good sites are http://www. collegeboard.org/ and 

http://www.collegenet.com/. , 

It is helpful to create handouts describing career web surfing and a loose- 

leaf binder directory naming sites that patrons have found useful. Such a list- 

ing of sites must be updated regularly because sites come and go and the 

information varies in quality over time. Student paraprofessionals with a knack 

for web surfing enjoy the assignment of reviewing sites. 

comp 

A large portion of career information on the Web consists of jobs open- 

ings (cyberuiting; e-recruiting) and available candidates (Kirk & Murrin, 

1999). Students not yet participating in job search activities can get lost 

\ 
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among the numerous listings from companies recruiting entry-level employ- 

ees. Outplacement firms such as those who are members of the Association 

of Outplacement Consulting Firms International (AOCFD, include job search 

trends and a message board. The online career center (http//www. online- 

sports.com pages. careercenter.html) lists positions available and job seek- 

ers (Kirk & Murrin, 1999). Newsgroups offer career information and a vehicle 

for interacting with careerists who can offer advice, contacts, and a network 

resource. Online contacts can help job seekers prepare for interviews and 

some actual interviewing. Companies like Nike or Macy’s ask multiple choice 

questions and eliminate half of the respondents because they do not fit in 

the organization’s culture. Some job placement Internet sites such as 

Net.CareerWeb (http://www.cweb.com) offer job hunting advice, articles, 

and career changing techniques. The National School Network Exchange 

(http/nsn.bbn.com/) offers telementoring in which students and profession- 

als can develop mentoring contacts. Bientoss can be found through profes- 

sional associations as well. Cybercoaching is also available for fees. If students 

who are exploring possibilities rather than job hunting are taught to circum- 

vent the job listings, much up-to-date career information is available. Tables 

11.2 and 11.3 show active job search sites and advice-giving cyberspace 

columns available as of June 2004. 

Miller and McDaniels (2001) describe online job fairs where job openings 

and resumes are exchanged for a specified time through the auspices of uni- 

versity career centers. Students and employers utilize e-mail services, chat 

rooms, and online job applications. In the future, even virtual interviews 

could be arranged with the combined use of computers and video equip- 

ment. Employers could offer tours of their companies and present public re- 

lations messages advertising the organizations’ mission. 

Table 11.2 Job Search/Career Planning Websites 

Website Address 

Career Development Manual http://www.cdm.uwaterloo.ca 

Career Planning Process http://www.bgsu.edu 

Creative Job Search http://mapping-your-future.org 

Professionals Job Search Guide http://www.mnwfc.org/cjs 

Planning Manual http://www.works.state.mo.us/tips/index.htm 

The Riley Guide http://www.rileyguide.com 

Jobs listings/advice http://www.monster.com 
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Table 11.3 Career Advice/Information Sites 

Site Address 

The Wall Street Journal http://career.wsj.com 

San Francisco Examiner http://.examiner.com/careersearch 

Ask An Expert « www.askanexpert.com 

The Dixon Report http://www.pamdixon.com 

Jobs Online http://jobweb.org 

Job Hunter’s Bible http://www.jobhuntersbible.com/index.html 

Joyce Lain Kennedy http://www.sunfeatures.com/ 

National Business Empl. http://www.usjobnet.com 

Career Information for International Opportunities 

In the era of globalization, career information may need to take on an in- 

ternational flavor. Columbia and Rice universities offer model programs that 

supply information regarding study abroad prospects, occupational descrip- 

tions, and outreach presentations designed to broaden students’ crosscul- 

tural understanding. Citing studies documenting American international 

illiteracy (National Governor’s Association, 1989; Vobeja, 1986), Sanborn 

(1992) suggests future careerists may need to expect to travel globally and 

to interact with crosscultural customers regularly. Career counselors may be 

pressed to provide information that allows careerists to play international 

work roles. 

CAREER COUNSELING ONLINE 

Career counseling online is a practice that is coming of age. Although many 

career-related websites are currently limited to information, the next step 

of providing counseling online is becoming a reality. Many career coaching” 

sites are available, Professional associations express concerns about the 

counselor-client relationship in online counseling as well as ethical issues, 

such as maintaining confidentiality. 

Cohen and Kerr (1998) found that computer-mediated counseling was 

effective in reducing client anxiety, and client attitudes toward online coun- 

seling were positive. Comparing ratings of counselors’ expertness, attractive- 

ness, and trustworthiness were no different than ratings for face-to-face 

counseling. Matheson and Zanna (1998) note that eliminating in person in- 

teraction allowed clients to focus on their internal process rather than the 

presentation of their public image. The anonymous quality of online inter- 

“ 
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actions also encourages clients to share personal feelings more quickly, as 

when clients call hotlines for crisis intervention (Rutter, 1987; Wark, 1982). 

Wellman (1996) and Sander (1996) comment that cyberspace exchanges in- 

crease the client’s feelings of safety and ability to share embarrassing infor- 

mation. Cohen and Kerr (1998) suggest that computer counseling could 

avoid stereotyped reactions to clients’ appearances and could decrease coun- 

selor assumptions. Also, the convenience of sending messages at anytime al- 

lows both the counselor and the client time to consider what their messages 

may mean. = 

However advantageous, confidentiality on the Internet is sometimes less 

than secure, though expensive Web-based message security systems are 
available ( Manhal-Baugus, 2001). Clients may not know the competency of 

the counselor as easily unless there is a system for verifying credentials. 

Metanoia (http://www.metanoia.com) provides a list of professional web- 

sites along with a consumer guide about the counselors’ credentials, though 

none of the counseling specialties listed include career. The counselor does 

not necessarily know from session to session if messages are from the same 

client or from someone else using the client’s e-mail account. Misunder- 

standings over the Net may not be acknowledged and clarified. Licensing 

and certification requirements monitored by states are ineffective when 

counseling occurs across state lines. And, most important, there is little 

research to determine if online counseling is effective and what competen- 

cies are required. 

The American Counseling Association and the National Board for 

Certified Counselors have both issued ethical guidelines for Web counselors 

that are applicable for personal and career counseling..Both suggest informed 

consent pages to describe the risks to confidentiality and the limits of the 

online counseling relationship. Verifying the identity of clients, including the 

identity of parent/guardians providing consent for minors, is ethically re- 

quired. Counselors are ethically bound to provide links to websites for cer- 

tification agencies and licensing boards and to determine crisis intervention 

resources for the client’s geographical locality. Ethical codes are included in 

the Appendix B. 

Arizona State University has several Internet career education programs. 

The online exchanges are intended to change irrational career beliefs and 

occupational stereotyping in order to encourage client Cognitive restructur- 

ing. One program educates parents on how to help children enhance their 

career development. Another is designed to alter self-defeating attributions 

that block the motivation of at-risk youth (Clark, Horan, Tompkins-Bjorkman, 

Kovalski, & Hackett [2000]). 

Boer (2001) distinguishes between placement job search websites and 

career coaching and career counseling websites. Placement and coaching 
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services respond to clients’ questions with expert information whereas 

online counselors create a private relationship with individual clients via. 

e-mail. Online career counselors pay attention to the tone of the written mes- 

sages, the client’s use of language, and the implied affect. Coaches may re- 

spond in public forums or chat room settings. Boer also notes that counselors 

can apply counseling skills such as responding to affect online only if the 

written message is valued and treated as though the client were sitting in 

the counseling room face to face. 

Sussman (1998) makes a case for counseling online by describing the 

accessibility of the service for underserved populations, those living in iso- 

lated geographical areas, those with transportation difficulties, and those 

who are reluctant to seek services and feel safer talking to someone from 

their homes. Lee (1998) portrays the current generation as fully comfortable 

with online communication, and Watts (1998) suggests that Internet serv- 

ices may be a part of the change occurring in the world of work, requiring 

career counselors to fully implement lifelong career counseling. The press 

to provide services through the increasingly used medium has resulted in 

NCDA creating Web counseling guidelines. NBCC (http://www.nbcc. 

org/ethics/webethics.htm) and NCDA (http://www.ncda.org/) also have 

their own websites offering a public display of professional guidelines and 

lists of certified counselors by geographical location. 

Online counseling requires knowledge of resources available on the 

Internet to cite for client use}Just as counselors refer clients to library re- 

sources, online counselors are familiar with Internet resources and de- 

velop the skill to determine which sites are the most appropriate for each 

client. Helping clients work though the myriad information available is a 

must. When counseling via e-mail messages, the counselor must be able to 

pick up clients’ cues in the tone of their writing and to respond concisely. 

Online career counseling also requires keeping up with the latest technol- 

ogy in both hardware and software. Boer’s (2001) research and experience 

leads her to recommend that Internet counselors have experience with face- 

to-face career counseling and that a new credential for certifying online 

counselors be developed. 

Boer (2001) distinguishes between online counseling and other career 

services offered on the Internet. Public usenet or online groups, Web forums, 

listservs, message boards, and chat rooms are exchanges between Internet 

users, not professional exchanges. Monster.com has developed toolkits on 

specific topics of interest to special populations such as older workers, those 

in military transition, career changers, and those interested in nonprofit or- 

ganizations. Toolkits offer specialized information and links to message 

boards. Emis and Dillingham (2002) also report the effectiveness of an on- 

line record-keeping system for Texas high school students developinga ca- 

« 
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reer portfolio through supervised agricultural experience programs. 

Although these sites are useful to users, and career counselors may recom- 

mend them, they offer information, not counseling. 

The use of assessment instruments with online clients follows a pattern 

similar to using instruments in face-to-face contact.First, counselors spend 

time listening to clients describe their situations, their goals, and their ex- 

pectations for test results. Specific instruments are chosen for particular 

clients, and only assessments that have been tested as reliable via com- 

puter delivery are us€d. Clients are provided an access code for a secured 

site for test administration and scoring, protecting the confidentiality of the 

user’s results. Clients and counselors discuss the results in follow-up sessions, 

assuring that interpretations are understood by the client and integrated with 

the client’s overall purposes. Online counseling could promote a test-and- 

tell interchange rather than a fully professional integration of assessment re- 

sults. Skilled counselors would need to develop Internet methods to 

encourage processing so clients don’t leave their computers saying, “The test 

told me to bea A 

Clearly, the Internet offers both promising opportunities and some risks 

for career counselors. As this field develops, it will become clearer what com- 

petencies and methods counselors need to provide competent and conven- 

ient service for clients. 

Implementing services to provide information to clients as per the bottom 

half of the Career Diamond is a daunting professional task. The practi- 

tioner must develop the skills of a specialized librarian organizing informa- 

tion, computer delivery systems, videos, and so on. The career practitioner 

also considers the educational needs of center users. Technology has added 

the need for additional competencies given the popularity of CD-ROM sys- 

tems and online websites that provide information and interactive activities. 

In our changing world, new developments are rapidly adding technologi- 

cal interventions for career counseling, including counseling on the Internet. 

Career practitioners certainly must be lifelong learners if they are to keep 

up with exciting changes. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Managing Career Information and Technology 

A. Evaluating occupational information 

1. NOICC guidelines 
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B. Organizing information 

I, Materials chosen according to the needs of population served 

a. Usefulness and motivating appeal to users 

b. Systems: Holland; DOT; GOE; O* NET 

C. Processing information 

L. 

Ps 

All materials are subjectively influenced. 

Integrating client priorities with occupational characteristics 

D. Librarian and educator role 

1 

Pe 

3: 

Clients need to use slow pace in reviewing information. 

Too much information can be overwhelming. 

Career educator assists in application of information to client’s 

career identity. 

E. Model career resource center 

Li Materials 

a. Materials organized by Holland Code 

b. Within RIASEC category, materials randomly placed to en- 

courage exploration 

c. Educational handouts of interest to center patrons 

E Career assistants 

SO 

G. 

Neg 

Provide for maintenance of resources 

Serve as receptionists 

Initiate dialogues with clients regarding career information 

Create publicity materials 

Host open houses 

Gain ongoing training and camaraderie with CA group 

Good experience for resume 

alk-in career counselors 

Brief contacts—first-come, first-served 

Determine student needs, assign next career activity, explain 

information, review DISCOVER results, refer to ongoing career 

counseling 

II. Computer-Assisted Career Guidance Systems (CACGS) 

A. DISCOVER, SIGI+, CHOICES 

1. 

Zz: 

>: 

B. Computer Information Delivery Service (CIDS) 

Programs designed for different developmental levels 

Include personal assessment: Interests, abilities or skills, 

values 

. Match personal characteristics with related occupational 

factors (trait-factor) 

. Maximum benefit gain by users if they can provide accurate 

input and spend time considering choices 

Follow-up provided by career practitioners 

< 
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Inexpensive CACGS programs online. 

2. Provided by NOICCs and SOICCSs 

C. Government agencies’ information 

it DOT and GOE: Extensive classification systems for worker 

traits and occupational factors 

2. O*NET: Online classification system replacing DOT 

a. Contains self-assessment surveys 

b. Includes sections for job bank, job trends, training informa- 

tion, ahd list of services for unemployed 

D. OOH: Gives brief occupational descriptions with future outlook 

oY 

Available in print, online, and CD-ROM versions containing 

self-assessment surveys. 

Defense Department Occupational material describes posi- 

tions in military. 

Other directories: School indexes; Dictionary of Holland Codes 

Materials dealing with relevant issues for minority groups and 

women 

E. Websites 

ihe Occupational information offered by companies, corporations, 

universities, and professional associations. 

Information varies in quality. 

. Users need to learn how to do effective searches and how to 

judge quality of information. 

DISCOVER-e 

a. Online application of CACGS 

b. Provides convenience for clients who are motivated to fol- 

low up services 

III. Career Counseling Online 

ny Oo ee 

Reduces client anxiety 

Rated highly by users 

May encourage emotional sharing given anonymous interaction 

Allows time between reactions 

Ethical concerns: Confidentiality; counselor-client relationship; re- 

quires informed consent, verifying identities, links to certifying 

bodies.’ 

EXERCISES 

1. Students are to search the Web for three websites. The first should be of 

excellent quality and one that could be greatly beneficial. The second 

website should be of medium quality, and the final site should be just 
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CHAPTER 12 

Career Development 
in Elementary School 

rd 

When we observe the slow development of a child, we may be certain 

no evolution of human life is possible without the presence of a protect- 

ing community. The various obligations of life carry in themselves the 

necessity for a division of labor which not only does not separate human 

beings, but strengthens their bonds. 

Alfred Adler, 1927 

rofessionals working with school-aged children will benefit from an 

understanding of the career literature as well as the general develop- 

mental literature. In this chapter, we focus on important devel- 

opmental concepts that should supplement the theories in Chapters 4 and 

5, add to the career literature, aid in the understanding of children, and 

aid in the preparation of effective school-based career exercises and pro- 

grams. Super (1957) labels all but the oldest elementary school age children 

(ages 4-10) as developmentally in the fantasy stage, and Super (1983) de- 

scribes the goals of early career education as developing children’s basic ‘ 

academic skills and their readiness for functional autonomy, self-esteem, in- 

ternal locus of control, and a future perspective. To that end, this chapter , 

focuses on skill building danguage development, analytical thought, prob- 

lem solving); development of values and morals; learning interpersonal skills 

(listening, communicating, sharing, meeting others’ needs, identifying peo- 
ple who can meet one’s own needs); and learning intrapersonal skills (in- 

trospection, identifying own needs, motivations, goals, desires, passions). 

A second goaliof the early years is exposure to the adult world of work. 

Grutter (2000) describes these years as a time of discovery and aware- 

ness. The young child begins to discover interests and to become aware 

of abilities, which is fostered through varied play, school activities, role- 

playing, and unconditional support. 

Notice there is a lack of a constriction of the Career Diamond for elemen- 

tary school (K-5) children (Figure 12.1). The job of children is to learn basic 

concepts about family, community, and societal values that will benefit them 

74 

op Ni 4% 
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Personal: Develop social skills, self-esteem, 
and self-efficacy. Identify personal strengths. 

persone 
Vision: Mostly about oneself, not about career. 

i 

BSo0o-u--< 

bry tng, 

External: Learn how adults help society. Free of 
status, financial, gender, etc. constraints. Building 

social interest. Line is shorter to indicate less 
importance. 

Figure 12.1 The partial depiction of the Career Diamond shows children need to focus 
on Self development. The external world is less important. A Vision for the future may be 
building, but decision making is not in the picture. 

as they grow up and enter the adult world. Specific to career, children can 

learn to appreciate how different professions benefit the world. Visions of the 
future can be fantastic for children, and even though they are highly unrealis- 

tic, the important themes developed during this phase can be tempered later. 

A fantastic future motivates a child to want t w up a 

hood positively. 

THE NATIONAL CAREER DEVELOPMENT GUIDELINES 

(NOICC, 1992) AND A CAREER DEVELOPMENT 

PROGRAM FOR KINDERGARTEN TO FIFTH GRADE 

The National Career Development Guidelines 

We recognize the important contribution made by career development re- 

searchers, and The National Career Developmental Guidelines (National 

Occupational Information Coordinating Committee [NOICC], 1992) is a sig- 

nificant work. Well-established guidelines are important because they can be 

used to develop and/or evaluate ongoing career development programs. First, 

they offer a common language for researchers, educators, and legislators. 

Second, they offer clearly defined goals for outcomes research, Finally, the 

goals are age specific and based upon the developmental literature. 

NOICC launched its guidelines in 1987 by field testing them in several 

states, making revisions, and providing grants to ad states in im plemc nuns 

them (Lankard, 1991; Miller, 1992). These guidel ines created 

orating with “the professional career counseling community, local program 
7 

administrators, counselor educators and eee were j 
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Coordination with similar efforts by professional organizations, career devel- 

opment researchers, and state departments of education was stressed” (Miller, 

1992, 4 3). Although funding for NOICC ended in 1997\(NOICC Crosswalk 
and Data Center Annual Report, 2000), the guidelines can easily be found 

with an Internet search. One is likely to find the guidelines on State 

Occupational Information Coordinating Committees (SOICC) websites or 

even on the occasional school district website. 

-ach\ age group (elementary, middle school, high school, an 

adulgill psemasaian afeas are to be of focus: (a) self-knowledge, (b) peed f 

tional and occupational exploration, and (c) career planning (NOICC, 1992). 

We are restricting our listings to the major categories; however, each major 

area has multiple goals (e.g., under Self-Knowledge: Knowledge of the 

Importance of Self-Concept, NOICC describes six specific goals). Each sec- 

tion is comprised of age-specific set goals, and readers are encouraged to ob- 

tain a full version (please see the NOICC, 1992, reference at the end of the 

chapter). 

NOICC and Grade School 

The guidelines presented in Table 12.1 are specific to grade-school programs, 

and the guidelines for later age groups will be presented in their correspon- 

ding chapters. The major focus of the grade-school years is to become aware 

of the self (including self-concept), understand changes in male/female ca- 

reer roles, develop helpful attitudes, and begin to understand the broad re- 

quirements of the world of work (Lankard, 1991). Ideally, parental and 

community involvement will be a significant part of the career programs. 

School-based programs are encouraged to prepare students in all three areas, 

and exercises presented throughout this chapter shall refer back to this sec- 

tion. 

Career Development Program 

Gysbers and Henderson (2000) developed a K-12 Life Career Development, 

program, and we have summarized the major points and presented them 

in Box 12.1. The original work does contain tasks that are broken down per 

year in school, We chose to summarize and group the tasks together because 

“the range of topics needs to reflect students’ developmental needs, the com- 

munity’s priorities, and significant state or national initiatives” (VanZandt & 

Buchan, 1997, p. 7). We recognize the need for a sound program that is thor- 

ough in its delivery of Life Career Development, but we also recognize the 

need for school programs to be flexible and creative given the realities of 

the region, city, or a specific school. 
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Table 12.1 NOICC Career Education Guidelines 4 

Self-Knowledge 

Educational and 

Occupational Exploration Career Planning 

Knowledge of the importance of 

self-concept. 

Skills to interact with others. 

Awareness of the importance of 

growth and change. 

Awareness of the benefits of 

educational achievement. 

Awareness of the relationship 

between work and learning. 

Skills to understand and use 

career information. 

Awareness of the importance of 

personal responsibility and good 

Understanding how to make 

decisions. 

Awareness of the interrelation- 

ship of life roles. 

Awareness of different occupa- 

tions and changing male/female 

roles. 

Awareness of the career plan- 

work habits. ning process. (NOICC, 1992) 

Awareness of how work relates 

to the needs and functions of - 

society. 

Please note that actual career planning, is only one-third of the progra 

and that self-knowledge and interpersonal skills and life roles, Ss an 

events ane a une Duce i genius of Gysber 

how simplistic the initial tasks are, pee how they grow in complenite as the 

child ages. Finally, if one looks at their program in the other developmental 

chapters (this section will be repeated in the next two chapters), one will no- 

tice chat = __—_—sisial in a more con 

echool career exercise. 

There are critiques, of using established career programs and failing to 

adapt them to one’s local or regional context. Patton and McMahon (1999) 

state that many career programs are one-size-fits-all. Specifically, career pro- 

grams often identify topics related to the world of work without fully adapt- 

ing for developmental level and individual differences. Presentation of career 

education material is often linear (every child encounters the material at the 

same time and at the same speed) and the children are not able to work at 

their own pace. Patton and McMahon say that many career programs are not 

preparing children for the future, a changing economy in which individual 

development is key to determining career behavior. Thus, career counselors * 

are advised\to be flexible and creative when developing a new program on 

modifying and adapting an existing program. ° 
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Chapter 12 Career Development in Elementary School 

by Domains and Goals 

Self-Knowledge and Interpersonal Skills, 

ifs 

Life Roles, Settings, and Events 

il 

Begin with students becoming aware 

of themselves and others. Move to 

identifying unique attributes of self 

and others (K-3). Later, move to recog- 

nition of different skills and abilitiés 

across individuals, and move to iden- 

tifying skills and abilities one values 

(4-5). 
Age appropriate information and 

strategies for enhancing physical and 

mental health. 

Begin with students identifying how 

one is self-sufficient and has personal 

responsibilities. Next, identify differ- 

ences between home and school 

expectations (K-3). Demonstrate 

knowledge of personal responsibilities. 

Recognize need of increasing self- 

control (4-5). 

Learn about relationships with others. 

Learn how to make and keep friends. 

Begin to understand how one impacts 

others’ feelings (K-3). Assess the effec- 

tiveness of cooperation. Begin to as- 

sess relationships within the family 

(4-5). 

Teach students about listening and 

speaking roles and how to be good in 

both (K-2). Be able to understand how 

one listens and talks with well known 

people and not so well known people. 

Understand how communication im- 

pacts other people’s actions. End with 

a focus on how other people commu- 

nicate thoughts and feelings (3-5). 

6 

Young children will learn how to de- 

scribe what they are learning at 

school. Later, school knowledge will be 

applied to home situations, and spe- 

Life Career Development: Student Competencies 

cific study skills are identified for dif- 

ferent school subjects (K-3). Next, stu- 

dents can describe how they approach 

different subjects (study skills). 

Acquired study skills can be applied to 

work skills (4-5). 

. Begin with an introduction to the eco- 

nomic system, move to the need/use- 

fulness of rules, and end with an 

understanding of consumerism (1-3). 

Introduce the interdependence of 

economies and the reality of paying 

taxes (4-5). 

. Become aware of roles in life and how 

they change over time (K-3). Learn 

about the impact important events can 

have upon people. Shift from specific 

roles to understanding the concept of 

a life-style (4-5). 

. Become aware of stereotypes by pro- 

jecting people into a variety of adult 

roles. Look at differences between 

peers. Become aware of how different 

people do different activities. Learn 

about choosing specific work activities 

and that choices can be changed 

(K-3). Define and describe the con- 

cept of a stereotype and how stereo- 

types can impact a student. Look at the 

stereotypes of various jobs. 

. Be introduced to the concept of “the 

future” and think about the near future 

(up to three years for younger chil- 

dren, but 4th and 5th graders may even 

want to think about 20 years from 

now). 

Life Career Planning 

1. Begin with family work roles and move 

toward adult work roles. Include re- 

wards one earns through work (K-3). 

Look at different roles within a worker, 

(continued) 

279 
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(Box 12.1 continued) 

and understand that workers are inter- 

dependent (4-5). 

2. Become aware of activities that are 

and are not enjoyable. Describe behav- 

iors in others that they do not like. 

Describe valued accomplishments 

(K-3). Learn about attitudes and be- 

liefs and how they effect decisions. 

Be able to define what values are and 

give examples of personal values. 

3. Identify when autonomous decision 

making is acceptable. Learn to accept 

when decisions are made for the stu- 

dent. Think about the thinking 

(metacognition) that occurs prior to 

making a decision (K-3). Think about 

how one changes a decision and when 

that is and is not possible. Be intro- 

duced to formal decision-making 

strategies (4-5). 

4. What to do if there are two good 

choices. Identify personal decisions 

that are difficult. Become aware that 

each student has his own decision- 

making process. Become aware of pos- 

sible rewards or consequences of 

decisions prior to implementation 

(K-3). Learn how to generate alterna- 

tives, and later learn how to compare 

and contrast said alternatives (4-5). 

. Be introduced to the concepts “capa- 

bilities” and “interests.” Recognize that 

the environment can impact the devel- 

opment of both (K-3). Understand that 

there are different ways to evaluate 

progress toward the completion of a 

task. Realize that values impact how 

one approaches goals (4-5). 

Adapted from Gysbers and Henderson, Developing and Managing Your School Guidance 

Program (2000, pp. 327-334). 

LEARNING ABOUT ONE’S SELF: GENDER, MORALS, 

SOCIAL SKILLS, AND SELF-ESTEEM/EFFICACY 

Gender 

A major goal of K-5 career development,is to minimize gender stereotyp- 

ing, which may lead to a career being eliminated because it is considered to 

be men’s work or women’s work (Gottfredson, 1996: Gottfredson & Lapan, 

1997; Gysbers & Henderson, 2000). This is especially important because from 

1981-2000, women went from earning 54.7 percent to 60.1 percent of as- 

sociate degrees. From 1986-2000, women went from earning 50.8 percent 

to 56.3 percent of bachelor’s degrees; and from 1981-2000, women went 

from earning 50.3 percent to 57.8 percent of master’s degrees (National 

Center for Education Statistics, n.d.). As women continue to expand their 

formal education, more and more work environments will open to them, an 

if fewer males are pursuing education, their career options may shrink. Career 

education needs to keep as many jobs opportunities as possible open for 

both boys and girls. 
2 
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Box 12.2 Making Careers Concrete 

Goals: Learn job-related vocabulary. duties and the associated skills em- 

NOICC (1992): Interpersonal skills, ployed in the job observed. These 

awareness of the interrelationship of skills should be directly tied to what 

life roles. Gysbers & Henderson they learned in school and may be 

(2000): Interpersonal skills, becoming stimulated by the previous brainstorm- 

aware of stereotypes, becoming aware ing session. 

of duties that are and are not enjoy- 3. Students form interview teams and 

able, learn about listening and take a tour of the school. They have ac- 

speaking. cess to a variety of people ranging 

from custodial staff to administrators. 

Bachay (1997) created the in-school Bachay had the students take a photo- 
field trip for acclimating recently immi- graph to go along with the reports the 

grated students to the school. The program interview teams were to prepare. 

has excellent potential for all students and 4. The students come together after the 

is developmentally appropriate for Ist reports have been completed. They 
through 3rd grades because it is concrete, share their knowledge with the class. 
experiential, and inexpensive as the field 

trip occurs in the very school the students 

are attending. 

Hints: (1) Each interview team develops a 

set of questions. These questions should 

be different so that each group can share 

1. Meet with the children, and explain to new information. (2) A list of vocabulary 

them that many of the skills they are words for each position is provided for 

learning in school will be later used in — the children to learn. (4) If possible, 

their jobs. This is an interactive discus- school employees (minorities and women) 

sion in which the group brainstorms who work in nonstereotypical positions 

about needed skills (e.g., math, writ- are interviewed. (4) A variation would in- 

ing, listening skills, teamwork skills). clude parents from various careers com- 

2. Identify the adults in the school who ing to school and being available for 

are to be interviewed. The children are interviews. 

given directions to identify three job 

Gottfredson’s theory (1981, 1996, 1997) postulates that between the ages 

of 6 and 8, children become aware of sex roles and sex-appropriate behay- 
iors. If an occupation is identified as belonging to the opposite sex, it is ac- 

tively rejected. In addition, there is an inchoate understanding of social class 

and that certain occupations have more or less prestige. There is further sup- 

port for the idea that young children stereotype occupations. Matlin (2001) 

reports that children become rigid about occupational sex-typing between 

K-4th grades. Research by Hageman and Gladding (1983) suggests that gen- 

der stereotyping of careers solidifies a little later with 6th graders being more 
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Morals 

rigid than 3rd graders. Hageman and Gladding found that 6th grade boys and 

children of low SES were the most rigid. Forty percent of the 6th grade girls 

listed nontraditional jobs as most appealing; however, 26 percent of the girls 

changed to feminine-oriented occupations when asked what job they would 

eventually have. On a positive note, the female students were dreaming about” 

nontraditional occupations; and educators, counselors, and parents do have 

an opportunity to influence the process of eliminating potential occupations 

during the grade school years. | 

One way of impacting gence stereotyping is to a 

ries SOF. women and people of eore in reticent White male roles, as 

well as pictures of men in Monae tel female roles. Another option is to 

ntra val work roles vis e class and talk about their 

careers. Actually providing DOtentiek role models AE identification figures 

for the children to see and question. Organizing a field trip to a place of em- 

ployment in which both men and women are working is another idea. Finally, 

a guided play (see later in the chapter) could deliberately place boys and 

girls in nontraditional roles, expanding perspectives of work options. 

No one has yet fully realized the wealth of sympathy, kindness, and 

generosity hidden in the soul of a child. The effort of every true edu- 

cator should be to unlock that treasure. 

Emma Goldman 

ait e f 5 goals. To that end, ae —— 

— — age ee ‘tid a that children internalize later im- 

pact career decision making. Kohlberg (1976, 1986) offers a theory of moral 

development that includes three levels (preconventional, conventional, 

and postconventional reasoning) with two stages per level (total of six). The 

specifics of each level and stage can be found in almost every child devel- 

opment and human development text on the market, so readers are referred 

to such sources. 

What is important for this text is the conceptualization Kohlberg offered 

for moral development. He viewed moral development beginning with €X- re 

ternal values provided by others, (e. g., Parents and Sac bete. aod a ufeas of 

PUREE SIEEe as ees moral Dbenavior, : ransi 

-e. Adults can help children identify values, ex- 

“ 
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Goal: NOICC (1992): Understand how 

to make decisions, awareness of differ- 

ent occupations, aware of the benefits 

of education. Gysbers & Henderson 

(2000): Introduction to economic situ- 

ation, counteract gender stereotypes of 

various Careers, introduce concept of 

the future. 

Kourilsky and Campbell (1984) cre- 
ated the following intervention for grade- 

school children (3rd-6th). Students 

participated in three 45-minute sessions 
each week for 10 weeks. Both boys and 

girls increased their acceptance of females 

working in entrepreneurial careers. Here’s 

how it works: 

iE Teachers were trained for four weeks 

(total of 24 hours) in the pedagogy 
and economic concepts necessary to 

make the mini-society work. 

. The mini-society starts by the teacher 

presenting a scarcity problem (e.g., not 

enough buses in the city). The children 

are to develop a variety of alternative 

solutions, discussing the pros and cons 

of each. Then, as a group, the children 

make a decision to implement one of 

the strategies. 

. Next, the children are to develop a so- 

ciety that is “better” than the current 

one. The children choose the paid 

jobs. The mini-society has its own cur- 

rency, so they have to develop their 

own exchange system. 

Having currency leads to the need for 

products and services. Now the chil- 

dren begin setting up a system whereby 

products (e.g., pencils) and services 

(e.g., music lessons) can be purchased. 

Teachers can make money by consult- 

ing with the students on different entre- 

Box 12.3. Expanding Gender via the Mini-Society 

preneurial projects. Later, the students 

may become “experts” and can become 

consultants to other students. Finally, 

the teacher may introduce the idea of 

stock. That is, some students will sell 

the stock of their company so that they 

can raise income to expand the busi- 

ness further. 

. As the society develops, the teacher 

and students must make decisions 

based upon the current economic, po- 

litical, or social realities of the class- 

room (e.g., costs for cleaning up 

pollution; creating laws that would 

help or hinder certain business prac- 

tices; dealing with a company’s use of 

a river that would change leisure activ- 

ities of the area). 

There are so many modifications 

one can make based upon the region or 

student population. For example, if a 

person wants to be a doctor, she may 

have to pay back a student loan. By 

week 2-3, the child may be frustrated 

with the small amount of her paycheck 

she gets to keep. By week 10, the stu- 

dent loan would be paid off, and the 

doctor would be very well off. Com- 

panies may make donations to politi- 

cians to get a law passed or blocked. A 

natural disaster may require clean-up 

and repair costs. A strike could shut 

down production. The options are end- 

less and can be both fun and educa- 

tional. Finally, niche markets may be 

identified. The point to underscore is 

that few of the work activities are gen- 

der identified. The activities are per- 

formed by people with good ideas and 

implementation skills with no require- 

ment for a person from either sex. 
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Social Skills 

plain important values the child may misunderstand, and correct unac- 

ceptable values while promoting the child’s internalization of such values 

yerspective 1g. For Sale a company We Bead severe fined for 

OATS a Toca river. The fishing population has been damaged, and local 

residents no longer spend summer days at the river. On the other hand, the 

company is in trouble financially, and changes in its production method may 

result in relocation or bankruptcy. (A variation would have the company 

rolling in money, but willing to relocate if the city gets too punitive. Will this 

change how the students approach the situation?) How can the students 

solve the pollution problem yet also keep the company local so that people 

don’t lose their jobs? Teachers can help the students devise plans that 

help both the community and the company (clearly, 5th graders will solve 

this situation differently than 1st graders). The value that may be taught is 

that a businessperson needs to make a profit, but should not hurt the en- 

vironment or community in the process. 

Children its eek ne warn peers, are liked, ie are pelntule are eieanes 

as well adjusted (WAC). On the other hand, children who are highly ag- 

gressive or anxious and withdrawn, and are disliked by peers are considered 

to be maladjusted (MAC) (Crick & Dodge, 1994; Vitaro & Pelletier, 1991). 

Dubow, Tisak, Causey, Hryshko, and Reid (1991) found that children or 

adolescents who improved their social problem-solving skills demonstrated 

coins in academic, emotional, and social funcuoning, 

ues. Secon ore BERWAC TREE in- 

(ote social cues pei MAC SEEMS intehDres social cues, typi- 

pro-social orale that strengthen relationships, like ave or being helpful. 

MAC oie create Boas Hat DE relationships. For Bea Dies the rege 
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aE are often able t to DEnOUSE an APE one. MAC expect situations to end 

pees and wes Hilo ateiReg tes their apa to paces. and choose adap- 

Improving 

child 

y¢ ep & 1 Rencercan 2000: NOICC, 1992). A. foun isnt in so- 

cial problem-solving skills in childhood can lead to successful career behav- 

ior as an adult. Teaching children how to solve social problems provides 

them a framework for later learning. Using stories or play-acting of typically 

occurring problems will help the child to know when to apply the new 

strategies. When a conflict occurs, an adult can gather the children together 

and help them interpret the situation. When appropriate, the adult helps the 

children to expand their way of understanding the situation. The next step 

is to help the children come up with acceptable solutions. Again, adult in- 

terventions can help the child to expand possible solutions. Finally, teaching 

children how to predict the outcome of their chosen solution can help them 

decide whether they’ve made a good choice. Multiple studies have found 

that variations of this type of teaching will improve the children’s social skills 

(Feis & Simons, 1985; Gettinger, Doll, & Salmon, 1994; Ridley & Vaughn, 

1982). 

Although more difficult to access, family environmentjis a very impor- 

r SO K aining (Gysbers & Henderson, 2000). Boyum and, 

Parke (1995) reports aE: (a) mothers and fathers who express high levels | 

of positive affect have children with better social skills, demonstrate higher , 

levels of pro-social behaviors, and receive higher teacher ratings, (b) moth- \ 

ers high in negative expressions of affect have children who demonstrate, 

more aggression, (c) parents who modulate their negative affect and provide 

precise negative feedback have children with lower levels of aggression and , 

high levels of pro-social behavior, and (d) parent-child interactions are con- 

nected to peer ratings of the child Thus, family dynamics set the stage for 

positive or negative soe skills ang pecs interactions. oyun and Parke sug- 

model on how to create a school- family collaboration, ; 

see Bemak, 2002). Given the difficulty in accessing families who may be high 

in negative affective expressions, when implementing social skills, training 

career counselors may need to make time allowances for children who 

live in families that send regular negative messages. 
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Self-Esteem, Self-Concept, and Self-Efficacy 

Both NOICC on and AOTDES and Henderson (2000) found that self- | 

goal of the pride school veneis to seta Morel rae in 1 all three areas. 

Later, that foundation will aid in career decision making. First, let’s define 

each term. 

ition: 2SSE 5 Opens 1993). What a person feels about 

oer the oneal positive or negative emotions connected to the self, make 

up self-esteem. According to Osborne and Stites (Osborne, 1996), individu- 

als low in self-esteem demonstrated an external locus of control. When life 

goes well, the person assumes positive external factors lead to he tempo- 

rary success. By comparison, people with high self-esteem view success as 

caused by internal factors; success is expected over time; and success can 

be generalized to occur Bain Thus, there is an internal locus of control 
(Osborne, 1996). A person’s self-esteem entails how she interprets the world, 

what Den aviors » she is likely to gtieuiDe or not, “bat her decision making. 

person. views the self as. being ; a ener he may listen to Mencereroune music, 

dress against social norms, and read antiestablishment literature. By compar- 

ison, a person who sees himself as a leader may run for See! ETE 

See a club, and try to excel aaamehzioaclhs, al: ry 

neers (sana 1983). 

It is important to note tha 

one eCROnent one way ATR a situation but felt totally opposite. For exam- 

ple, a client worked in an environment that did not suit his personality. His 

self-concept was one of a competent person providing quality services to 

customers; however, emotionally, the client felt doubt and insecurity. Even 

with a positive self-concept, he experienced negative emotions and lowered 

self-esteem because coworkers gave critical feedback. Renewed high self-es- 

teem came with a change of working environment in which the person re- 

ceived positive feedback for the very same behaviors that led to coworker 

conflict in the aU job. 
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| Box 12.4 Developing Self Skills 

Goals: NOICC (1992): Knowledge of 

self-concept, awareness of the impor- 

tance of growth and change, skills 

to interact with others. Gysbers & 

Henderson (2002): Become aware of 

the self, recognize individual skills and 

abilities. 

Santrock (2002) outlined a strategy for 

raising self-esteem, self-concept, and self-ef- 

ficacy in young children. The following is a 

description of the four steps. 

ib: Identify self-esteem level and which 

domains are viewed as lacking by the 

child (school, appearance, athletics). 

The domains that are lacking should 

be considered important to self-esteem 

and self-concept. First, identify the do- 

mains of life that are going well. A 

child may be overfocusing on specific 

negative situations and missing the 

global positive theme. In addition, 

skills from the domains that are going 

well may be useful when applied to 

the domains that are lacking. Also, the 

child may need to evaluate whether 

the lacking domain is really important 

to the self or not (Osborne, 1996). 

Unimportant domains can be ignored. 

Second, realistic assessment may iden- 

tify domains that can and cannot be 

improved. Teaching children such self- 

evaluation skills can be helpful to 

them throughout life. Effort can im- 

prove performance in some domains 

and impact self-efficacy. Third, reevalu- 

ate ignored domains at a later point 

when self-esteem, self-concept, and 

3. 

self-efficacy have been improved. As a 

child experiences success, the child 

can reevaluate self-esteem and self- 

concept. 

Adults need to provide emotional sup- 

port to help the child to find social ap- 

proval in groups that are caring and 

loving. Groups that artificially raise 

self-esteem by putting down others are 

to be avoided because such behavior 

does not improve self-efficacy. Please 

note, positive feedback from others 

is not enough to raise self-esteem 

(Harter, 1990; Osborne, 1996). The 

child has to interpret the outcome as 

successful and relate that success to 

the self. 

Teaching skills that will increase 

self-efficacy leads to achievement. 

Throughout this process, the child 

learns how to evaluate improvement, 

success, or setbacks. Overly negative 

interpretations change to accurate 

assessments. 

Finally, a child must learn how to cope 

with failure to gain success or reach 

one’s goals because setbacks are a nor- 

mal part of life. Self-esteem and self- 

concept also include persistence, 

ethics, courage, or teamwork, and not 

just a focus on goal achievement. 

Children need to learn to avoid denial, 

self-deception, or avoidance. Finally, 

some situations cannot be changed, 

and children can develop skills for 

tolerating or enduring some negative 

situations. 
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a person do? If a person encounters an obstacle in life and says, “I’ve over- 

come problems like this in the past. Pll just modify and integrate previ- 

ously successful solutions and gain success,” one has high self-efficacy. On 

the other hand, if a person says, “I’ve never encountered this before, but ’m 

sure I can figure it out and gain success,” one has high self-esteem and a pos- 

itive self-concept. Therefore, self-esteem is feelings; self-concept is : 

and self-efficacy is action. | 

LEARNING ABOUT THE EXTERNAL WORLD: PLAY 

Preparation for later career development includes learning how careers ben- 

efit society (NOICC, 1992). Schools can build important skills by using 

play and providing adult guidance when needed. Why do children often play 

at being a police- or fireperson, teacher, soldier, or doctor? Because these are 

the professions they have seen regularly on TV or in their community. Many 

children have no idea what their parents do because many parents work out- 

side of the home and only complain about undesirable aspects of their work 

(Brown, 2003). Parents, teachers, and counselors can expand a child’s under- 

standing of the work force by exposing children, through play, to the mul- 

titude of professions available. The goal is not to lead a child to choose a 

particular profession, but to highlight how each profession benefits society. 

Play is an important.vehicle for children to develop the skills necessary 

to becoming an adult. While playing, children interact with peers, explore 

adult roles in a safe manner, develop imaginative and sociodramatic skills, 

and release tension (Santrock, 1994). Furthermore, Russ, Robins, and 

Christiano (1999) found the ability to pretend in young children predictive 

of climes thinking and, the use of affect in play over a uitiamoes rent 

vith a variety of ideas. Russ et al. alse Hoenn, that anildeen ohé 

are Ae to use affect in Sse used greater sophis: e) 

ing four years later and demonstrated greater « 

are definitely needed in the current global’ economy. 

Benefits of Affect in Play 

Encouraging affect in play,is beneficial because it teaches children how to 

label and express affect and how to use affective cues to negotiate the en: 

vironment. Russ (1993) provides the following principles when including 

affect: 

1. Be accepting of the child’s expression of feelings. 

2. Give verbal permission for expression of feelings. 

s 
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. Create a permissive environment (but set limits when needed). 

. Develop a comfortable relationship with the child. 

. Label feelings that are expressed. 

. Listen to the child and empathize. 

. Enjoy the child’s play and fantasy. 

. Have a variety of toys available—a variety that promotes unstructured 

play. 

9. Follow the child’s lead in determining the movement of play. 

10. Depending on thé child, stay uninvolved in the play itself. Only pro- 

vide the guidance a child needs to get going, get unstuck, and feel 

comfortable (pp. 89-90). 

CON WD WW AR OD 

In group situations, a teacher or counselor can help children organize 

the roles each child will play. If the children are not playing out the sce- 

nario like the real world, that is okay. It is the creativity and social interac-. 

tion that are important, not “getting it right.” The goal is to help children. 

develop divergent thinking skills, affective sophistication, and creativity that. 

will aid them as they mature, In addition, if the play can center around work 

situations, the children are learning about ways in which adults contribute 

to society. : 

Kyle and Hennis (2000) suggest setting up a learning center in which 

children can follow their interests, gather information, think, and problem 

solve. In a dramatic play area, children can act out dramas. Props can stim- 

ulate acting in career roles, and children can develop the role with some 

depth. In a science area, children can explore different work environments 

via models, pictures, and so on. The children can learn how to compare and 

contrast the environments. A play area with dolls, vehicles, and buildings 

can allow children to create an adult world. Here, children may control mul- 

tiple dolls and develop role-switching skills. An art area encourages chil- 

dren to paint, draw, cut pictures out of magazines, and such, and each child 

explains his artwork. Finally, a library area provides a place in which chil- 

dren can look up information about different work environments. 

Pretense/Symbolic Play, which peaks around 4 to 5 years of age and then 

gradually declines, consists of props, plots, and roles (Garvey, 1977). Roles 

may include reality roles such as a mom, dad, or doctor, or fantasy roles such 

as the superhero, dragon, or medieval knight, Props include using sticks for® 

guns or drinking from an imaginary cup. Plots, although often simple, build 

the story creatively. Adults can support role exploration and aid in the cre- 

ativity of play by: 
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1. Helping the child to expand the variety of activities enacted by role or 

particular profession. For example, doctors help people by finding the 

best medication; computer technicians make the computer work so 

children can play games and learn things. 

2. Explaining a professional helps or benefits society. Police officers help 

people who are in trouble and protect innocent people; managers 

help employees do the best job they can. 

3. Describing work ethics such as being honest, helpful, competing fairly, 

protecting the environment, remembering family time. 

4. Explaining the variety of jobs available such as biologist, marketing di- 

rector, executive managers, physicist. 

5. Identifying negative traits by saying things such as,“Bosses who treat 

their employees poorly aren’t nice people, people shouldn’t steal from 

the workplace.” 

Constructive Play;the combination of repetitive activity that leads to skill 

development and symbolic representation of ideas, results in the was, 

tion ofa meoduct or r solves a problem BSS ee Th = Of aa 

ode canner by introducing projects that nee a desired ane or trait and 

also provides ample opportunity for practicing skills. Group activities that 

require sharing, joint decision making, team participation, and problem solv- 

ing are examples. Children may be instructed to write a story about an air- 

plane pilot, develop a play about being a good president, or build a model 

rocket together. When the group struggles or has conflict, the adult can in- 

tercede and teach the students how to reconcile difficulties (Kostelnik, 

Viera, & Stein, 1988). 

besoin around age | vel ntaadul SeeBercen mss: Een 

1971: Rubin, Bein! & See 1983). Games require children to memo- 

rize a set of rules, teach the rules to others, resolve arguments about the 

rules, and apply those rules to a social setting, all with at least a minimum 

level of cooperation. Some games like Statue are more participation focused. 

(Swing a person in a circle and let them go. When the person stops moving, 

the person becomes a statue and explains what role is depicted.) Other 

games are competitive like checkers or chess. Adult participation in games 

is an excellent opportunity for children to observe and participate in so- 

cial communication skills, taking turns, developing patience, and solving con- 

flicts. This is not a time for adults to be “right” and children to be “wrong,” 

but it is a time for adults to help children to learn about social exchanges. 

Please note that the above section focuses on skills adults will need. A 

foundation in the skills that will lead to a healthy participation in the world 
a 
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Box 12.5 Using Dress-Up Days to Expand Career Exposure 

Goal: NOICC (1992): Awareness of dif- students to pick the standard careers. 

ferent occupations. Gysbers and Students are instructed to go home and re- 

Henderson (2000): Introduce future, search “invisible” careers and come back 

become aware of stereotypes. prepared to share with the class what was 

discovered. 

Children can dress up as the career. 

Use art time to build replicas of different 

career items (e.g., make a microscope, 

stethoscope, chainsaw). One could even 

have a runway in which students display 

costumes and props while walking down 

the aisle as the teacher reads a description 

of the roles students model. 

Catlett (1992) noticed that when chil- 

dren came to school dressed up as a cd- 

reerist, she saw attorneys, doctors, pilots, 

teachers, and nurses. She did not see min- 

ers, grocery store checkers, beauticians, 

and many others. Catlett questioned 

whether some careers are invisible to chil- 

dren. One idea would be to have a dress- 

up day in which the teacher forbids 

of work is excellent career education for young children, and play is a fun 

way to introduce and practice those skills in ways that are meaningful to 

children. 

MAKING CAREER DEVELOPMENT WORK IN THE SCHOOL 

Support from Teachers and Administrators 

An important step in developing a successful career program is gaining , 

the support of teachers and administrators (Brown, 2003). Successful pro- 
grams require a commitment by the school. Niles and Harris-Bowlsbey (2002) 

made the following four recommendations. First, assessing the political en- 

vironment is vital. If the school does not perceive a connection between ca-_ 

reer development and academic achievement, support is unlikely. 

Furthermore, it is important to communicate what benchmarks will demon- 

strate a program’s success. Second, what are the needs of the specific pop- 

ulation one is serving? Define outcome behaviors so teachers and 
administrators can visualize how the career program will be helpful, Third, 

if teachers are overworked and understaffed, they may feel career education 

activities are yet one more thing added to their workload. Such a barrier may 

be overcome with the school counseling staff presenting units in classes. 

while teachers are given a planning period. Fourth, procure resources that 

are not vulnerable to other school needs so administrators could remove, 

funding from the career program, 
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Support from Parents and Community 

Like teachers and ae be educated as to the bene-_ 

on. Rising SE NOON: costs combined ee 

parents need to iaciceseanel the 1 negative ; TDICe of — work 

(see also Herr and Cramer, 1996). Parents may need to assess whether they 

are treating their sons and daughters differently. Counselors can offer con- 

crete EECA ONS to parents for SUD Dome their Snr s See in mul- 

cae assess ; their child’ s abilities. Brown says, “Parental pressures that push 

a child of limited ability toward academically competitive areas are just as 

harmful and wasteful as those that encourage academically able children 

to leave school and go to work as soon as possible” (p. 331). A career pro; 

gram that provides an excellent assessment of a child and accurately explains 

this to the parents can be a benefit to all concerned. Parents can provide ap- 

propriate stimulation for the child, encouraging the discovery of interests 

and awareness of abilities in a pressure-free environment. 

996) suggest parents 
id 

of Brown (2003) and ee and coned (1996) 2 AIRE SONOS eronies for psychoe- 

ducational programs for parents, and they would also demonstrate the value 

of career services in the schools. 

The community offers another avenue for support for career program- 

ming. Local businesses may offer financial support. In addition, comfnunity 
« 
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Box 12.6 Getting to Know Important Adults in Your Life 

Goal: NOICC (1992): Awareness of pare and contrast family sizes, make-up, 

how work relates to the needs and and activities” (p. 73). 

functions of society, awareness of the Niles and Harris-Bowlsbey (2002) sug- 

interrelationship of life. Gysbers & gest that students be assigned to learn 

; Henderson (2000): Teach students about the various jobs of their nuclear 

about listening and speaking roles, and/or extended family (may include impor- 

school knowledge is applied to home, tant nonrelated adults). They are to ask 

aware of life roles, begin with family about education/training requirements as 

work roles. well as how the job benefits society. 

Students then present the information to 

the class Gif information on nuclear families 

can lead to some students feeling badly 

about their family situation, then change 

this to include only extended family or 

close family friends). The younger the child, 

the closer career explorations need to be 

tied to the family’s experience. As the child 

ages, exploration of careers can become 

more distant from actual family experience. 

Niles and Harris-Bowlsbey refer to this as 

the “proximity-distance scheme,” which is 

useful for helping students to organize ca- 

reer information (p. 258). 

VanZandt and Buchan (1997) suggest, 

first, defining the meaning of the family 

and then brainstorming about enjoyable 

family activities (e.g., nuclear family, step- 

families, important nonrelated adults, 

extended family). Brainstorming should 

include different family members’ perspec- 

tives or evaluations of the activity (teach- 

ing perspective shifting). Second, draw a 

picture (may need to divide it up into sec- 

tions if the child has more than one home) 

of a favorite family activity. Third, students 

present their families to the class. Once 

four or five students have presented, “com- 

members may provide excellent classroom visitors or sites for field trips. It is 

widely known that parents make for good guests in classrooms. Visitors can 

describe what they do and make a personal connection to the class or school. 

Community members offer additional role models for various jobs, which 

build a connection between the school and the community. Finally, commu- 

nity members who know administrators and teachers can serve as advocates 

to explain the importance of employees gaining skills needed in the work- 

place such as problem solving, creative thinking, and social cooperation. 

SUMMARY 

During the grade-school years, career development needs to focus on the 

foundation of skills and attitudes needed regardless of eventual career as-_ 

Ppirations. Sometimes it is difficult to explain to laypeople how social skills, 
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ile eee 

“women’s ; work’ are not distinctions appropriate for the workplace. Play is 

an excellent way to teach the myriad skills grade-school children need to de- 

velop in order to pursue future career options. Play can be fun for children 

and ORNS cs itisa meaningful way for ul eto to Buses and inte- 

PEQnls.s is to avoid “ue sextyping | of different occupations. “Men’s wrote” or 

excellent sources for exposing child 
drop for developing meaningful career exercises. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Career Development in Childhood (K-5) 

A. Skill building 

1. Language 

2. Analytical thought 

3. Problem solving 

B. Developing morals and values 

C. Developing inter- and intrapersonal skills 

1. Listening and communicating 

2. Sharing 

3. Introspection 

D. Children are not in a position to make career decisions or even 

understand the realistic concept. 

E. Encourage discovery of interests and becoming aware of 

abilities. 

E Diamond has no closure at this time. 

Il. Gender 

A. Women are becoming more educated than men. 

B. Gottfredson’s Theory: Sex-typing of occupations occurs be- 

tween ages 6-8. (Children eliminate options if connected to op- 

posite sex.) 

C. Present career options in a nonsexist manner. 

Ill. Morals 

A. Begin externally and are slowly internalized as the child enters 

adolescence. 

B. Identify, teach, and correct pro-social values. 

IV. Social Skills 

A. WAC/MAC children and their approaches to social problem 

solving : 
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B. Crick and Dodge (1994) social skills list 

1. Encoding 

Interpretation 

Formulate 

Generating possibilities 

5. Evaluating the effectiveness of # 4 

C. Use classroom event to teach entire class social skills. 

V. Self-Esteem, Self-Concept, and Self-Efficacy 

A. Self-esteem — feelings about the self 

B. Self-concept—thoughts about the self 

C. Self-efficacy—belief about actions that will lead to success 

D._ To increase all three: 

1. Identify levels of all three. 

2. Provide support. 

3. Teach actual skills. 

4. Teach coping skills. 

VI. Play 

A. Use play to introduce career-related materials and teach skills. 

B. Create safe place for emotion, expression, identification. 

C. Consider setting up learning centers, e.g., drama, science, play, 

and library. 

D. Pretense/symbolic play—use of props, plots, and roles 

E. Constructive play—repetitive activity designed to develop and 

master skills 

FE Games—master and apply rules to interactions 

Vil. Making Career Programs Work 

A. Teachers and administrators must support the program. 

B. Parents should advocate for career programs while teaching 

skills at home. 

C. Community 

1. Provide speakers and field-trip sites 

2. Communicate importance of career skills 

3. Provide financial and other support 

now ee 

EXERCISES 

In small groups, design a fun program for K-5 students. Groups may want to 

design a program for a specific year or a program that is added to each 

year and grows over time. Remember to keep the developmental level of the 

children in mind. What is the goal of the intervention (exposure, countering 

stereotypes, skill building)? Is this to take place in a wealthy suburban school 
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or a less affluent inner city school? What kind of financial and staff sup- 

port can one expect from the school or community? Will/can families be 

involved? 

Below are examples other authors have used. 

1. Yontiac Motor Company (Catlett, 1992): First, Catlett and a third-grade 

teacher combined a section in economics on labor and capital with a 

look at child labor around the 1900s. Then the students joined the 

Yontiac Motor Company in which they were to produce 8-inch-long 

paper cars. Students had to fill out applications, sign employment con- 

tracts, and follow work rules. The students received wages that could 

be spent at the Yontiac store (e.g., candy, pencils, etc.). There were 

four different “assembly lines” that competed with each other. They 

had to deal with quantity versus quality issues as production changed 

through competition. The big surprise came when Yontiac vehicles 

were not selling, and three of the lines had to be shut down. (Students 

who no longer worked could read, something that was reported as 

being enjoyable.) Catlett reported that the children had a very nega- 

tive reaction to the mass layoff. Each production line had to problem 

solve (skills they had learned earlier) as to which line would make the 

last orders. Finally, the class shared in a class discussion what it was 

like to work as a team and then lose one’s job. 

Goal: Experience the multifaceted nature of work. Make skills 

learned in school practical to the work environment. 

2. School as work (Inniss, 1982; Kyle & Hennis, 2000): Students earn 

money via attendance, grades, behavior, and performing certain activi- 

ties. Based upon the developmental level of the child, students can be 

paid piecemeal, weekly, bi-weekly, or monthly. Have a store that allows 

the students to purchase items on set days (e.g., every Friday). Some 

items should cost enough that students must save or put the item on 

layaway. If children are absent, they are docked pay. Older students 

may also need to pay bills/fines. 

Goal: Connect certain behaviors with earning money. Connect 

earning money to buying items. 
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CHAPTER 13 

Career Development 
in Middle School 

¢ 

Life asks us to make measurable progress in reasonable time. That's why 

they make those fourth grade chairs so small—so you won't fit in them 

at age twenty-five! 

Jim Rohn 

n the last chapter, hs were described ey ae skills (language d 

| g ro peiaggratues, pe 

nce a child 

enters mamteseence (middle and high school), development involves a se- 

quence of growth whereby those foundational issues are chosen or rejected; _ 

owned or disowned; integrated or unresolved; and then applied to life. The 

adolescent is becoming aware of differences between personal and social 

views On race, ethnicity, gender, sexual orientation, SES, religious beliefs, val- 

ues, emotional styles, interpersonal styles, and family roles. The adolescent, 

with this awareness, purposely chooses to develop the iene SE lead to 

success and joining the adult world. Thee LAO HARIg aoe ond 

on previous development and integrate all factors into ear om plex ea eae 

identity. 

THE NATIONAL CAREER DEVELOPMENT GUIDELINES 

(NOICC, 1992) AND A CAREER DEVELOPMENT PROGRAM 

FOR MIDDLE SCHOOL/JUNIOR HIGH (GRADES 6-8) 

NOICC and Middle School 

This section contains the goals s appropriate idle school-aged students. 

For an introduction to NOICC, please see C hapter 12. Within each age group 

(elementary, middle school, high school, and adult), three major areas are 

to be of focus: (a) self-knowledge, (b) educational and occupational explo- 

ration, and (c) career planning (NOICC, 1992). We are restricting our listings 

to the major categories; however, each major area has multiple goals. Each 

8N1 
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Table 13.1 

Part IV Career Development and Education 

NOICC Career Education Guidelines 

Knowledge of the influence of a 

positive self-concept 

Skills to interact with others 

Knowledge of the importance of 

growth and change 

Knowledge of the benefits of ed- 

ucational achievement to career 

Opportunities 

Understanding the relationship 

between work and learning 

Skills to locate, understand, 

and use career information 

Knowledge of skills necessary to 

seek and obtain jobs 

Understanding how work relates 

to the needs and functions of 

the economy 

and society 

: “ee 

Skills to make decisions 

Knowledge of the interrelation- 

ship of life roles 

Knowledge of different occupa- 

tions and changing male/female 

roles 

Understanding the process of 

career planning (NOICC, 1992) 

obtain a full version. eCPlenee a see He NOICC, 1992, sieges at the end of 

this SHI) 

O 

students become aware sta career ABORT — in different types nai 

lived. Ideally, businesses and industry will play a larger role in educating this 

age group. Although the development of self-concept is still important, 

one now sees a greater emphasis placed upon career information, including 

the requirements for entering various fields (see Table 13.1). Students need 

to start looking at the specific competencies they possess or are able to 

develop (Lankard, 1991). 

Career pire sie | 



Box 13.1 
by Domains and Goals 

th -Knowledge > and Interpersonal S Skills 

. Begin with how one expands! or 

changes abilities. Move toward compar- 

ison of abilities with others (accept 

the differences). End with accurate de- 

scription of own skills and make pre- 
dictions for the future. 

2. Age-appropriate information and 

strategies for enhancing physical and 

mental health. 

3. Assess how enacting personal respon- 

sibilities impacts others. Look at peo- 

ple in the immediate environment and 

how each has his own set of responsi- 

bilities. End with understanding of 

how taking care of responsibilities aids 

in quality of life. 

4. Evaluate the skills involved when mak- 

ing and maintaining friendships. Look 

at peer interactions as opposed to 

child and adult interactions. End with a 

focus on effective family relationships, 

their impact on the family, and what 

keeps them going. 

5. Learn about nonverbal communica- 

tion. Focus on how communication im- 

pacts problem solving. End with an 

understanding of how listening and 

speaking can improve a relationship. 

Life Roles, Settings, an id Events 

1. Begin to make connection between 

the learning environment and leisure 

activities. Make connection between 

knowledge and adult work experi- 

ences. Identify nonschool opportuni- 

ties for learning. 

2. Look at how governments use tax 

money. Describe the rights and respon- 

sibilities of being a citizen in a commu- 

nity and later a country. 

Chapter 13 Career Development in Middle School 

Life Career Development: Student Competencies 

3. Introduce the concept of having con- 

trol over one’s self and life-style 

choices. Be able to identify likely feel- 

ings in various situations. Begin to pre- 

dict how one would feel in possible 

situations. 

4. Assess the potential impact of stereo- 

types for each student. Look at how 

stereotypes of specific jobs are main- 

tained. Assess how various groups of 

people get stereotyped. 

5. Project self into the future. Look at 

possible changes in the world of work 

and how they may need to change for 

the future. 

Life Care areer Planning — 

1. Teach students how to break down a 

task into steps. Learn to appreciate the 

completion of a difficult task. Connect 

satisfaction with completing a task and 

personal interests. 

2. Assess how attitudes and values affect 

actions. Be able to describe similarities 

and differences in values across self 

and others. Make connection between 

values and life-style. 

34. Understand how decisions made by 

others (e.g., school) can impact them. 

Connect past decisions to present be- 

haviors. Look at how past family deci- 

sions may be impacting current 

personal decisions. 

4. Learn how to predict the conse- 

quences for every alternative choice; 

then choose the best alternative. Be 

able to give personal examples of re- 

wards or consequences from past deci- 

sion making. Learn how to gather 

additional information prior to choos- 

ing an alternative. 

(continued) 
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(Box 13.1 continued) 

5. Identify five goals, based upon inter- progress toward these goals. Look at 

ests and capabilities, for the next five goals “I want” to complete versus goals 

years. Learn multiple ways to assess “I expect” to complete. 

Adapted from Gysbers and Henderson, Developing and Managing Your School Guidance 

Program (2000, pp. 327-334). 

We chose to summarize and group the tasks together in order to suggest that 

the goals are flexible pending the needs of the region, city, or a specific 

school. 

THE FIRST DIAMOND: MIDDLE SCHOOL 

Grades 6 through 8 can be stormy years as children enter adolescence. 

Cognitive developments, including abstract thought and idealism, puberty 

with its sexual awakenings, social changes, and real choices that can have an 

impact years later, all combine to form opportunities for high drama (Brown, 

2003; Santrock, 2002). It is a process that can take 10 to 15 years, and with 

appropriate adult support, later adolescence may be calmer (Santrock, 2002). 

This is an exciting time as the early adolescent gains more choices than ever 

before but is actually in transition because full adult sesponsibility) is still 

years away (Brown, 2003). Because the middle ol student is aware of the SC ch akey 

impact on the early formation of a career identity. 

As seen in Figure 13.1, the Career Diamond is coming to its first end 

Wells The dotted lines suggest that although TEU is forming, it it i 

Wing age group aoe not have oar experience to truly aati themselves, and 

adults provide important experiences and feedback to aid in this process. 

On the other hand, the external world is requiring the first career deci- 

sion. Dating at least back to 1963, the career literature discusses the choice 

students make prior to entering into high school, namely to pursue college 

preparatory or vocational preparatory courses (Katz, 1963). Katz stated that 

it is much easier to shift from the college preparatory track to the vocational 

route than vice versa (see also Arbona, 2000; Donlevy, 2001). 

At this point, the diamond vision takes on a sense of reality as fantasies 

career ppsions are left behind “ng actual career options are conside red. Super 
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Personal: How do | begin to fit into the world? 

Vision: Fantasy career with some measure of reality. 

External: College preparatory courses or vocational 
skills. May be decided by school or parents. 

Figure 13.1 The fantasy of childhood diminishes at the onset of realistically under- 
standing the adult, external world. The 6th to 8th grader is poised to begin integrating 
self and external demands, but not fully able to do so at this time. 

the self as a college student, mechanic, or office manager though the vision’s 

use of realistic information may be lacking. With a vision comes the choice 

of classes that will lead to exploring the adult world a little more. Clearly, 

middle school students do not have the course choices that high school and 

college students have, but there may be some choices offered. Should the 

student take a shop class or computer class? Is the student in advanced 

English, math, or science or just taking the minimum requirements? These 

choices are very important and set the stage for decision making that will 

eventually lead to a career. Teaching students in the 6th grade how to think 

about the 7th and 8th grades creates a future focus, but the view emphasizes 

the near future and is within the early adolescent’s capability to understand. 

Making choices is extended when students enter high school, and founda- 

tional skills learned when making earlier choices can be refined. 

EARLY ADOLESCENCE AND THE INTERNAL SIDE OF THE DIAMOND 

Cognitions 

For all sad words of tongue and pen, the saddest are these, ‘It might 

have been, 

— John Greenleaf Whittier 
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Ac ording to Piaget’s theory, early adolescents are shifting from logical 

thinking that organizes and stabilizes the world (a type of thinking that op- 

erates on actual, before-the-eye events) toward an abstract ability to see 

what could be. The more sophisticated type of cognition is referred to as 

formal operations. Piaget describes the adolescent as capable of understand- 

ing the potential, the possible, and imagining all that could be. Such projec- 

tion allows adolescents to see themselves in adult roles and as a part of 

society beyond family and friends (Flavell, 1963). However, most adolescents 

are “initially faltering and clumsy in the use of abstract thought” (Berk, 2002, 

p. 569). Berk suggests typical early adolescent behavior includes argu- 

mentativeness or indecisiveness. Such annoying behaviors are clearly re- 

lated to inexperience with a new way of thinking and seeing the world. 

In regard to career development, indecisiveness is natural for this stage 

and represents an exploratory beginning rather than a permanent charac- 

ter flaw. 

_ Piaget noticed that individuals demonstrate a burst of egocentrism when 

they enter a new domain of cognitive ability (Flavell, 1963). The good 

news is that this egocentrism subsides as the person masters the new way 

of thinking. For the early adolescent, egocentrism materializes in the form 

of the imaginary audience and personal fable (Elkind, 1967, 1978). 
an ( ee Ce 

The imaginary audience refers to a heightened self-consciousness that 
can border on the extreme. Young people feel as though everyone is look- 

ing at them and noticing everything they do. Vartanian and Powlishta (1996) 

found that early adolescents are especially likely to react to the imaginary 

audience when in a new and novel situation (e. g., switching schools, meet- 

ing a new peer group). A protective function may develop as the adolescent 

restricts public behavior with the hopes of limiting embarrassment. On 

the other hand, adolescents may act or say things that bring them atten- 

tion because they enjoy being on stage (Vartanian & Powlishta, 1996). In the 

career area, adolescents may only consider high prestige positions that 

gain maximum approval from others. On the other hand, adolescents are 

very sensitive to being different and may avoid considering any job that 

would bring ridicule from peers. (On a side note, Vartanian and Powlishta 

consider anticipating how others will react to be an adaptive social cogni- 

tion that will aid the adolescent later in life.) If the adolescent believes she 

is unable to obtain a high prestige position, teachers and parents may hear 

“I don’t know” as an answer to “What do you want to be when you grow 

up?” “I don’t know” can be code for “I don’t want to tell you.” 

The personal fable refers to the early adolescent’s sense of being spe- 

cial, unique, and invincible. Moreover, their experience of the world is be- 

yond the understanding of most people around them. Specific to career, 
eet 

idealism is reflected in the adolescent's view of a perfect future, a futuge that 

« 
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lacks the shortcomings most adults understand (e.g., injustice, discrimina- 

tion) (Berk, 2002). Flavell (1963) writes that the adolescent is possessed by 

a idealism whereby the young person is able to “reform and reshape 

reality ... with a cavalier disregard for the practical obstacles which may face 

its proposals” (p. 224). 

In terms of the Career Diamond, the WR io. ck ot caine fan- 

tasy based but is slowly shifting toward realistic c siderations. The fantasy 

has lost the fantastic flair of a child who wants to grow up and be a knight. 

Instead, fantasies are based in actual adult roles, but with little understand- 

ing of realistic requirements or the negative aspect of occupations. 

The opening quote of this section suggests a sad person looking back 

on one’s life and seeing missed opportunities. This is an important quote to 

remember when working with early adolescents. As adults, many only see 

what could go wrong, but the young see endless possibilities. Teachers, par- 

ents, and career counselors need not interfere with an early adolescent’s 

buoyant optimism. Career services at this stage might include the injection 

of realism when it’s useful but a heavily negative approach does not bring 

about an understanding of the world of work. Mature understanding devel- 

Ops over time. 

Gender and Socioeconomic Status (SES) 

One of the ways people narrow career exploration is by identifying male 

and female work roles and eliminating choices. An important goal for career 

services is to reduce this artificial trap. WALES oCRSTRS ARSC, 

pressure to conform to sex-typed behaviors and attitudes dra atically in- 

creases, and girls feel this pressure more strongly than boys (Basow & Rubin, 

1M eae), Crouter, Manke, & McHale, 1995; Galambos, Almeida, & Petersen, 1990; 

Huston & Alvarez, 1990). 

A second limiting factor can be socioeconomic status (SES). Lower Cx 

pectations for achievement are barriers built by even teachers and school 

counselors. Dusek and Joseph (1983) found that teachers have more favor- 

able expectations for Caucasian and middle-class children than for low-SES 

and/or minority children. This may occur because poor and minority stu- 

dents are more likely to be placed in lower ability groups in elementary 

school (Haller, 1985). Sadly, low SES and minority students, once tracked, may 

have limited options in the future. A vicious cycle of low expectations, 

low performance, lower expectations, worse performance may occur with- 

out peer or parental support. Adult intervention could provide a supportive 

emotional connection for children and models for alternative futures. 

Repeated contacts by supportive adults can make a huge difference in a 

young person’s expectations for himself. 



Box 13.2 Mapping Vocational Challenges for Middle School Students 

Goals: Begin to recognize the circum- 

spection process. NOICC (1992): 

Knowledge of different occupations 

and changing male/female roles. 

Knowledge of skills necessary to seek 

and obtain jobs. Understanding the 

process of career planning. Gysbers & 

Henderson (2000): Look at people in 

immediate environment and how each 

has her own set of responsibilities. 

Assess how various groups of people 

get stereotyped. Project self into the 

future. Identify five goals, based upon 

interests and capabilities, for the next 

five years. 

Gottfredson and Lapan (1997) provide 

the following exercise to aid middle 

school children considering vocational 

interests, values, gender stereotyping, effi- 

cacy expectations, and parental support. 

This task should take about four 45- to 60- 
minute sessions. A workbook (see bottom 

of box) contains this exercise although 

career practitioners could develop their 

own materials accommodating specific 

student needs. The workbook contains a 

color-coded three dimensional map. The 

following is a simplified version of the 

exercise. 

Session 1: Introduce the students to the 

importance of exploring vocational in- 

terests. Roughly 45 careers that span 
Holland’s RIASEC model are presented 

to the students. Each career is de- 

scribed in a 3 x 4-inch box and in- 

cludes “expected work activities, 

necessary skills and training, helpful 

high school classes, employment out- 

look, and expected median or mean 

national salary” (p. 436). Students read 

each box, and a class discussion fo- 

cuses attention on different aspects of 

various careers. The session ends with 

the student writing a description of 

their parents’ careers and their fantasy 

~ career. 

Session 2: An interest inventory is com- 

pleted (there is one in the MVC work- 

book or another could be used, such as 

the Self-Directed Search). All of the 45 
occupations plus the parents’ and fan- 

tasy careers are listed. The student 

marks the 15 occupations she likes the 

best and the 15 least liked. Students 

use the information regarding their in- 

terests as well as occupational informa- 

tion to explain their choices. Next, a 

3 X 5-inch grid of 15 boxes is pre- 

sented. The boxes are labeled High 

Interest, Medium Interest, and Low 

Interest on one side. Students put their 

choices of occupations into each of 

the 15 boxes. 

Session 3: Regardless of whether or not the 

student likes a specific career, he is to 

mark his ability to successfully com- 

plete the educational and task require- 

ments of the job. 

Session 4: The workbook provides informa- 

tion from the U.S. Department of Labor 

on the various careers. How many 

women and minorities work in each 

occupation is a part of the information 

provided. Session 4 also includes a val- 

ues exercise. Next, students look at 

their perspective on “sextype, efficacy 

expectations, work values, and parental 

support” (p. 438). Finally, students dis- 
cuss how they think their parents 

and/or peers would respond to their 

selections. 

Missouri-Columbia, MO 65211. 

The MVC activities are copyrighted material. Additional information on these activities as well 

as permission to use them can be obtained from Dr. Richard Lapan, 16 Hill Hall, University of 
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When teaching decision-making skills, it is important to stress that sex- 

or SES-stereotypes unnecessarily narrow viable options. Furthermore, stu- 

dents need continual exposure to nonsexist occupational materials dis- 

playing nontraditional workers (Kyle & Hennis, 2000). In support of the 

power of role models, Hoffman (2000: % rls» who ave em Ss 

mothers tend to have higher career ¢ als ‘ss of th ne amily 
With professional employment, it is important to note that it is a fi 

son’s brain that makes the difference, not her sex or parents’ employment. 

Vocational employment typically requires working with technology. There 

are many jobs that historically required heavy manual labor and became iden- 

tified with male roles. Now such work may not require brawn as much as 

skills to operate machinery. 

A maximum number of electives can create a school atmosphere in 

which females can take traditionally male classes and vice versa. Low-SES stu- 

dents could be encouraged to pursue advanced coursework by friendly 

teachers who relay, through words and actions, their belief that all stu- 

dents can achieve with appropriate support. 

Even a remorseful majority, then, must be watchful lest it persist un- 

consciously in habitual patterns. 

—Erik Erikson (1968, p. 305). 

Cross’s revised (1971, 1978, 1991, 1995), racial identity model provides 

descriptions of a minority person’s differing experience in developing an 

identity as compared to Caucasian Americans. Important to career develop- 

ment is the shift that can occur with the onset of adolescence, specifically, 

moving from the encounter stage to the immersion-emersion stage. 

a 1e QED! ae ivanced cognitions allows the adolescent to think about 

one’s group iltiple perspectives. For « example, minority 
5 agleaCERE Brana ave to confront prejudice and discrimination, which are 

barriers to reaching their goals (Phinney & Rosenthal, 1992). Furthermore, 

Phinney (1989) reports that adolescents from multiple racial backgrounds 

have additional pressures. Phinney finds that African-American men worry 

about job discrimination and negative societal views of African-American 

men; and Latino adolescents struggle with bicultural difficulties. Cross (1991, 

1995) would refer to such concerns as indicative of the encounter stage. 

Children are most likely i Ribs > pre encounter | stage whereby they do not 

| they easily identify with the majority culture. 

However, adolescence brings awareness, and awareness brings cognitive and 

emotional discomfort around issues of race and mistreatment (encounter 

stage). If the discomfort is intense enough, the person moves to the next 
t 
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Identity 

stage of immersion-emersion and can develop an anti-White identity whereby 

everything White is rejected. 

Career services need to honestly address the 

People of color are discriminated against anc 

school education/training and later career decisions. On the one hand, ca- 

reer counselors need not create barriers and dispel hope (overfocus on 

discrimination). On the other hand, career counselors are not credible if 

reality is candy-coated or they dismiss the impact discrimination (perceived 

or experienced) has on minority youth. Frank discussions can assist adoles- 

cents to add this reality of racial inequality to career decision making. 

Cross (1991, 1995) also describes the internalization stage (last stage) as 

a point at which positive identification with race includes acceptance and 

a bicultural identity. Ideally,a person in this stage can build bridges between 

minority cultural ideneasasion Ang ways to ne with the majority culture It 

v8 rs ule 

=0 iJ £ Dut 

need 

The teenage years are ones of ‘struggling \ with identity es 1968). The 
next chapter on middle and late adolescence will cover entity in a much 

more thorough manner; however, it is important to understand terms asso- 

ciated with identity development and to consider factors that may limit ca- 

reer development. 

Marcia (1966, 1976, 1980, 1994), in analyzing Erikson’s work, identified 

four ways in which adolescents approach | and d develop identity: icon 

diffusion, identity foreclosure, identity moratorium, and identity achievemen 

Marcia saw crisis and commitment as im portant we of se ceric 

d ternative with ihe! Peisonal investinent of defini 

These two concepts directly relate to the four identity conditions. 

First, there is identity diffusion. It would not be uncommon for adoles- 

cents in middle school to be in this domain simply through a lack of oppor- 

tunity to experience a crisis, Identity diffusion occurs when a crisis has 

not occurred; the adolescent has not made any commitments, and may even 
show little interest in developing commitments. Second, identity foreclosure 

occurs when a young person has made a firm commitment, but has done so 

by accepting the injunction of another person, such as a parent, spiritual 

guide, or a gang leader. Third, identity moratorium exists when the adoles- 

cent is experiencing a crisis, but has not firmly made a commitment. To 
a 
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enhance development, the young person needs to avoid making a rash com- 

mitment simply to end the crisis and can grow by learning to endure the dis- 

comfort of not knowing. Finally, identity achievement occurs after a teenager 

has experienced a crisis, evaluated meaningful alternatives, and has made a 

commitment 

A small point worth noting i: é bg Ona erson t to be edits 
Bh ie y fo are _ fused in one area of life but to ga in healthy achi ane nent in another area. 

en working with students, diffusion i in one srorrerosecen te domain, for exam- 

ple, spiritual belief, does not necessarily reflect diffusion in another area of 

personality, for example, career concerns. 

The concept of foreclosure is important for the middle school years in 

that it suggests that early adolescents need exposure to a wide variety of ca- 

reer experiences. This can occur through reading, guest speakers, career field 

trips, career days at school, class projects, and the like. Because the adult world 

is still a few years off, quantity of exposure that slowly moves toward quality 

might be a good guideline Default « hoices (saying whatever sounds good to 

peers or adults) could occur simp y because the student lacks awareness of 

the range of career opportunities (Grutter, 2000). 

Grutter (2000) also describes foreclosure that may not materialize until 

many years later. An early adolescent may appear to have gained career iden- 

tity achievement by demonstrating knowledge about a field and appearing 

to make good academic and vocational decisions. However, if the career 

choice was gained without full self-exploration or the decision was exter- 

nally driven, say from a parent, the young person may have eliminated true 

consideration of personal enjoyment in work. Specifically, career services 

should assess whether the student has engaged in getting to know the self 

(then achievement has occurred) or is ignoring the self (then foreclosure 

has occurred and it’s being carefully disguised). 

According to Grutter (2000), there can be another downside to rigid ca- 

reer identity achievement. If a student is dedicated to one profession and 

the occupation is eliminated in a changing economy, the student may know 

of no alternatives if early exploration was truncated. The global economy re- 

quires flexibility and the ability to change, sometimes rapidly. Therefore, ex- 

ploring reasonable alternative occupations is vital. Career education must 

include the ever-present reality of change, not to squash the vision, but to 

create flexibility for the possibility of change. 

Interests, Abilities, and Values 

During childhood, a goal of career practitioners, teachers, and parents is 

to present enough opportunities for children to discover, or more accu- 

rately stumble upon, self-satisfying abilities and areas of interest. Ideally, 
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childhood would be pressure free. A shift during the middle school years 

moves toward purposeful exploration. External messages may relay expec- 

tations for the early adolescent to be future focused with some goals for 

adulthood in mind. The early adolescent is also motivated to self-_ 

aisage in JUNO that lead to postive sali, about ane fe 

and eternal motivators exist for the eae i dolescens. What makes mov- 

ing toward mastery even more likely is that the early adolescent typically 

doesn’t have to start from scratch. Many of the areas of interest and abili- 

ties are extensions from childhood (Grutter, 2000). Early adolescents 

who are not discovering interests and abilities may feel behind their peers 

in their development (Brown, 1998). 

Struggles between interests and abilities may include a lack of alignment, 

an unrealistic awareness of the connection between education/training and 

an occupation, or discovering likes that differ from parents (Grutter, 2000). 

Grutter suggests that many early adolescents have goals that are not con- 

sistent with their abilities. For example, the young person who wants to work 

for NASA but is taking lower-level science and math classes may need help 

recognizing realistic limitations, but also needs encouragement at the same 

time. On the other hand, a young person with high ability may plan for an 

occupation because it is easy or expected, without thoroughly considering 

personal preferences. Finally, supporting students who have reasonable in- 

terests in areas their parents do not favor can also be challenging but impor- 

tant. Working with middle school students, career counselors walk a fine line 

between encouraging career projections while at the same time slowly 

and strategically introducing realistic considerations without overwhelming 

or discouraging the young person. 

In regard to values, middle school-aged children are preparing for an 

identity crisis that ends with an emerging adult identity (Erikson, 1968). 

An adolescent’s internalization of values may vary from his parents, and these 

emerging values will guide the decisions and behaviors. No longer do chil- 

dren simply follow adults; adolescents base behavior on personal beliefs. 

Grutter (2000) states, “As an identity is shaped that is separate from the 

parents, values begin to emerge as major determinants of behavior” (p. 283). 

Exposing students to a wide variety of pro-social and pro-self values is para- 

mount for adolescents to achieve pro-social identities. 

The goal of exposing this age group to a variety of values involves the 

need for the early adolescent to learn examples of desirable values and to 

learn a vocabulary for self expression. Ethically bound dilemmas or exercises 

allow students the experience of making choices and applying different val- 

ues, while getting to avoid the actual consequences. 2 

« 
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Box 13.3 Exposing Youth to Careers 

Goals: NOICC (1992): Skills to interact 

with others. Knowledge of skills neces- 

sary to seek and obtain jobs. 

Understanding how work relates to the 

needs and functions of the economy 

and society. Understanding the proeess 

of career planning. Skills to make deci- 

sions. Gysbers & Henderson (2000): 

Assess how enacting personal responsi- 

bilities impacts others. Learn about non- 

verbal communication. Focus on how 

communication impacts problem solv- 

ing. Make connection between knowl- 

edge and adult work experiences. 

Identify nonschool opportunities for 

learning. Project self into the future. 

Teach students how to break down a 

task into steps. 

Foaud (1995) developed the following 

six-week program to expose students to 

math and science occupations; however, it 

could easily be extended to each of the 

Holland domains, with each six-week pro- 

gram covering one of the domains. Please 

note how the children are given choices 

and are socialized into the adult world of 

work. 

First, a logo contest was held to pre- 

pare students for the upcoming program. 

The winning student’s logo was made into 

buttons and posters. Next, there was a field 

trip to a local university. Students were 

given a tour of the school, and a professor 

of physics did a presentation called 

“Science can be Fun.” If covering each 

Holland domain, a faculty from other spe- 

cific majors could describe related career 

opportunities. 

Week 1: Classroom introduction to specific 

fields within a domain. Classroom dis- 

cussion about the field is held. Students 

are taught career-specific vocabulary. 

Audiovisual presentations, reading 

about specific careers, and creating a 

bulletin board all serve to inform the 

students about related occupations. 

Students then help to brainstorm about 

local businesses that could provide live 

observation opportunities. 

Week 2: Some field trips contain one tour 

for all students, and other field trips 

entail multiple mini-tours at which stu- 

dents choose the destination. Field-trip 

specific exercises are assigned as 

homework. Thank-you notes are writ- 

ten and sent to the businesses. Parents 

are invited to participate on the field 

trips as chaperones. 

Weeks 3 and 4: Students develop of list of 

speakers they would like to invite to 

the school. Students then choose to at- 
tend two of the eight presentations 

lasting 30-40 minutes. Students pre- 

pare questions ahead of time and are 

taught how to ask them. In addition, 

appropriate behavior is discussed. 

Finally, thank-you notes are written and 

sent. 

Week 5: Students who are interested in 

specific occupations are given an op- 

portunity to shadow a professional for 

one half day. Appropriate shadowing 

behavior is taught. Students are given 

worksheets that provide additional in- 

formation about the career and a fol- 

low-up form for evaluating the 

experience. 

Week 6: Students and teachers get together 

to evaluate the program, the speakers, 

the field trip, and the shadowing exer- 

cise. The hope is to identify those ex- 

periences that are worth repeating and 

those that are best avoided. 
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Box 13.4 Values Clarification Exercise | 

Goals: NOICC (1992): Knowledge of the 

importance of growth and change. 

Knowledge of the influence of a posi- 

tive self-concept. Skills to interact with 

others. Knowledge of the interrela- 

tionship of life roles. Gysbers & 

Henderson (2000): Assess how enacting 

personal responsibilities impacts oth- 

ers. Look at people in immediate envi- 

ronment and how each has his own set 

of responsibilities. Make connection 

between knowledge and adult work 

experiences. Introduce the concept of 

having control over one’s self and life- 

style choices. Be able to identify likely 

feelings in various situations. Begin to 

predict how one would feel in possible 

situations. Assess how attitudes and val- 

ues affect actions. Make connection be- 

tween values and life-style. 

In addition to the values exercises in the 

technique/assessment chapters, here is an 

interesting group or individual project 

Johnson, 1990). Students have 20 minutes 

to pick the six people who will be allowed 

to escape some horrible catastrophe. Only 

six can go, and here is the list: 

A male bookkeeper who is in his early 

thirties 

The bookkeeper’s wife who is six 

months pregnant 

An African-American, second-year med- 

ical student who is also a political 

activist 

A famous historian-author in his early 

forties 

An actress who can sing and dance 

A female biochemist 

A Rabbi in his mid-fifties 

A male Olympic athlete who is skilled 

in all sports 

A female college student 

A police officer with a gun 

This exercise is multileveled. First, why 

does an individual pick some people over 

others? Why is education valued but not 

dancing or singing, or vice versa? Is age a 

factor for preferential treatment? Is there a 

priority set for some occupations? Second, 

how do the students agree and disagree 

with each other? Do some students get 

steamrolled or are they steamrollers? The 

interpersonal interaction is valuable infor- 

mation about the self. 

EARLY ADOLESCENCE AND THE EXTERNAL SIDE OF THE DIAMOND 

Role of Parents and Teachers 

It is common knowledge that many researchers have found SES differences — 

in educational and vocational achievement. Ginzberg (1972) writes, “Children 

born into low income families have relatively little prospect of developing 

and accomplishing an occupational goal that requires graduating from col- 

lege or professional school. The exceptional person can make it, but the vast 

majority will be unable to surmount the multiple hurdles along the way” 

a 
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Box 13.5 Values Clarification Exercise Il 

Goals: NOICC (1992): Knowledge of 

the importance of growth and change. 

Knowledge of the influence of a posi- 

tive self-concept. Skills to interact with 

others. Knowledge of the interrela- 

tionship of life roles.Gysbers & 

Henderson (2000): Assess how enact- 

ing personal responsibilities impacts 

others. Look at people in immediate 

environment and how each has her 

own set of responsibilities. Make con- 

nection between knowledge and adult 

work experiences. Introduce the con- 

cept of having control over one’s self 

and life-style choices. Be able to iden- 

tify likely feelings in various situa- 

tions. Begin to predict how one would 

feel in possible situations. Assess how 

attitudes and values affect actions. 

Make connection between values and 

life-style. 

Lewis (2000) offers another values 

exercise that has been modified to fit 

within the middle school population. 

What is important is not the actual per- 

son(s) the student selects, but why that 

person(s) was chosen. The skill in this 

exercise is to be able to listen for the 

meta message. 

Students are given a list of people and 

told they face a very serious situation. The 

students are told that the situation is per- 

sonal but the circumstances are not 

described. As they think about very im- 

portant issues in their lives, who would 

they seek council from and why? Is this 

person male orfemale? How old is this 

person? What would the outcome be? 

Knowing the interests of particular stu- 

dents may offer clues to generate addi- 

tional questions to draw out the students’ 

values. 

A university professor who is an ex- 

pert in this area 

A teacher with whom the student feels 

very comfortable 

An adult family member 

A family member in his/her teenage 

years 

A peer who has gone through this 

before 

A friend whom the student really 

trusts and likes 

A religious leader such as priest, 

minister, or rabbi 

A physician 

Other 

If the students say it depends upon the 

issue, they are missing the point. Who do 

they see in their daily lives as being impor- 

tant advisors when dealing with big issues? 

Career practitioners need to resist the urge 

to give an example of a personal issue. In 

addition, some students may want to get 

help from multiple people. This is just 

fine. Have the student mark a percentage 

by each person they choose Cdeally it will 

add up to 100). Notice that the list ranges 

from impersonal experts to very personal 

confidants. Note that the age range is from 

a peer to a potential elder. Gather this 

information as they talk about their 

choices. 
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Box 13.6 Understanding Finances 

Goals: NOICC (1992): Understanding 

how work relates to the needs and 

functions of the economy and society. 

Knowledge of the benefits of educa- 

tional achievement to career opportu- 

nities. Gysbers & Henderson (2000): 

Understand how decisions made by 

others (e.g., school) can impact them. 

Connect past decisions to present be- 

haviors. Learn how to predict an end- 

ing per alternative choice; then choose 

the best alternative. 

Divide students into groups of five or 

six. AS a group, students identify occupa- 

tions of varying financial levels. Following 

random assignments of one occupation to 

each student, the students begin to earn 

the amount of money that is realistically 

appropriate. A draw bag contains labels for 

negative events that can occur, such as sick 

child, cannot work, laid off, home or car fe- 

pair. Similarly, some positive events are in- 

cluded, such as promotion, bonus, get an 

extra part-time job. 

Use the newspaper to identify the cost 

of buying a home or renting and groceries. 

Estimate utilities (may even have students 

interview their parents about the cost of 

their utilities). Students must manage a 

home, deal with child care, buy groceries, 

keep vehicles working, and plan for 

leisure/vacations. Regardless of the income 

level, bills must be paid on time. Obviously, 

some students with higher paying occupa- 

tions could sell their belongings and buy 

cheaper cars or homes when emergencies 

occur. It will become clear that minimum 

wage occupations do not provide a living 

wage. You may also want to allow them to 

use credit cards to furnish their home or 

go on vacations. Then have them deal with 

the extra payments. Some research may be 

needed to make the financial numbers re- 

alistic for the local area. 

(p. 173). Sadly, this sentiment is supported 30 years later by Blustein et al.’s 

(2002) work with high-SES and low-SES adolescents, who, by the way, were 

similar in intelligence and motivation levels. 

On the other hand, Keith et al. (1998) studied over 15,000 students 

and found that parental involvement in the 8th grade strongly predicted 

academic achievement in the 10th grade. This relationship was more impor- 

tant than SES or previous school performance and was significant for African 

Americans, Caucasians, Native Americans, and Asian Americans. Furthermore, 

Bell, Allen, Hauser, and O’Connor (1996) report that parental pressure to 

achieve academically and vocationally surpassed family SES in impact. 

Basically, parents need to be involved in their children’s schooling. Career 

programs for this age group could include strategies for; (a) building rela- 

tionships between teachers and parents, (b) having teachers create home- 

work assignments that include parents, (c) teaching parents how to help 

, 2 

. 
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their children at home, and (d) getting parents involved and invested in 

the goals of the school (Eccles & Harold, 1993). 

Rather than determining specific occupational choices and risking 

abe foreclosure, Grutter (2000) suggests aid g adolescents i mm 

-cusing the ir career interes ta time (by early adulthoc hose interes 
ow; stabil ize and the i d: vidual wi ve fl ity meee eet ad 

However, Grutter also notes that some adolescents will enter the work force 

right out of high school and may need assistance in identifying and devel- 

oping marketable skills. The process of identifying skills may make it clear 

to the adolescents that postsecondary training will be needed whether fur- 

ther schooling is considered desirable or not. 

Time with Peers Versus Parents: Experiencing the External World 

Adolescents spend less and less time with their parents and more and more 

time with peers, and this has direct implications for career development. 

The average American teenager spends all day in school plus an additional 

18 extracurricular hours a week with peers (Fuligni & Stevenson, 1995). 

Seniors in high school spend less than 15 percent of waking hours with fam- 

ily (in India, it is about 40 percent) (Larson & Verma, 1999). Anywhere from 

two to six million school-aged children are alone at home until the adult 

work day is over (Berman, Winkleby, Chesterman, & Boyce, 1993; Richardson, 

Radziszewska, Dent, & Flay, 1993), and between the 5th and 6th grade, chil- 

dren begin to self-disclose more to friends than parents (Buhrmester, 1996). 

Such a limited amount of time with nonschool-related adults does not offer 

much time for exposure to various occupations. School may be the major 

source for adolescents to gain an awareness of the world of work. 

Early adolescents are, however, gaining experience with the external 

world (Grutter, 2000). Students spend the night at friends’ homes and ob- 

serve how other families discuss the world of work; they go to the oo or 

OS budget money | for: ems and food. Basically, € early adc escent is 

sta , ar id experience ‘consequences in ways — are 

Introducing decision-making skills is appropri- 

Exposing teenagers to various occupational opportunities requires a 

well-designed career education program that is developmentally appropri- 

ate, informative, and interesting. Career counselors can expand the focus 

_ of early adolescents by asking questions such as,“Thinking of your parents 

and older siblings, extended family, friends’ parents and older siblings, are 

there any jobs that capture your interest or ones you dislike?” Early adoles- 

cents can learn a great deal by observing adults and asking about jobs. A va- 

riety of class projects can be created based upon this age group’s daily 
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SUMMARY 

exposure to adults. Because some unrealistic beliefs about adulthood still 

occur, respecting opinions expressed while suggesting further considera- 

tions can stimulate career exploration. 

. 

The middle school years are about transition, Transitioning from child- 

hood fantasies to adult realities. Transitioning from prepubescence toward 

sexual maturity. Transitioning from concrete operations to formal operations. 

Transitioning from the nuclear family to the world of peers. These transi- 

tions iS ce are SOUOUALy ule socially smooth, but they serve the purpose 

x vidual identity development. Career counselors can aid in 

the transitory eed et laying the Herre for adult decision making and 

preparing the early adolescent for the first big decision: college or vocational 

training tracks in high school. Students envision the future through dreams, 

but those dreams need to become increasingly realistic. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. The first diamond 

A. The first true future focus 

1. Preparing one’s self for college preparatory or vocational 

preparatory classes 

2. Thinking about skills for first job 

3. Fantasy of self as an adult is somewhat reality based 

II. Cognitions 

A. Abstract thinking 

1. Thinking about the potential, the possible, and imagining all 

that could be 

2. Idealistic and critical 

Inexperienced, which leads to interesting conclusions 

4. Imaginary audience: every one thinks about me as much as I 

think about myself 

5. Personal fable: 1 am unique and special, and the world will 

turn out differently for me 

Ill. Gender and SES 

A. Gender 

1. Increased pressure to engage in sex-typed behaviors (worse 

for females) 

a 
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2. May artificially pick sex-specific careers to avoid criticism 

from peers 

3. School needs to avoid sex-typing careers or classes. 

B. SES 

1. Adults may have lower expectations for low-SES families 

2. Low-SES students may be placed in lower-level courses 

IV. Ethnicity: Cross’s Model 

A. Racial Identity 

1. Middle school students are able to “encounter” and under- 

stand racial barriers 

2. Awareness may lead to an anti-White and anti-selling out 

identity 

3. Professionals want to set the stage for the internalization 

stage and avoid the anti-White identity 

V. Identity 

A. Marcia 

1. Identity foreclosure occurs when a teenager makes a deci- 

sion that is handed down by another, but is not personally 

committed. 

2. Identity achievement occurs when a teenager chooses and 

personally invests in commitment after experiencing a crisis. 

3. Identity moratorium is the place after a crisis but before a 

commitment. " we 

4. Identity diffusion is a lack of commitment that may be due 

to a lack of a crisis (Normal) or a lack of interest (problem- 

atic). 

5. Students may be diffused in one area, have achievement in 

another, and be in moratorium in yet a third area (expect 

this). . 

B. Grutter 

1. Foreclosure in career leads to a default decision. 

2. Low achievers default due to a lack of awareness about ca- 

reer options. 

3. High achievers can default due to parental or societal pres- 

sure or pursuing what is easy. 

4. Default choices limit skill development, which is important 

for dealing with the global economy and guaranteed 

changes in the future. 

VI. Interests, Abilities, and Values 

A. Interests and abilities 

1. Begin to align the two domains 
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2. May see interests as unrealistic due to limited abilities 

3. May not understand which abilities to develop or to what 

extent 

B. Values 

1. Teach vocabulary for values 

2. Provide examples of pro-social values 

3. Have exercises in which students apply values in decision 

making 

VII. Role of Parents and Teachers 

A. Parents 

1. Be involved with child’s schooling 

2. Pressure child to academically do well (healthy pressure 

only) 

B. Teachers 

1. Build bridge to parents 

2. Have homework that involves parents 

3. Teach parents how to help child at home 

VIII. Time with Peers versus Parents: Experiencing the External World 

A. Parents 

1. Rapidly decreasing time and sharing of personal information 

since 5th grade 

2. Make family time to be with child(ren) 

B. Peers 

1. Allows teenager to see how others survive and prosper 

2. Begins shift toward peer-based world 

3. Career practitioners can use this experience to expand Ca- 

reer awareness 

EXERCISES 

Research and Role Play: 

Goals: Introduce the idea that current decisions are connected to the 

future. Connect education and training to desired future. Introduce 

the need to plan now for the next step of high school. Introduce the 

adult financial world. 

Students are to gather want ads (newspaper or online), utility bills, home 

listings, housing rental ads, monthly car payments, insurance quotes, monthly 

food expenses, and any other important monthly bills. Have the students gen- 

erate monthly overhead estimates for various income levels. (This is a good 

small group project. Have each group pick a different income range.) Then 
8 
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CHAPTER 14 

_ Career Development in 
High School and Late 
Adolescence/Young 
Adulthood 

Some students go to college. All students go to work. 

Kris Gossom 

may independently or consecutively apply to a young person. Middle 

adolescence consists of the high school years, those of 14-18. The 

teenager is on the verge of entering the adult world of work, and current 

decision making has an important impact on future career directions. Late 

adolescence may last until age 24, include continued training (e.g., post-sec- 

ondary education or an apprenticeship), and delay the responsibilities of 

adulthood. For many, however, adulthood begins at 18 and includes employ- 

ment in a profession (e.g., entry level management in retail or the food in- 

dustry), setting up a household, and beginning a family. 

Career counselors are charged with assessing clients in the 18-25 age. 

group as to whether they fit more into the late adolescence or early adult- 

hood group. Furthermore, because the ages 18-25 represent a transition out 

of high school and into the world of work, most clients will have needs 

across both domains. This chapter is divided into two sections, but the heav- 

iest focus is on middle adolescence as Chapter 15 will take a full look at 

adulthood. 

ate adolescence and young adulthood are overlapping stages of life that 

MIDDLE ADOLESCENCE: AGES 14-18 

Adolescence is an exciting phase. Getting a driver’s license and a car be- 

comes a reality. Forming adult, intimate relationships that could lead to mar- 

riage and a family occur with some frequency. Finally, being free from the 

rules and strict guidance of one’s parents feels exciting. It is a time of ide- 

alized logic and buoyant optimism (Santrock, 1999). It is also a time of de- 

cision making that can alter one’s life path. 

For children prior to high school, reflecting the reality of the adult 

world was too distant, and a fully realistic vision of the future was not 

= Yeo 
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the developmental goal. Both elementary and middle schools offer ca- 

reer services to establish conceptual and attitudinal foundations for later 

career choices. Although a transition to a more informed career focus 

can occur in middle school, early adolescence still contains elements of 

fantasy. High school is a different world. First, the adolescent has had some 

time to practice formal operations cognitive skills as per Piaget’s (1970) 

descriptors. Second, many adolescents are experiencing their first jobs, 

checking accounts, and monthly bills (e.g., car payment, cell phone bill, 

etc.). Third, the adult world is becoming ever more present, and even if 

adolescents are not ready for the adult world, time is signaling that the 

world is ready for them. 

However, high school is certainly not the last opportunity for making im- 

portant career decisions. The threat in a message saying “This is it. Figure it 

out or suffer for the rest of your life” is not appropriate or useful. 

Encouragement for creating an adaptable vision works best. Career coun- 

selors capitalize on the high school years by enhancing psychological devel- 

opment so young people can make the maximum contribution to society. 

Adolescents can deal with the anxiety of entering the adult world and learn 

how to integrate personal and external factors implicit in career identity. 

Society benefits by helping student maximize their potential through a 

process of identifying satisfying career pursuits that will bring economic in- 

dependence. 

THE NATIONAL CAREER DEVELOPMENT GUIDELINES 

(NOICC, 1992) AND A CAREER DEVELOPMENT 

PROGRAM FOR HIGH SCHOOL (GRADES 9-12) 

NOICC and High School 

This section contains the goals appropriate to high school-aged students. For 

an introduction to NOICC, please see Chapter 12. Within each age group 

(elementary, middle school, high school, and adult), three major areas are to 

be of focus: (a) self-knowledge, (b) educational and occupational exploration, 

and (c) career planning (NOICC, 1992). We are restricting our listings to the 

major categories; however, each major area has multiple goals. Each section is 

comprised of age-specific set goals, and readers are encouraged to obtain a 

full version. (Please see the NOICC, 1992 reference at the end of this chapter.) 

During the high school years, the development of competency grows in 

importance with actual occupational or educational exploration occur- 

ring. In addition, students should be able to find, evaluate, and understand 

various sources of career information. Ideally, students are learning how to 

prepare themselves for finding, acquiring, maintaining, or changing jobs/ 
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Table 14.1 NOICC Career Education Guidelines 

Educational and 

Self-Knowledge Occupational Exploration Career Planning 

Understanding the influence of Understanding the relationship Understanding the interrelation- 

a positive self-concept between educational achieve- ship of life roles 

Skills to interact positively with | Ment and career planning Understanding the continuous 

others Understanding the need for pos- changes in male/female roles 

Understanding the impact of itive attitudes toward work and kills in career planning 
growth and development learning (NOICC, 1992) 

Skills to locate, evaluate, and 

interpret career information 

Skills to prepare to seek, obtain, 

maintain, and change jobs 

Understanding how societal 

needs and functions influence 

the nature and structure of work 

Skills to make decisions 

education/training situations. This last point includes a realistic understand- 

ing of how work, the economy, and individual life-styles are interconnected. 

Finally, students are able to engage in career planning and decision making 

as seen in Table 14.1 (Lankard, 1991). 

Career Development Program 

This section contains the third and final installment of Gysbers and 

Henderson’s (2000) Life Career Derleome | pro ram for scr tee school 

system. Career counselors should immediat ly notice the sophistication that 

is apparent with the various tasks. The grade school years contained con- 

cepts such as introduce, but this part of the program So a 

Gfeiaed cranes ecouomic congrpraigampplcy. sca 
projec ‘into the adult world. In line with the two previ- 

ous sections, we have summarized and grouped the tasks together as op- 

posed to breaking them down by school year. Our hope is that career 

counselors will build or adjust the program to meet regional, city, or specific 

school needs and realities. 

Career Diamonds 

The Career Diamond (Figure 14.1) focuses on the primary decision for ado- 

lescents, which is applying for postsecondary training or finding work right 

after graduation. This diamond opens immediately into another diamond once 
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Box 14.1 

Part IV Career Development and Education 

Self-Knowledge and Interpersonal Skills 

i? Work on valuing unique characteristics 

and abilities. Assess how abilities de- 

velop. Learn to appreciate differences 

in self and others. End with encourag- 

ing uniqueness. 

. Acquire age-appropriate information 

and strategies for enhancing physical 

and mental health. 

. Begin with identifying when the stu- 

dent does and does not take respon- 

sibility for himself. Look at how he 

manages the environment. Assess how 

avoidance of responsibility interferes 

with success and how taking respon- 

sibility increases the likelihood of 

success. 

. Assess need for relationships with 

both peers and adults. Look at how his 

actions can impact how another per- 

son responds and treats the student. 

Look at family and social relationships 

and assess what is and is not working. 

End with an understanding of how we 

are interdependent upon each other. 

. Evaluate group communication skills. 

Learn how to use communication to 

help others and encourage problem 

solving. End with an assessment of cur- 

rent communication skills and strate- 

gies for continual improvement. 

Life Roles, Settings, and Events 

te Be able to identify unique study skills 

and how one approaches personal 

learning. Evaluate said skills and learn- 

ing, and look for opportunities of im- 

provement. Look at how such skills 

will aid/hinder her in the world of 

work. End with an evaluation of what 

Life Career Development: Student Competencies 
by Domains and Goals 

she currently learns and how ap- 

proaches to learning may change in 

her future. 

. Take a detailed look at taxation and 

government. Look at being a con- 

sumer, a consumer’s legal rights, and a 

consumer’s responsibilities. End with 

how citizenship and consumerism is 

an integral part of our economic 

system. 

. Assess how life roles, events, and spe- 

cific settings impact life-styles, and 

consequently, how life-styles can differ 

based upon changes in the above list. 

Assess how current life-style was de- 

veloped and how adjustments in life 

roles, events, and specific settings 

could result in a preferred life-style. 

. Look at how each student currently is 

affected by stereotypes. Assess the 

stereotypes of others around them and 

how those stereotypes limit their 

choices. Look at how personal stereo- 

types have changed over time. End 

with a focus on stereotypes and their 

impact on career identity. 

. Understand how current decisions can 

impact the future. Predict concerns 

that will arise with age. Prepare for 

being flexible in life roles and choices. 

End with a focus on how concerns are 

connected to situations and life roles, 

and how a change in one will change a 

person’s concerns. 

Life Career Planning 

1. Look at how workers need to cooper- 

ate when dealing with a large or diffi- 

cult task. Understand the need for 

workers to have laws or contracts that 

(continued) 

2 
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(Box 14.1 continued) 

protect them. Identify the rights and . Be able to describe why the creation 

responsibilities of workers. Predict of multiple alternatives prior to mak- 

changes in the rights and responsibili- ing a decision is important. Be able to 

ties of workers in the future. assess the varying levels of risk per al- 

Explain and rank order values. Give ternative. Describe the consequences 

personal examples of using attitudes paid by another person who made an 

and values to make a decision. Assess important decision. Have the ability to 

how personal values impact their » self-assess, make decisions, weigh con- 

decisions, behaviors, and life-style. sequences, and seek additional 

Be able to explain why it is important information. 

to understand one’s attitudes and . Be able to describe personal values, in- 

values. terests, and capabilities. Understand 

Look at past legal Beccions that im- why it is important to set realistic 

pact the students. Assess how others goals and work toward achieving 

make decisions. Predict how decisions them. Assess changes in values, inter- 

the students have already made will ests, and capabilities. Look at how one 

impact them in the future. Be able to has dealt with past goals and make 

use a formal decision-making process predictions for the future. 

effectively. 

Adapted from Gysbers and Henderson, Developing and Managing Your School Guidance 

Program (2000, pp. 327-334). 

high school has ended. Whether pursuing training/education or UES the 

late adolescent will confirm likes/dislikes and abilities, and increase 
edge ces orld of f wo rk. What was once fantasy will be day-to- ee rea ats 
The second diamond focuses on adjusting to the first decision. If the young 

person stays in the first full-time job, then how to advance in the field be- 

comes an issue. If a change is indicated, determining training needs or other 

DUS? becomes relevant. 

is typically S79 anal fie foundation is set. The world a work is becom- 

ing more and more realistic but is still permeable. Part-time jobs and a more 

accurate understanding of parents’ or other adults’ experiences allows the 

adolescent to gain some career understanding, ruling out some occupations 

while still considering others. However, until the young person participates 

in occupational activities, a dotted line indicates an inexperienced under- 

standing of the external world. 
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Personal: |’m pretty sure this is who Vision 1: Much more realistic vision. 
| am, | just haven't been tested by life May not want to share and/or own 
enough to know how I'll do when the \ | their visions with the world (middle 
going gets tough. adolescence.) 

External: Going to college, vocational Vision 2: Has a career identity. It is 
training, or work. May be chosen by realistic, but it is still permeable 
school or parents. This impacts personal (late adolescence). 
view. May have a vision about being a 
full adult in society. 

Figure 14.1. = 9th-12th Graders 

The first vision, which occurs in high school, can be quite realistic. Super 

(1985) finds that developmental patterns present in 9th grade boys corre- 

lated significantly with adult career behavior. Middle adolescents have an 

idea about what they would never want to do and are slowly narrowing 

down the options for what would be desirable. This vision may still have 

some unrealistic elements because the adolescent does not fully understand 

the amount of training/education or years of experience required. Yet, the 

adolescent, based upon a good sense of the self, can project into the future 

and imagine what life will be like when the goal has been met. This vision 

is a major motivator for career planning, encouraging the young person to 

tolerate disliked training, paying dues at the workplace, and exercising pa- 

tience. It is vital that career counselors assist high school students in form- 

ing a well-delineated vision full of detail and experiential imagery. 

The second vision refers to post-high school experiences that have re- 

duced or eliminated unrealistic beliefs about the world of work. Based upon 

actual experience, the late adolescent (ages 18-25, Arnett, 2000, refers to 

this as “emerging adulthood”) understands what it is going to take to achieve 

his career goals. Realistic planning can begin and a sense of pacing himself 

can be expected. In addition, the late adolescent may become more familiar 

with career options and have a greater understanding of occupational char- 

acteristics than the middle adolescent. Therefore, the late adolescent may 
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Box 14.2. The Career Diamond: Formal Assessment 

Goals: NOICC (1992): Skills to interact 

positively with others. Skills to make 

decisions. Skills to locate, evaluate, and 

interpret career information. Gysbers 

& Henderson (2000): Work on valuing 

unique characteristics and abilities, 

Learn to appreciate differences in self 

and others. Prepare for being flexible 

in life roles and choices. Assess how 

personal values impact their decisions, 

behaviors, and life-style. 

Students can take a personality instru- 

ment such as the Myers-Briggs Type 

Indicator, which is quick to administer 

and self-scoring. After the students have 

taken the MBT7T, but before they receive 

the results, a career practitioner can pro- 

vide a mini-workshop. The workshop in- 

cludes descriptions of each trait (E-I, S-N, 

T-E and J-P). Strengths and weaknesses are 

explained as well as how primary, auxil- 

iary, and tertiary scores impact the expres- 

sion of any given type. Finally, the different 

types are described. Students can guess 

what their type is and which domain is 

their primary, auxiliary, and tertiary. Then 

when students score the instruments, they 

can see how close their original guesses 

were. This is great fun, and the students 

are often surprised by how accurate the 

MBTI is. 
Students can also write a paper describ- 

ing their results. First, they describe their 

understanding of the MBT7I and their partic- 

ular type. Second, they provide evidence 

(thoughts, feelings, and behaviors) that ei- 

ther supports or contradicts the test results. 

Finally, they can project what their “type” 

would be like in the workplace and what 

kinds of careers would be attractive and un- 

attractive. 

Their second task is to take a career 

interest inventory like the Self-Directed 

Search. A career practitioner explains the 

theory behind an interest inventory and 

the different areas represented in the in- 

strument. Students can again predict how 

they scored. Using their “type” results, stu- 

dents analyze personality factors that 

might affect performance in each work 

domain (this forces applying the self to 

the external world). Finally, the instru- 

ments inventory results are reviewed and 

students consider their predictions in 

comparison. 

An important area for discussion could 

be the impact of high income and/or pres- 

tige in making occupational choices. How 

to deal with occupational demands that 

are not in line with personal strengths can 

also be discussed. Finally, it is vital that stu- 

dents gain the perspective that instru- 

ments are tools for exploration, 

instruments do not provide answers, and 

only they determine their career goals. 

change occupational choices,and the diamond immediately opens back up. 

These types of changes can suggest to the late adolescent that all career de- 

cisions are temporary, setting a useful attitude for later adulthood. For mid- 

dle and late adolescents, several Career Diamond processes may occur in a 

relatively short period of time. 
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MIDDLE ADOLESCENCE AND THE SELF SIDE OF THE DIAMOND 

Cognitions 

Adolescent thinking has several properties characteristic of the developmen- 

tal stage. First, adult thinking patterns are not fully developed because ado- 

lescents haven’t gained extensive experience. Second, just because 

adolescents can make informed, logical, and mature decisions in one area of 

life does not mean they can make similar decisions in other areas of life. 

lism and a ‘personal sense of uniqueness may lead to s: 
yut limited planning (Elkind, 1967, 1978). Career counselors can en- 

hance growth as thinking patterns mature and encourage career develop- 

ment. Middle adolescents start to identify some possible occupational 

choices and design a plan to determine whether they want to continue pur- 

suing original goals or to make a change. Changing goals need not be prob- 

lematic, especially given the career counselors desire to instill 

decision- ‘making skills and the I for ID ENING in wee global SSM 

thoices that have been made in some areas of life. The seasoned career prac- 

titioner helps the adolescents to see where they have been successful and 

assists them to generalize those skills to new domains of life. Recognizing 

how they made choices in other areas builds confidence and speeds up the 

learning curve Hons career MEIES making. 

tion programs Conia be designed using the Career Diamond along with 

the outline of questions found in the techniques chapter (Chapter 9). 

Decision-making curriculums can also include concepts such as planned hap- 

penstance, positive uncertainty, and informed opportunism as described in 

Chapter 6 on the global economy. Finally, teaching about decision making 

can include exploring unique ways individuals make choices, taking into ac- 

count intuitive methods as well as rational ones (intuitive clues may offer in- 

sights that can be rationally examined later). 

Although the steps to career decision making are often presented in a 

logical and rational manner, personal preferences and emotional leanings im- 

pinge in every phase of the process. If the focus is too logical, the deci- 

sion-making process is fatally flawed. The exercise in Box 14.3 is an example 

of how skills based on the reality of high school also teach skills for future 

career decision making. 
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Box 14.3 You Have Say in Your Immediate Future 

Goals: NOICC (1992): Understanding 

the relationship between educational 

achievement and career planning. 

Skills to make decisions. Skills in career 

planning. Gysbers & Henderson 

(2000): Look at how one manages the 

environment. Learn how to use com- 

munication to help others and encour- 

age problem solving. Understand how 

current decisions can impact the fu- 

ture. Be able to use a formal decision- 

making process effectively. 

Schlossberg (2001) designed the fol- 

lowing program to aid 9th graders in un- 

derstanding how choices in high school 

connect to the world of work, goal setting, 

and career exploration. The program con- 

sists of six 45-minute group sessions that 

span approximately two months. Notice 

how the skills taught can easily be general- 

ized to the world of work. 

to the ideas that: (a) the current and 

future world of work will change, (b) 

planning is important, and (c) it is pos- 

sible to have potential career goals 

based upon desired characteristics. 

Students receive a handout that looks 

at the shifting job market and makes 

predictions about future job needs. A 

second handout introduces students to 
the concepts of Data, People, Things, 

or Ideas as presented in the 

Dictionary of Occupational Titles. 

The third handout provides a grid for 

planning (one step leads to the next 

step), and it indicates the importance 

of planning. The weekly assignment 

has students interviewing an adult 

about his career planning and career 

missteps. 

Session 3: This session exposes the stu- 

dents to high school requirements, 

Session 1: The purpose of the program is 

explained, and students are organized 

into teams. Good listening skills are 

taught and modeled. Students then 

identify behaviors that would lead to a 

successful school experience as well as 

aid in making friends. The first team 

task is to identify learned behaviors and 

make suggestions for making friends. 

Second, potential student problems are 

presented, and the teams must generate 

a list of emotions and behaviors that 

could emerge. Next, the teams brain- 

storm about potential solutions and 

present them to the class. Finally, each 

student is asked to pick one positive be- 

havior and try it within a week’s time. 

Session 2: The goal is to expose students 

how to plan a four-year curriculum 

around interests while also meeting 

high school graduation requirements, 

and underscores the need to be re- 

sponsible for one’s future. Four hand- 

outs are given: (a) list of high school 

courses, (b) requirements for gradua- 

tion, (c) sample four-year plans, and (d) 

a sentence completion task. 

Counselors present information regard- 

ing the graduation requirements, and 

the teams compete to see who remem- 

bered the most points from the pres- 

entation. The second team project has 

students completing the following sen- 

tences and sharing the information 

with team members (e.g., I’m most 

happy when...; I’ve been successful 

at...). The entire class discusses the 

(continued) 
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(Box 14.3 continued) 

need to be responsible for planning 

and making decisions. There is a sec- 

ond counselor presentation on various 

school curricular areas, requirements, 

and electives. Students then mark what 

electives are most interesting. The 

weekly assignment is to prioritize elec- 

tives, evaluate personal academic 

strengths and weaknesses, and share 

their four-year plan with their parents. 

Session 4: This session introduces the 

availability of counseling services, con- 

nects decisions made about the first 

year of high school to the following 

years, and creates a tentative plan 

spanning the four years of high 

school. The three worksheets are: 

(a) a tentative educational plan 

spanning all four years, (b) an auto- 

biographical timeline containing im- 

portant life events, and (c) a sheet for 

assessing interests and strengths. 

Teams discuss, with help from wander- 

ing counselors, future aspirations and 

how current educational plans set the 

foundation for success. Counseling 

services are explained. A variety of fu- 

ture options ranging from enlisting in 

the military to vocational/technical 

Gender 

training to two- and four-year colleges 

are introduced. Finally, students are 

told about the local and national stan- 

dardized tests they will be taking 

while in high school. 

Session 5: Students choose the classes for 

the 10th grade. Students meet with a 

teacher in each subject who must sign 

a form ensuring the class is appropri- 

ate. Teams discuss reasons for and 

ramifications of changing four-year 

plans. The weekly assignment is to 

identify an area where the student de- 

sires improvement and an area in high 

school that will be fun and 

productive. 

Session 6: Students evaluate the program. 

Items include things they liked and dis- 

liked about the program, what they are 

looking forward to in high school, and 

what they are concerned about in high 

school. Teams discuss these various 

topics, and counselors answer ques- 

tions. Finally, students are encouraged 

to take charge of their high school ca- 

reer by accepting personal responsibil- 

ity, but also by seeking help when 

needed. 

Gender stereotyping is another area creating limits for career development in 

middle adolescence. Marsh (1989) found that adolescents differ in the way 

they judge their academic qualities. Consistent with cultural stereotypes, boys 

and girls evaluate themselves higher in gender-stereotyped domains. Schools 

may further support gender-stereotypes by reinforcing boys and girls who 

choose gender-specific classes, and school counselors may even advise stu- | 

dents to consider traditional occupations rather than nontraditional options 

(Eccles & Hoffman, 1984; Haring & Beyard-Tyler, 1984; Stipek, 1992). In the 

2 
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classroom, Henderson and Dweck (1990) found that math teachers were 

likely to say young women lack ability when they don’t understand concepts, 

whereas math teachers are likely to tell young men that poor performance is 

due to a lack of effort. Consequently, young women doubt their abilities and 

do not pursue careers in the area of math or science. In the last two years of 

high school, young women also reduce their participation in gifted programs, 

listing pressure from peers and parents and the attitudes of teachers and coun- 

selors as reasons for this decision (Read, 1991). 

Model programs suggest methods to motivate students regardless of gen- 

der. Mason and Kahle (1988) designed and implemented a program for 9th 

graders. First, science teachers who volunteered for the program were sen- 

sitized to overt and covert behaviors that send different messages to boys 

and girls. This was done via workshops where information and teaching ma- 

terials were distributed. In addition, hands-on activities taught the teachers 

how to create more exciting learning environments for all students. Over 

the course of the experiment, the teachers received visits, mailings, and tele- 

phone calls to help them achieve the goals of the program. The results 

showed that students who were in the experimental classrooms had more 

positive perceptions of science, engaged in more extracurricular science ac- 

tivities, and increased their interest in science-related careers as compared 

to the control group. Both boys and girls became better motivated. Such pro- 

grams require strong support by school districts as well as ongoing teacher 

training. 

It is clear that a high school can positively influence the expansion of 

career options. If students are not taking classes in the sciences and math 

fields, whether the student is male or female, some occupations may be 

forever closed to them. Career counselors can assist high school students in 

determining class schedules and school activities that are career specific but 

gender neutral. For example, to pursue many technical, science, or medical 

occupations, sequential math and science courses are needed. Another ex- 

ample might come from a liberal arts focus where foreign languages and/or 

advanced writing courses would be helpful. Also, extracurricular activities 

can aid in developing career skills and provide additional learning oppor- 

tunities (e.g., school newspaper, science club, etc.). 

A variety of role models within the schools can influence student atti- 

tudes. If students only see female English teachers and male math teach- 

ers, the school is sending a message supporting gender stereotypes, 

regardless of the rhetoric stating that girls can do math and boys can enjoy 

English. 

Extracurricular activities also provide an important piece for later career 

choice. Grant (2000) followed seven gifted females from high school through 
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college. He found that despite changes in their academic majors, tasks and 

skills they acquired from K-12 extracurricular activities remained consistent 

with their career aspirations. Although this sample is small, it does point to 

the importance of school experiences outside the classroom. Extracurricular 

activities provide opportunities to develop organization, delegation, listen- 

ing and following, and public speaking skills, to name just a few. Career coun- 

selors can help young people explore these experiences, building students’ 

confidence and making associations to occupational choices. 

Socioeconomic Status (SES) 

In regards to socioeconomic status (SES), Blustein et al. (2002) interviewed 

late adolescents from different socioeconomic backgrounds and found in- 

fluential factors affecting the career development of high school stu- 

dents. Two student groups were identified: high socioeconomic status 

(HSES), and low socioeconomic status (LSES). First, Blustein et al. found that 

both groups of late adolescents had “similar internal educational resources 

and barriers (e.g., motivation, and cognitive abilities), and were working in 

similar low-status, unskilled, low-paying jobs (p. 320). However, the HSE 

dividuals saw their current jobs as the means to prepare themselves for 

future opportunities. The LSES group viewed their current jobs as repre- 

senting the trap that would restrict them for the rest of their careers. To de- 

termine the source of the attitudinal differences, Blustein et al. investigated 

the students’ backgrounds. 

HSES individuals were more likely to have intact families with postsec- 

ondary educational and professional career experiences (who could offer 

advice about college and professional careers), acceptable housing and health 

care (not a distraction), and financial resources to provide support for fur- 

ther education. By comparison, the LSES individuals, despite having fami- 

lies who wanted to be helpful, were more likely to have little or no exposure 

to the professional world of work (parents have no experience and the ado- 

lescent has to make decisions alone), were struggling with issues of poverty 

(e.g., bad housing, lack of health care creating practical distractions), were 

more likely to be divorced or having relational disruptions (more distrac- 

tions), and were emotionally fragmented and overwhelmed by life circum- 

stances (still more distractions) (Blustein et al., 2002). Obviously, HSES 

parents are in a position to offer emotional, experiential, and financial sup- 

port, whereas LSES parents may have limited resources and may even need 

the support of their child in dealing with their own lives. 

Career counselors may need to be more available to the personal side 

of students who fall in the LSES group and be sensitive to disruptions that 

could distract students from focusing on career planning. On the other hand, 

2 
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career counselors should not assume that HSES students are disruption free 

because divorce and/or financial problems might be a factor for any ado- 

lescent’s career development. 

Ethnicity 

The United States is a diverse nation, and its schools clearly demonstrate the 

variety of peoples within its borders. The National Center for Education 

Statistics (NCES) reports that in 2001 public schools had the following 

racial/ethnic groups represented in significant numbers: (a) White, non- 

Hispanic 28.8 million ,(b) Black, non-Hispanic 8.1 million (c) Hispanic 7.7 mil- 

lion, (d) Asian/Pacific Islander 1.9 million, and (e) American Indian/Alaska 

Native .5 million (n.d.b). These statistics indicate that schools must be able to 

meet the psychological and educational needs of a variety of people. High 

school and college graduation rates can demonstrate how race and ethnicity 

affect educational achievement and hence career mobility. 

In 1997, the U.S. Census Bureau reported that 82 percent of all adults 

over 25 had Semesters high school, ame 24  DELCENE pad: a pacticlon s So 

CAL diploma. 

follow a Ai, trend wits 36 a of White, 21 percent = RISER Gl 15 

percent of Hispanic people completing a bachelor’s degree (NCES, n.d.a). | 

This trend places minority individuals at a continuing disadvantage when 

competing in the workplace. Because Whites pursue more education, they 

are better able to enter into higher paying, professional employment. Career 

counselors can adapt services to help all people maximize their potential, 

overcome barriers to occupational achievement, and make contributions to 

the diverse needs of the global economy. 

A second factor complicating the picture is diversity within groups. 

For example, different Hispanic populations have different high school grad- 

uation rates—73 percent of Cubans but only 51 percent of Mexican- 

Americans graduate from high school (Therrien & Ramirez, 2000). Career 

counselors need to become well acquainted with the different racial groups 

in their region to identify the unique needs of diverse school populations 

and to design specific programs to meet specific needs. 

Career counselors need to be able to: (a) assess the needs of their stu- _ 

dent population, (b) identify the unique and specific barriers for each group, 

(c) design multiple programs, (d) educate the administration and commu- 

nity on how to best meet those different needs, that is, selling the programs, 

and (e) implement those multiple programs. Again, quality programs require 
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Identity 

financial support and adequate staff; however, programs may have to be 

adjusted based on financial and staffing restraints, while trying to maintain 

a core of quality services. In school districts where funding is tentative, pro- 

viding evidence of success through program evaluations and describing high 

achieving graduates could provide the data to lobby for support for career 

education efforts. 
= 

Did you ever see an unhappy horse? Did you ever see a bird that had 

the blues? One reason why birds and horses are not unhappy is be- 

cause they are not trying to impress other birds and horses. 

—Dale Carnegie 

There is a misnomer in the way western culture looks at the process 

of becoming an adult. “Independence” is the cry, and self-sufficiency is the 

goal. Can a young person learn to live all by herself? The irony of adoles- 

cence is that in order to become independent of one’s family, one must be- 

come interdependent within society (Gysbers & Henderson, 2000; Scandura, 

2002). Few people in modern economies grow all of their own food, raise 

and slaughter their own animals, build and maintain a home, spin yarn and 

make all of their own clothes, and provide all of their own medical care. 

Obviously, no one is truly independent. We all rely on each other to play our 

part in society, and the combination of our joint efforts results in the wealth 

of items and services we take for granted. The goal of independence is bal- 

anced by recognizing interdependence. 

Erikson’s (1968) classic work, Identity, Youth and Crisis, describes the 

process of moving from childhood through adolescence to adulthood. 

Erikson’s approach portrays young adults maturing to a point where they 

make contributions to society; but the psychological focus emphasizes indi- 

vidual growth rather than interpersonal social development. A more realis- 

tic view recognizes that individual identity development is affected by the 

political or societal context that provides roles for young people who are 

entering adult society (Hoover, Marcia, & Parris, 1997). Both the individual 

and societal processes influencing adult identity will be considered in the 

following sections. 

Erikson (1968) observed and predicted that technological advances have 

and will continue to lengthen the time between childhood and adulthood. 

Recently, Arnett (2000) expanded the adolescent developmental period to age 

25. As adolescence is extended, it becomes a way of life that includes special 

rules for behavior, a specific generational style of language, types of dress, and 

specific interests. Adolescent life-styles reject the current adult way of life. 

& 
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Unless teenagers are choosing damaging norms or behaviors, exploring new 

social behaviors can be beneficial as new styles adapt to societal changes. The 

skills and norms practiced and refined by youth might define acceptable so- 

cial habits as the new generation comes into power. Career counselors can 

capitalize on teenagers’ creativity by helping them consider how some of their 

novel behaviors could influence the future. In addition, teaching adolescents 

to distinguish between comical norms that serve no social purpose and inter- 

esting norms that may point to future social progress is an important skill. Just 

think of Bill Gates or Michael Dell, who changed the way the computer indus- 

try operates. At one point, both of them were adolescents who envisioned 

technological improvements and later defined an industry that impacted the 

whole of society. 

One of the struggles for adolescents creating a new way of life comes in 

defining the self. Erikson (1968) wrote that teenagers constantly define, 

overdefine, and redefine themselves, and this process may include a ruthless 

comparison to others. The goal is to thoroughly test new ideas and old val- 

ues. Therefore, adults can expect adolescents to highly value an occupation 

one day and be totally turned off by it the next day. Such is the nature of ca- 

reer exploration as the adolescent begins to develop skills in analyzing why 

a specific occupation would be valued or not. The evaluative process fits 

nicely with the deciding phase of the Career Diamond, as the adolescent at- 

tempts to integrate a sense of self with the anticipated external adult world. 

A main goal of Erikson’s fourth stage (Industry versus Inferiority) is de- 

layed gratification. The older child learns to enjoy the process of working 

hard toward a goal. When the goal is achieved, then an even greater joy may 

be experienced. Career counselors can encourage this important founda- 

tional block. Especially relevant is the integration of the past and future that 

Erikson (1968) found to be so important during adolescence. He wrote that 

teenagers must integrate who they were as children and who they will be- 

come as adults. The process is further complicated by the teenager’s suscep- 

tibility to the perceptions and expectations of others. Erikson indicated that 

the adolescent might struggle with feelings of being a baby and at the same 

time feel elderly. On the one hand, scared of change. On the other hand, 

excited and eager for change. When an adolescent becomes trapped within 

this dichotomy, Erikson described the young person as living life as if en- 

cased in molasses. 

Erikson (1968) portrayed some teenagers as showing a snobbish hos- 

tility toward society and projecting an attitude of being above or beyond so- 

ciety. Such an adolescent stance is not a productive way to create belonging 

nor does such an outlook include an attempt to gain a sense of mastery. 

Erikson also noted that some teenagers demonstrating alienated attitudes 
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might come from wealthy families. Because the adolescent has been asso- 

ciated with the parents’ accomplishments, an identity based on one’s own 

achievement might be difficult to come by. Furthermore, the adolescent 

might have received many unearned rewards. Career counselors need to 

be sensitive to teenagers who have highly successful parents and who may 

feel like they live under a long shadow. A negative identity might solve the 

psychological dilemma of those who have been privileged. On the other end 

of the economic scale, poor teenagers may think their efforts will never be 

rewarded and the only way they can escape poverty is also through a neg- 

ative antisocial identity (e.g., drug dealer). Career counselors can help 
teenagers at risk of developing a negative identify by facilitating visions of — 

pro-social careers where unique talents are rewarded and a legacy of mis- 

taken attitudes is overcome. 

Finally, many teenagers just want to be unique. Erikson (1968) found 

that some adolescents appeared to avoid or sabotage opportunities for suc- 

cess. He wrote that these adolescents absolutely resist success because it 

robs them of their chance to be different. The 1980s heavy metal group Skid 

Row captures this sentiment in the song Youth Gone Wild. One stanza is: 

Boss screamin’ in my ear about who I’m supposed to be. 

Getcha 3-piece Wall Street smile and son you'll look just like me. 

I said, “Hey man, there’s something you ought to know. 

I tell ya, Park Avenue leads to skid row.” 

This song describes a young person who has a successful job where profes- 

sional attire and manners are needed, yet he is willing to throw it all away 

because he sees the poor and downtrodden living on the edge of Wall Street 

wealth. The pro-social concern for others fuels a desire to reject the social 

system. Counselors can offer clients release for such existential angst and 

support the unique expression of a human struggle to come to terms with 

society’s inequities. 

Hoover, Marcia, and Parris (1997) view the formation of identity not as 

an individual process, but as an interaction between a powerful culture and 

a malleable individual. For example, when asked who one is, most people 

answer with their vocation or avocation. Because society has attached sta- 

tus to these domains, people can imply all sorts of things about the self. 

Hoover, Marcia, and Parris posit that political systems institutionalize the pro- 

cedures and polices that allow for identities (e.g., vocations) to serve the 

common good. As individuals choose an established role that fits their in- 

dividual preferences, they obtain the status that goes along with the role. 

This brings up the irony of teenage rebellion. As the adolescent rejects es- 

tablished adult roles and is a “nonconformist,” that adolescent typically is 

2 
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conforming to a teen subculture (e.g., punk rock, gangsta rap). Hoover, 

Marcia, and Parris cleverly point out that a person cannot be unique all by 

one’s self. In order to be unique, one has to have norms with which to dis- 

agree and other people to recognize the uniqueness. 

Even more importantly, Hoover, Marcia, and Parris (1997) describe iden- 

tity as a bonding between the self and society. Considering “Who am I?” in- 

cludes the person’s communal culture. Identity only exists in comparison to 

and in connection with others. For example, a person who works on a widget 

assembly line is more’than just a warm body. That person allows for the rest 

of society to have and use widgets. Work, even unskilled labor, is more than 

just a product. It is the way adults take care of each other. A way for adults to 

let other people know they are important and valued. 

Hoover, Marcia, and Parris (1997) state, “Individual choices are cued, 

shaped, and constrained by powerful influences emanating from social forces 

great and small” (p. 45). Why is this so? Because humans are naturally so- 

cial in nature. We need to belong. Therefore, society has the power to sup- 

port or disrupt attachments at the individual, family, or social level. For 

example, some corporations regularly move employees from place to place, 

which disrupts family and social attachments. By comparison, some com- 

panies define their organizations as family, make contributions to the com- 

munity, and organize social events entertaining employees. 

Finally, parents play an important part of the formation of identity. 

Hoover, Marcia, and Parris (1997) suggest that parents may be admired by 

their adolescent children who yearn for parental acceptance but experi- 

ence only the void of parents’ absence given long working hours. This lack 

of contact, which appears to currently be supported by society, further 

enables teenagers to develop a way of life that is different from adult- 

hood. Adolescents cannot emulate adults if they never see them. Also, 

adolescents have little opportunity to observe their primary role models 

performing career tasks, which further hampers the transition from adoles- 

cence to adulthood. Career counselors can be very helpful by providing 

role models and by thoroughly discussing what students observe. Bringing 

in community speakers, setting up job shadowing or internships, and 

helping teenagers to research careers promotes identity development. 

Actively engaging learners increases the likelihood of students retaining 

and inculcating new concepts and skills. One idea would present teenagers 

with problems commonly faced in a work environment that captured their 

interests. Students brainstorm solutions, and then a professional from the 

field could evaluate their suggestions (e-mail communications could facili- 

tate the exchange). Such exercises can build bridges between the here-and- 

now and the future. 
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INTERACTION OF THE INTERNAL AND EXTERNAL 

Interests, Abilities, and Values 

Middle adolescence sees a narrowing of interests, a prioritizing of future 

training, the ownership of values, and the struggle between values and in- 

terests (Grutter, 2000). Much is happening in a short period of time. 

Grutter (2000) writes that young people attempt first to align interests 

and abilities. That is, students identify what they enjoy and then assess 

whether their abilities are sufficient for success. If an alignment occurs, the 

adolescent has a career area to pursue. If the abilities are not sufficient, then 

a different career area needs to be identified. Through this process of ex- 

ploration and assessment comes a natural narrowing of interests (Grutter, 

2000). 

Adolescents also evaluate the values handed down by society and par- 

ents and accept, modify, or reject them. Kohlberg (1 976, 1986) describes the 

process of personalizing values as postconventional moral reasoning. The 

person takes ownership of values and further solidifies the personal aware- 

ness that is so important to career development. 

The narrowing of interests and ownership of values can lead to con- 

flicts between the internal priorities and external requirements (Grutter, 

2000). For example, the student may be interested in material wealth but 

values service-oriented occupations. On the one hand, highly lucrative ca- 

reers may require competition and a focus on the financial results versus 

the human impact of various decisions (e.g., such as laying off people). 

On the other hand, the student may value cooperation and helping others 

and dislike competition. An important part of adolescence is resolving in- 

terest and value conflicts in a way that allows the adolescent to move for- 

ward in career development. Some sacrificing will occur, and the integration 

between the internal and external narrows the diamond toward closure, for 

the time being. 

Grutter (2000) recommends that adolescents continue to consider align- 

ment issues over time. Career counselors can monitor students who become 

stuck and are unable to align interests and abilities or resolve value and in- 

terest conflicts. In these struggles and with new experiences in the exter- 

nal world (part-time work, volunteering, or internships), career maturity 

develops. 

The following examples describe how and why some middle and late 

adolescents step out of career development (Grutter, 2000). F t, the stu 

dent may miss the connection between education and a specific career. The 

student stops working in school or elsewhere and blocks ability enhance- 

ment. Second, some students may struggle with the reality that what they — 

8 
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would enjoy doing will not pay the bills. For example, very few can get paid 

to test video games or be a professional athlete. Third, the adolescent may 

want the perfect job. Most teens do not have the training or experience to 

work in their perfect job. They will have to learn to work in related activi- 

ties that bring them closer and closer to what they envision for their ideal 

future. Finally, adolescents may overestimate their worth, appear superior to 

coworkers, and demonstrate a lack of the teamwork skills, thus thwarting 

advancement. Career counselors can help students anticipate these strug- 

gles and prepare therh for success. 

The Career Diamond of middle and late adolescence is more than just a 

decision point for taking time off, technical training, or going to college. It can 

be a turning point for personal commitment. Grutter (2000) describes youth 

as a place where a sense of purpose can be developed. She wrote, “It’s the dif- 

ference between ‘having a mission in life’-—and seeing how work relates to 

that mission—and just having a job” (pp. 285-286). Fully examining interests, 

abilities, and values is very important. Career counselors who relay a critical 

sense of the importance of self examination will encourage clients who are 

willing and capable of engaging in the process. 

Finally, self-examination also prepares students to excel in interviews. 

The language the adolescent develops around interests, abilities, and val- 

ues lends itself to specific descriptions about who one is and what one is 

good at.“The more specific they can be about who they are, what they want, 

and what they’re good at, the more likely it is that employers will be inter- 

ested. The ‘whatever job you have available’ approach falls on deaf ears in 

most employing organizations” (Grutter, 2000, p. 288). 

MIDDLE ADOLESCENCE AND THE EXTERNAL SIDE 

OF THE DIAMOND 

Role of Parents 

Many adolescents have seen their parents’ failures. They have heard descrip- 

tions of missed opportunities and have seen their parents suffer due to down- 

sizing, being fired, or the company moving out of state or out of the country. 

Some adolescents have vicariously experienced their parents’ job trans- 

fers, mistreatment from employers, and difficult dynamics among cowork- 

ers. Many adolescents live in nice homes and drive nice cars but never see 

their parents because parents are working long hours. To intensify a bleak 

picture, adolescents may have older siblings, cousins, neighbors, or friends 

who have gone to college, graduated, moved back home, and found jobs well 

below their abilities and educational preparation. 
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Box 14.4 But | Can Be Anything | Want—What Now? 

Goals: NOICC (1992): Understanding 

the impact of growth and develop- 

ment. Understanding the relationship 

between educational achievement and 

career planning. Skills to make deci- 

sions. Skills in career planning. Gysbers 

& Henderson (2000): Assess how 

avoidance of responsibility interferes 

with success and how taking responsi- 

bility increases the likelihood of suc- 

cess. Learn how to use communication 

to help others and encourage problem 

solving. Be able to describe personal 

values, interests, and capabilities. Ex- 

plain and rank order values. Assess 

how personal values impact their deci- 

sions, behaviors, and life-style. Under- 

stand why it is important to set 

realistic goals and work toward achiev- 

ing them. 

Multipotentiality is the realistic ability 

to achieve in any number of career fields. 

Unfortunately, “You can be anything you 

want” can lead some gifted adolescents to 

being nothing at all. Kerr and Ghrist-Priebe 

(1988) developed a one-day career coun- 

seling intervention to introduce gifted stu- 

dénts to career decision making and the 

availability of counseling services. Of note, 

52 percent of the students requested addi- 

tional counseling services. Two months 

later, 55 percent remembered a specific 

goal they had set, 31 percent had changed 

their educational plans, and another 38 

percent reported the workshop helped to 

confirm their plans. 

Step 1: Students meet at college or univer- 

sity. Place students in gender balanced 

groups. After introductions are made 

and the day’s schedule is presented, 

students complete the Self-Directed 

Search (SDS), Edwards Personal 

Preference Schedule (EPPS), rank 30 

values (from a checklist), and answer a 

questionnaire about academic and ex- 

tracurricular activities. 

Step 2: Students choose a place on campus 

to visit and are guided by a college- 

Furthermore, teenagers spend less and less time with their families 

(Larson & Verma, 1999), which may suggest that iat gg | eS ETS 

the adolescent gains independence. However, assuming families have little im- 
é 

pact would be inaccurate. Penick and Jepsen (1992) found that family func- 
tioning is a stronger predictor of career development than gender, SE 3, and 

educational achievement. Specifically, parental pressure to achieve academi- 

cally and vocationally surpassed family SES in its impact (Bell, Allen, Hauser, & 

O’Connor, 1996). Family expectations also surpassed the influence of rela- 

tional disruptions (e.g., distant parents, divorce, etc.) (Blustein et al., 2002). 

Furthermore, Schultheiss et al. (2002) wrote that traditional career theory may 

not be fully accurate in assuming that career decisions are made at the indi- 

vidual level. Their research suggests that family members serve as central re- 

sources and are very important in the decision making of college students. 

Discussing what adolescents have seen and how they have made sense 

out of their observations may be important. Discouraging experiences may be 
. 
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student host. Next, students pick one 

course within their interest area and 

attend a class. 

Step 3: Lunch with counselors. Two to 

three students eat with a counselor 

and discuss the morning activities, 

their current academic preparation, 

and future plans. 

Step 4: Individual and group counseling 

sessions (after lunch), The individual 

sessions were 50 minutes and in- 

cluded: (a) a discussion of values, 

needs, and interests via interpreting 

the SDS, EPPS, and ranking of values; 

(b) identifying and clarifying student 

concerns (counselors used open-ended 

questions and communicated curiosity 

in the student’s interests); (c) under- 

scoring the need to set goals (goal- 

setting handout depicted a map 

indicating the need for weekly, 

to continue the process of career deci- 

sion making that had begun. 

The group session consisted of one 

counselor and four to seven students. 

Students describe specifics regarding 

the life-style they would like to live. 

Next, barriers to life-style goals as well 

as avenues for obtaining the goals 

were identified. The group discussion 

is facilitated by the counselors who 

also encourage the students to set high 

aspirations and provide information 

when needed. One of the techniques 

used has the students imagining their 

perfect workday 10 years in the future. 

Step 5: Conclude the day with a restate- 

ment of the purpose of the workshop 

and the hope that students will con- 

tinue to actively participate in the 

process of developing their career 

identities. Provide the students the op- 

monthly, and yearly steps to achieve 

goals); and (d) motivating the students 

portunity to anonymously schedule ad- 

ditional counseling sessions. 

a part of reality, but obstacles also present opportunities. Teenagers may need 

reminding that the future is yet to be written and flexibility is a must. Parents 

are major sources of emotional support. Even if financial and experiential re- 

sources are missing, a good parent-child relationship can free the adolescent 

to pursue her dreams (Kenny et al., 2003). If, however, the family is experienc- 

ing major disruptions, regardless of financial and experiential support, the ado- 

lescent may be consumed with strong emotion (e.g., worry, anger, hurt) and 

be unable even to consider career issues. Therefore, career services in high 

school need to include a realistic asséssment of the family (Hall, 2003). Both 

the family’s strengths (sources of support) and weaknesses (barriers to career 

development) can be honestly examined in a supportive atmosphere. 

One career intervention with families is a one-time psychoeduca- 

tional presentation that includes the importance of the family on career de- 

velopment. Alternatively, this could be written up in a small packet and sent 

home (available in both English and Spanish). The goal would be to teach 
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families how they can help and hinder their student’s career development. 

Recommendations could include ways for providing support to students as 

well as recognizing the impact of common family disruptions. Referrals (in- 

cluding sliding-fee-scale agencies) could be included for major concerns. 

Finally, the career practitioner may want to include information about the 

services available at the school. Career education packets send a message 

to the parents that career services are important and helpful and could serve 

as an invitation for active parental involvement in their students’ career 

development. 

A second career intervention ‘comes from Solberg, Close, and Metz 

(2002). They suggest that schools can design Web pages (English and 

Spanish) that direct parents to information about colleges, how to help their 

child study, and when and how to contact school staff about their child’s 

performance. Such attempts to include families in their students’ school lives 

underscore the importance of family influences for career development and 

serves as a bridge to the community that pays for career services. 

LATE ADOLESCENCE: AGES 18-25 

It makes little sense to lump the late teens, twenties, and thirties to- 

gether and call the entire period young adulthood. The period from 

ages 18-25 could hardly be more distinct from the thirties. 

—Arnett, 2000, p. 477 

A antes oT that 18-19-year-olds are in a position to make Ca- 

reer decisions for the rest of their life. First, many late teens are experienc- 

ing reduced parental control and/or independent living for the first time. 

Second, cultural milestones such as turning 21 are still a couple of years away. 

Many 18-19-year-olds are still living in the here-and-now and not realistically 

and seriously thinking about the future. Remember, age 25 is six to seven 

years away, the same distance between the senior year of high school and 

the 6th grade. The importance and relevance of education or training will 

become clearer as the late adolescent works and/or attends postsecondary 

educational institutions. 

Emerging Adulthood 

Arnett (2000) posits that adolescence does not end at 18-19 with adulthood 

immediately following. Instead, he describes the next seven years as emerg- 

ing adulthood, a transition between the two phases. This age group may or | 

may not attend college. If emerging adults do attend college, Arnett suggests 

that most students follow a nonlinear pattern (e.g., they take lances than | 
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Box 14.5 Simulating a Mini-World 

Goals: NOICC (1992): Understanding 

the impact of growth and develop- 

ment. Understanding the relationship 

between educational achievement and 

career planning. Understanding how 

societal needs and functions influence 

the nature and structure of work. 

Understanding the interrelationship 

of life roles. Gysbers & Henderson 

(2000): Learn to appreciate differences 

in self and others. Encouraging unique- 

ness. Look at how one manages the en- 

vironment. Look at how said skills will 

aid/hinder them in the world of work. 

Understand how current decisions can 

impact the future. Predict concerns 

that will arise with age. Prepare for 

being flexible in life roles and choices. 

End with a focus on how concerns are 

connected to situations and life roles, 

and how a change in one will change a 

person’s concerns. 

Similar to the popular video game 

The Sims, students follow a person 

through high school, postsecondary train- 

ing/education, and entrance into the ca- 

reer market. This exercise takes at least a 

semester and can last an entire year. 

Students write a paper about their fan- 

tasy person. This person should be realis- 

tic, have aspirations, interests, and hobbies 

(they can even assign the fantasy person 

an MBTI type). Meanwhile, the teacher 

creates random events cards. Some cards 

are positive, “You scored high on the SAT 

and received a full ride to the college of 

your choice”; some cards are neutral, “You 

work at a part-time job and save $3,000 
over the summer”; and some cards are 

negative, “A family emergency delays your 

plans for six months.” There needs to be 

enough number cards that students are 

exposed to a variety of situations. In addi- 

tion, it may be helpful to have different 

sets of cards for each stage: high school, 

education/training, and entering a career. 

Cards also include noncareer life events 

such as,“ Your car breaks down and it will 

cost $1,000 to fix it” or “You get married 
and have a baby.” 

A specific time limit is set (e.g., every 

two class periods represents one month 

for the fantasy person). Students draw 

one card and respond to it in writing (fun 

cards can be “Draw three cards and deal 

with everything”; “Draw three cards and 

pick the best one given your plans”; or 

“Draw three cards and pick the worst one 

given your plans”). When the next time 

period begins, a new card is drawn. An 

accelerated calendar can allow students to 

“live” through a couple of years in a short 

period. 

The true impact of this game comes 

from responding to the cards. Students 

write what they would do and predict 

the best- and worst-case scenarios. The 

teacher decides how successful responses 

are. It is highly desirable for students to 

ask other students’ fantasy person to help 

them so a cooperative community re- 

sponse to the problem can occur. It is 

important for the cards to have realistic 

events. It is even more vital for the 

teacher to be as realistic as possible 

when deciding what happens to a stu- 

dent’s fantasy person after they respond 

to each card. Every student needs to 

experience setbacks and positive 

surprises. 
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Realities of Late 

four years). Specifically, there will be periods of attendance, periods of nonat- 

tendance, and some combination of seeking an education while working. 

In middle adolescence, work is typically in the service industry, is not 

cognitively challenging, requires minimal skills, and serves the purpose of 

gaining spending money. By comparison, Arnett suggests that the emerg- 

ing adult will view current work as building a foundation for later work. It 

is during this period that work and identity come together. Questions 

emerge, such as:“What kind of work am I good at? What kind of work would 

I find satisfying for the long term? What are my chances of getting a job in 

the field that seems to suit me the best?” (Arnett, 2000, p. 474). 

Whether or not a young person is pursuing an education, this can be a 

time for trying out novel work experiences. Short-term job programs such 

as summer employment, internships, AmeriCorps, or the Peace Corps allow 

young people to travel to new locations, work for a period of time, and come 

back with new experiences (Arnett, 2000). These experiences can be impor- 

tant to identity development and in determining a direction for the future. 

Thus, 18-25-year-olds can finally explore, with freedom, a variety of poten- 

tial career options. Though decision-making skills are used to analyze cur- 

rent experiences and future options, decisions need not take on the aura 

of finality. 

Adolescence 

The emerging adult, due to limited experience, must 
tal factors that can influence career decision making. Feldman (2002) 
gested three primary influences affecting young adults. 

First, oli Wil are. soci tre nds n fais ot rs round a ¢ Sir ain Cal ree 

In the 1950s, being an engineer was revered. The 1990s saw the computer 

industry as the new desirable field. Hot careers may artificially entice young 

people EN from careers in which they have genuine interest or ability. 

booming economies can make more monies available 1 

cation, However, more money often coincides with more choices, and young 

people may be hesitant to make a choice and lose the opportunity to do 

something better. Sluggish economies restrict available support for 

training/education, but the need to have a secure, stable career increases the 

desirability of making a choice and sticking to it. So, students may sacrifice 

a better overall match for safety. In addition, booming economies may pay 

good salaries to individuals who do not have advanced training/ 

education. Hence, young people could choose to enter the job market as op- 

posed to eee training/education. 

a ne urren rent trends suggest late paride — Be j 
frequency, _ delaying fina | Ca >C1SiC 

< 
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the goal of obtaining the perfect job paralyzes or severely restricts career 

decision making. Young people may want a high paying career that also pro- 

vides a lot of vacation time and is located in an ideal geographical loca- 

tion. Compromising is difficult, and the young person may miss opportunities 

to have a good-enough job that could serve as a steppingstone to the per- 

fect job. 

Feldman (2002) concludes by suggesting that career services for young 
adults may place too much emphasis on keeping options open and delay so- 

phisticated considerations for sequential decision making. It is time for 

choices to be made, even while remaining open to new opportunities. 

Second, interests are useful for beginning the process of career exploration 

in middle adolescence. However, adolescents in the 18-plus age group must 

move toward a realistic assessment of their skills and talents. It’s not enough 

to have a dream. Late adolescents need to be able to articulate how they are 

going to achieve their dream and what realistic alternatives might replace 

less likely pursuits. 

Dependent while Independent 

On the one hand, the late adolescent has more freedom than ever before. 

On the other hand, the adult world requires skills that many late adolescents 

barely possess. Scandura (2002) points out that graduation ceremonies cel- 

ebrate a level of learning and independence, but earning a degree for the 

self is often followed by employment that may make challenging demands 

and require interdependence (e.g., team work). Furthermore, young peo- 

ple have to deal with conflicts between their visions of the adult world and | 

the realities of the adult world. Dealing with undesirable supervisors who 

wield power for career progress (e.g., promotions, assignment of duties) can 

lead to negative feelings about a career choice. Romantic relationships and 

the birth of children hamper independence and force the consideration of 

others when making decisions about the future. Scandura paints a portrait 

of young people launching from home only to find their lives more re- 

stricted, not by parents or laws, but by a lack of experience and power and 

by the demands of the job. Helping young people cope with these experi- 

ences is the challenge for career counseling. 

Scandura (2002) suggests that career practitioners consider dependency 

issues when working with late adolescents. Specifically, what is the young 

person’s response toward authority, independence, and worker autonomy? 

Will the young person conform or rebel? Is he able to be self-motivated or 

more passive, hoping supervisors will provide direction? Anticipating clients’ 

responses to different work systems may aid in planning interventions in ca- 

reer counseling. For example, Scandura says that nonconforming individuals 

may have a higher job turnover rate and supervisors may find them more 
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One of the authors had the privilege of 

knowing a young man from middle school 

through his late twenties. This is the story 

of how he became a very successful web- 

master. 

Middle school was a drag for Steven. 

He would just do the bare minimum to 

keep the teachers and adults off his back. 

It was a real shame because everyone 

knew he was quite bright. In high school, 

he told the school counselor he was not 

interested in taking college preparatory 

courses. The counselor engaged him in 

conversation, asking what he was inter- 

ested in. He said he was totally immersed 

with his home computer. In the early 

1990s, the Internet was coming into its 

own, and Steven loved to build Web pages. 

In fact, he would forego many activities to 

work on his computer. Steven also worked 

part time on a job programming comput- 

ers and developing his Web editing skills. 

As local small businesses decided to start 

websites, Steven earned more money set- 

ting up their pages. He told the counselor 

he didn’t want to waste time studying 

books because computers were much 

more fascinating. 

How Would You Conceptualize This Case? 

1. What counseling stance would be ef- 

fective with Steven, given his devotion 

to computer activities and his lack of 

interest in school subjects? 

2. Would it be appropriate and effective 

to include Steven’s parents in counsel- 

ing? What about Steven’s teachers? 

Would it be a good idea for the coun- 

selor to arrange a meeting to consult 

with Steven’s teachers? 

Could Steven benefit from doing re- 

search about computer-related careers? 

What Actually Happened? 

The counselor challenged Steven to find 

ways to use his computer skills for each of 

his classes. Steven consulted with his 

teachers about websites to help students 

learn course material. Before long, Steven 

had become the school’s expert on Web 

design and was also learning a great deal 

in each course because he put course 

content on websites. One day Steven com- 

plained to the counselor that he was inter- 

ested in so many subjects that he had no 

idea how he would be able to choose a 

major for college. Seeing how successful 

and hardworking Steven had become, the 

counselor had to ask, “Steven what hap- 

pened? You were such a slacker, and now 

you could qualify as a workaholic.” Steven 

smiled sheepishly and said, “I was just 

waiting to create a computer-based educa- 

tion. Why would I try hard when school 

was not technologically relevant?” 

This story illustrates important con- 

cepts. Namely, high school students need 

to find something that totally captures 

their interests. Even if they never pursue 

adolescent interests as an adult, the skills 

identified and developed while young may 

be generalized to another career. The 

Premack Principle states that pairing a fre- 

quent activity with an infrequent behavior 

increases the infrequent activity. By tying 

course content to the client’s obsession, 

the counselor induced Steven to learn 

course content. Another point is that we 

never know what occupations have yet to 

be developed; Steven’s computer interests 

grew with the industry. Steven’s story may 

become more common as new technolo- 

gies are developed. 
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difficult to deal with when compared to interdependent or passive indi- 

viduals. Considering the interaction between family and work might also be 

appropriate. What happens if partners marry and only one of the couple can 

work in a desired field? If children are born, how will that change career 

plans? Basically, Scandura (2002) says that career practitioners should expect 

dependency issues to reemerge as late adolescents leave the comfort of their 

childhood home and enter the adult world. 

SUMMARY 

Early childhood is oriented toward building foundational skills for life. 

The middle school years encompass major transitions from a childhood to 

early adolescence, including changes in cognitive abilities, expanding 

freedom, and beginning to set a personal direction. Middle and late ado- 

lescence is a time of preparation: preparing for an adult world that is in the | 

near future; preparing for independence from one’s family, but interdepend- 

ence on society; preparing for the ups and downs of being young in the _ 

world of work. It can be a very exciting time because the adolescent can 

put into place her plans for success. Capturing the young person’s pas- 

sion for life and fully articulating the vision launches students into the adult 

world. Adolescence offers time to consider many opportunities and to ex- 

perience the unfolding self. The vision and sense of self can coalesce into 

occupational choices promising success, satisfaction, and ability to make a 

contribution. 

Super and Sverko (1996) refer to Super’s “mini-cycle” that reoccurs as 

economic forces and/or changes in personal needs result in transitions. Each 

change in adulthood requires the person to reexplore and reestablish the 

self to new conditions, just as the adolescent explored and initially estab- 

lished a career identity during the first three diamonds. The Career Diamond 

captures the process of the mini-cycle, with the adult initially exploring or 

opening up a new diamond. The mini-cycle ends when the adult sets pri- 

orities and makes new choices. Hence, the diamond contracts, and the adult 

is reestablished in a new or adjusted career identity. Adult career services 

recapitulate middle and late adolescent career development with the added 

experience and additional responsibilities of adulthood. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Middle Adolescence 

A. The adult world is in the near future. 

B. Decisions made now may impact the rest of one’s life. 
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C. Often experiencing a first job and own money 

D. Not the last opportunity for making career decisions 

Il. The Second Diamond 

Ill. 

Ly: 

V. 

A. A decision has to be made. 

1. High school will end and a new diamond will open up. 

B. Must integrate the internal and external 

1. The external world is still permeable. 

C. Must deal with not having the ideal job for a while 

1. Goal is to work as close to ideal job as possible. 

D. Vision for late adolescence will be more reality based. 

E. Vision for early adulthood will still have some fantasy to it. 

Cognitions 

A. Still coming to grips with abstract/logical thinking 

1. Good news is that the student typically has a few years’ ex- 

perience by this point 

B. Advanced cognitive skills in one area of life does not equal ad- 

vanced skills in all areas. 

1. Career practitioners can help the student to generalize al- 

ready existing skills. 

C. May have high goals but limited planning 

1. Time to teach true decision-making skills 

Gender and SES 

A. Schools and teachers may inadvertently support gender- 

stereotyping in course selection and feedback on academic 

performance. 

1. Schools need teachers who violate gender-stereotypes (e.g., 

female math teacher). 

2. Teachers need to be sensitive to the impact they have on 

students and the classroom climate they create. 

B. High SES adolescents benefit from having family members who 

can provide financial, experiential, and emotional support. 

C. Low SES adolescents are at a disadvantage because their families 

typically experience more relational disruptions, lack profes- 

sional experience, limiting availability of advice, and cannot pro- 

vide financial support. 

Ethnicity 

A. We are a diverse country with approximately 39 percent of our 

K-12 students non-White. 

B. Whites earn the most four-year degrees, followed by Blacks and 

then Hispanics. 

C. There is a variety of academic achievement within groups. 

2 
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1. “One-size-fits-all” programs designed for minority groups will 

not work. 

VI. Identity 

A. Prepare adolescent for interdependence not only independence 

B. Erikson 

1. Teenagers will evaluate and attempt to integrate the old tra- 

ditions with new values/norms. 

a. Teach adolescent how to evaluate useful versus frivolous 

normis. 

2. Adolescent needs to continue building delayed gratification 

skills. 

3. Some teenagers find a place in society by being an outcast. 

a. May become hostile or snobbish toward society 

b. Wealthy teenagers may not develop an identity separate 

from the family name. They need help in establishing 

their own accomplishments. 

C. Hoover, Marcia, and Parris 

1. Society cues, shapes, and constrains individual choices, thus 

greatly impacting identity development. 

2. One cannot be unique by one’s self. 

Identity is a bond between the individual and society. 

Parents are important to identity development; however, 

many parents are unavailable and their children are unable 

to emulate them. 

VII. Interests, Abilities, and Values 

A. Interests and abilities need to be in alignment if a career choice 

is to be successful. 

B. Continue to refine skills and abilities 

C. Adolescents may miss connection between training/education 

and a desired career, want the perfect job, or overestimate their 

worth. 

VII. Role of Parents 

A. Teenagers may have seen a lot of the negative aspects of the 

world of work. 

1. Career practitioners need to know what adolescents have 

seen. 

B. Parental pressure to succeed surpasses family SES in its impact 

of achievement. 

C. Career practitioners need to build bridges to parents and in- 

clude them in the career development when possible. 

IX. Late Adolescence 

LN 
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EXERCISES 

A. Arnett 

1. Ages 18-25 

2. Often living in the here-and-now 

3. May have a nonlinear education path 

a. combination of starting, taking time off, and working 

4. May have a nonlinear start to their career 

a. underemployed, low income 

5. Opportunity to travel, work in a variety of fields, and explore 

B. Feldman 

1. Be aware of political/social trends that make jobs “hot” but 

may be a mismatch 

2. May want the perfect job, which restricts career 

development 

3. Staying too open may restrict career decision making. 

a. Need to be making some temporary decisions (narrow- 

ing of the diamond) 

C. Scandura 

1. Dependent while experiencing independence 

a. Independent of parents 

b. Dependent upon employer/teacher for training 

c. Dependent upon coworkers/other students for help 

(teamwork) 

2. Learning to deal with incompetent or unhelpful superiors at 

workplace 

3. Adapting to the realities of the work environment, forming 

adult relationships (partnering), and having children 

Role-play with one student as the counselor and one student playing one of 

three roles. It may help to have a third student observe and takes notes about 

the process. The goal is to come up with a plan for high school that also con- 

nects to the world of work after graduation; however, the plan is devel- 

oped within the context of the student’s personality, motivation, aptitude, 

and social situation. It may help to obtain course offerings and graduation 

requirements from two or more high schools in the area. 

The conclusion of this exercise occurs when a tentative four-year plan 

has been created. It is critically important that the students do not focus 

overly on the four-year plan, that a major emphasis is the creation of a rela- 

tionship with the student. If we are to expect a student to bring her personal 

awareness into career planning, we must bring personal issues into the coun- 

seling session. A rote, concrete use of linear decision making to gét to an 
« 
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CHAPTER 15 

Yo Career Counseling for Adults 

When work is a pleasure, life is a joy! When work is a duty, life 

is slavery! 

Maxim Gorky, The Lower Depths, 1903 

n the three previous chapters, we integrated the developmental and ca- 

reer literature to consider the career education/counseling needs of spe- 

cific age groups. Adult development is much more variable than previous 

periods of growth and cannot be defined by short, well-delineated stages. 

However it is possible to identify important concepts that apply to adult 

clients seeking career services. 

Given the pressures of the global economy, adults may periodically need 

career services. As workplaces adapt to compete, workers must adapt, too. 

Simple hierarchies may still define relationships among many workers, yet 

downsizing patterns and collegial teams have changed some interactive pat- 

terns. New technologies require learning new skills and thinking in differ- 

ent ways. Diverse backgrounds for workers demands that all people learn to 

: understand differing cultural norms, values, and communication/interaction 

patterns. So, the changing economy requires change even if workers remain 

in one work environment—though most workers will change workplaces 

regularly. 

Adults with work experience who face career changes will undergo the 

same expanding and contracting process described throughout the book. 

However, identity development has taken form, and adult awareness of per- 

sonal and external factors adds richness and depth to individual counsel- 

ing or career workshops. Although life transitions for adults may be 

individually unique, presenting concerns often follow common themes 

examined in this chapter. Settings for the delivery of services vary widely 

and can be found in many sectors of the community. New approaches to 

services, such as career coaching and consulting with organizations, are also 

examined. 
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THEORY OF WORK ADJUSTMENT AND PERSON- 

ENVIRONMENT-CORRESPONDENCE 

Dating from the 1959 Work Adjustment Project, the theory of Work 

Adjustment (TWA) (Dawis & Lofquist, 1984) has been evolving to its current 

form (Dawis, 1996). Person-Environment-Correspondence (PEC) (Lofquist & 

Dawis, 1991) was fully articulated in 1991 and more recent writings incor- 

porate both TWA and PEC (Dawis, 1994, 1996). TWA and PEC offer explana- 

tions describing how adult workers adapt to work environments, 

incorporating the internal and external factors at play in the workplace. 

TWA and PEC Theory 

As seen in Figure 15.1, TWA defines a number of terms to describe the fit 

between the individual and the work environment. Individuals can be de- 

scribed by Hae seaielty structures and DereorALity ciuce: pose 

the level of ma 
not suggest Ronen skills. Skills are (evener: practiced, and can be meas- 

Occupation 
A Predict 

Compare | 

ae Ability Predicted Occupation 
Pattern Satisfactoriness B 

Compare 
Costs/ 

Benefits 

Optimal 
Choice 

Occupation 
€ 

Occupation 
D 

~ Value Predicted 
Satisfactoriness 

Predict 
Occupation 

E 

Figure 15.1 Use of the Theory of Work Adjustment in Career Choice 
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ured. Ability level is the person’s aptitude for mastering certain skills. Values _ 

determine me importance of specific reinforcers (e.g., salary, title, social con- 

tact, eee uae motivate workers Dass & ee BAe Dawis, Bh 

an viii oC is reDMTorrablé working. Running is a good metaphor for pace. 

Some workers are sprinters whereas others are long-distance runners (al- 

though some individuals try to sprint through a marathon). Thus, pace is de- 

fined as the level of petiost an individual ee exerts. ee and ee 

go eS Rhy 

erratic” (Dawis, 1996, p. 85). Finally, euucramed describes ee nen of 

time requined to successfully complete task requirements. 

Similar to the individual, the work environments consist of an environ- 

mental structure and environmental style. Each work environment is made up 

of various individuals, each with a personality structure. The collective per- 

sonality structure adds all the personalities together to create typical ability 

and value patterns. The collection of personality structures makes up the en- 

vironment structure (Dawis, 1996). Career clients often describe difficult work 

dynamics in which the client’s personality does not fit the environmental 

structure, representing a mismatch at the personal level. 

Environment style consists of celerity, pace, rhythm, and endurance ex- 

pectations needed to get the 1p done (Dawis, 1996). Two oat are an 

eau 

hig evel of effort Core), Also, some surgeries could 

last up to 16 hours, requiring high endurance. By contrast, usomemiiy's i ill 

advised to be fast when cutting gems, and the ents are low. 

In addition, several outstanding gems may be worth more money than many 

poorly cut stones (low pace): The work environment has aa 

and probably requires varyi 10unts of endurance, depending upon the 

stone size and complexity o 0 he cuts. . 

These two agents, the individual and the work environment, influence 

each other with the goal of achieving satisfaction for the individual worker 

and satisfactoriness for the work environment (Dawis & Lofquist, 1984; 

Dawis, 1996). When their biological and psychological needs (work needs) 

are met by the work environment, individuals gain satisfaction. Clearly, salary 

is connected to basic needs, shelter, transportation, and food; however, pres- 

tige, challenge, belonging, etc. are examples of important psychological 

needs. The collection of these needs is referred to as work reinforcers. 

Individuals develop their work skills and interact with the work environ- 

ment in order to receive the reinforcers provided. By comparison, the work 
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environment has task requirements and skill requirements to be success- 

fully productive. Individuals who successfully employ the proper work skills 

to meet the task ce mareenene enable the vena CHUEORiEN to satonati sat- 

isfactoriness. Corresponde: 

Dawis & Lofquist, 1984; 

DRGs! eS zi 

Individual cognitive functions play an important role in worker satisfac- 

tion (Lofquist & Dawis, 1991). The individual must perceive available infor- 

- mation, evaluate the information according to personal values and the 

expectations of the work environment, and deal with the emotions that ac- 

company the cognitive evaluation (Dawis, 1996; see Lofquist & Dawis, 1991). 

Failure to accurately perceive information, failed critiques, or negative emo- 

tions will interrupt satisfaction. The individual also perceives herself. 

Perception of the self impacts self-esteem, self-concept, and self-efficacy, key 

aa for pce the needs of the work environment oe 1996). 

presented in rcounseling FeDIeSent Misunderstandites of company directives 

or policy information or of personal abilities and performance. A useful in- 

tervention is to recommend the client check out information with trusted 

colleagues or supervisors. 

Adjustment 

Workers and work environments are said to be in correspondence if the 

needs of both the workers and the system are satisfied. Workers demon- 

strate job — if the environment meets asa survival and Psyeliog 

At some point in the interaction, workers and work environments fail to 

meet one or both of the other’s needs/expectations. Adjustment style can 

be assessed across individuals and work environments to reveal varying lev- 

facainedle on the oR is SPORT for both heer First, tenure equals contin- 

ued employment for the individual. Second, tenure reduces the costs of 

hiring and training new workers. Correspondence is positively correlated to 

tenure whereas discorrespondence is positively correlated with tardiness, 
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absenteeism, and turnover (Lofquist & Dawis, 1991). Flexibility is meas- 

ured by the amount of discorrespondence that can be tolerated by the 

worker or work environment (Dawis, 1996). 

Change in the worker or work environment is referred to as adjustment. 

kare are two ways in which either side soins to AES euler active Bae and 

he enviro » chang 

siaeueeetnaes to oa match the work environment are said to be in the reac- 

tive mode. The same process can be found in NG work environment—it can 

be active or reactive. JG 

include the worker cl work 

_ ing Dawis, 1996; mune & Days 1991). 

Also of note is who initiates change as opposed to who actually changes. 

Even though workers may strike (active mode), the work environment may 

hold steady by hiring scabs, so the workers either take less salary or benefits 

or are fired. In this case, the workers end up changing even though they at- 

tempted to change the environment. On the other hand, the work environ- 

ment may press for higher levels of production. Workers may leave in 

response to the pressure, and the work environment has to backpedal, reduc- 

ing demands, to keep its employees (Dawis, 1996). 

Finally, we come to perseverance. Both workers and work environments 

have an amount of time each is willing to work on adjusting (Dawis, 1996). 

Failure to achieve correspondence can last only so long before one or both 

parties physically (quitting, firing) or psychologically (at work in body 

only, marginalized employees) separate from each other. Clearly, higher lev- 

els of perseverance suggest longer tenure whereas lower levels suggest 

turnover. 

The current economy may influence the reciprocity between workers 

and worker environment. When employers have access to cheaper workers 

overseas, U.S. workers have less bargaining power and are required to meet 

work environment demands regardless of the impact on worker needs. When 

the long-term tenure of employees is no longer cost effective, there is little 

pressure for the work environment to meet worker demands for improved 

satisfaction rewards. 

Adjustment style and personality/environment style are important to 

consider when designing career services. First, if the client is struggling with 

the work environment, then career counselors can estimate how much the 

environment might tolerate before expelling the client. Second, career coun- 

selors can use TWA/PEC theory to predict how much change the client can 

endure. For example, Dawis (1996) says that celerity and flexibility are in- 

versely related. Workers or work environments that are quick to initiate the 

ange. | 
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a 
Figure 15.2 Critique of TWA and PEC 

active mode are less likely to tolerate discorrespondence. On the other hand, 

endurance and perseverance are clearly connected. Finally, Dawis suggests 

that knowledge about pace and rhythm could aid career specialists in pre- 

dicting how the active mode or reactive mode will play out. 

The shape in Figure 15.2 applies the Career Diamond process to the 

TWA/PEC approach. This theory describes how the world of work functions 

and is not a theory describing how to provide career services. The explo- 

ration phase is truncated, a vision is lacking, and the matching of worker 

skills and efforts to environmental demand is the primary focus. For exam- 

ple, Dawis (1996) says, 

TWA-based assessment requires information about abilities and values 

for the person and ability requirements and reinforcers for work envi- 

ronments. This information can be obtained in a number of ways, the 

most dependable being through the use of psychometric instruments. 

(e105) 

Such a test-and-tell/trait-factor approach defines human beings in a lim- 

ited way. Although the theory accounts for both the internal and external fac- 

tors, the whole process is narrow. The application of this theory results in 

focusing on a match that meets minimum requirements as opposed to pro- 

moting human growth and expression. A longitudinal focus for the individual 

or the changing work environment is lacking. However, clients who find sat- 

isfaction in nonwork roles may not seek fulfillment in work and may be satis- 

fied with jobs that simply match their current abilities. In addition, if family or 

geographical considerations limit a client’s search for work, this basic match- 

ing approach may work well given the client’s priorities. However, for coun- 

selors who add to the basic matching procedure, time for understanding all 

of the client’s self-expression will help clients understand their choices in the 

context of the whole of their lives. 

Instruments measuring satisfaction, satisfactory performance, need pref- 

erences, aptitudes, and preferences for patterns of reinforcers are avail- 

able. Career counselors would most likely use the work adjustment model 

to help workers who need help in understanding their satisfaction needs 

and the requirements of their work environment. 

TWA/PEC theory suggests that over time the worker may change and 

begin to integrate the environmental factors into his identity. The first au- 

8 
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thor’s father illustrates a pattern where the worker inculcates the external 

influences of the work environment. He was a sergeant in the military for 

30 years, well adapted to the work environment. Though he claimed to 

dislike his working conditions and constantly referred to his retirement, over 

time he took on the characteristics of the work environment. He gave his 

children military ranks, inspected their rooms weekly, maintained rigid dis- 

cipline within the family, and spit shined his civilian shoes. When he did 

retire, his life resembled the routines and interactions patterns he disliked 

at work. Career coufiselors can help adult clients determine if work styles 

are reflective of their natural personalities outside work. 

LIFE TRANSITIONS 

In the 1980s when downsizing and the effects of economic globalization 

began, many authors described major life transitions. Although these tran- 

sitions may seem commonsensical, they are not automatic for the client who 

experiences deep emotions when making a career change. 

Bridges (1980) describes a three-step response to natural transitions such 

as retirement or children leaving home that can be generalized to job change. 

required to eneriber helpful coping mechanisms. 

Brammer (1991) describes adult changes as broadly dealing with the fear 

of the unknown and “journeying through” the process with the courage to 

face fears and take risks. Brammer portrays the first reaction to change 

(Adaptation) as coping. The second reaction (Renewal) occurs when the 

person sets new goals after clarifying values. The third step (Transformation) 

involves a shift in thinking and feeling as though a new life is born, and 

the final stage (Transcendence) entails the discovery of inspirations for new 

life meanings. 

Deer ere, coauthors created the most com > transition mod 

She identifies the many areas requiring adjustment as eTInieats or POuHeEIOrs 

to explore with clients (Schlossburg, 1984; Schlossburg & Robinson, ae 

es Waters, & Goodman, 1995). aS to Schlossk clients 

can be cererniied! When such a Mhorourn aan is OS the lientre can 
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approach a new vision with a perspective that a different life could be 

possible and meaningful. Adding to counseling the impact of relationships 

and social systems expands the client’s perspective. To life’s meaning, 

Schlossburg includes relationships and reminds clients their worth is based 

on more than their occupations. Box 15.1 gives a technique to identify im- 

portant relationships and support systems. 

It may be that older workers, who have lived life-styles where consistent 

change was not assumed and where career identities were forged in only a 

few organizations within one profession, have approached transitions with 

greater difficulties than will younger workers who are being socialized 

into a more fluid economy. However, to presume clients can make regular 

career changes without dealing with the implications for career identity and 

the whole of one’s life-style might also miss some important human con- 

siderations. 

EMOTIONAL AND COGNITIVE CONSTRUCTS EXPERIENCED 

DURING TRANSITIONS 

Adults experiencing career transitions may have many emotions and atti- 

tudes to process in career counseling. The life-style and career visions 

from youth may feel lost, and fears that nothing can fill the void may domi- 

nate. Feelings of betrayal, anger, and hurt may pervade descriptions of expec- 

tations denied, worker relationships, and unappreciated contributions. 

Empathetic support is appropriate though career counselors balance under- 

standing with an eye toward creating a new vision for the future. Within the 

context of the client’s story, most often there are opportunities to note client 

strengths and to tie abilities to new opportunities. 

Many emotions are related to societal messages and expectations. The 

work ethic in the U.S. society implies unemployment is the equivalent to 

not deserving respect. In addition, not all work is equally valued because 

some occupations have higher status than others. One of the fears of job- 

changers is that the next position will not be viewed as deserving equiva- 

lent status. Career practitioners provide the opportunity for clients to openly 

explore societal messages and to determine the implications and costs of 

adhering to such judgmental constructs. Supportive listening can release 

emotions and allow clients to gain kinder attitudes toward themselves. 

Releasing the negative energy allows clients to move past difficult experi- 

ences and opens up new possibilities. As new visions begin to vaguely ap- 

pear, clients may pull for reassurance, and though the counselor cannot 

guarantee the future, offering hope that the client can manage change 

and create something new is invaluable. : 

« 



larly Recall for adult SERS changing 

careers. Counselor and client may, for ex- 

ample, want to identify where positive and 

negative relationships exist, what services 

are available to the client, and who or 

what is competing for time and energy. 

Ideally, as the client looks at her situation 

globally, a strategy to bring the network 
together to SOME ee becomes 

Bi some [ Wi i 

Who works in your immediate area? 

What is your relationship with each 

of them? 

Who are the important managers/ 

administrators? Are they to be con- 

sidered as a group (one place on the 

ecomap) or as individuals? 

What services are available to you 

(e.g., human resource department, 

union, legal aid, food bank, church)? 

it safe to talk with coworkers about 

your situation, or should you keep 

your concerns within your family 

and nonworker friends? (Boundary 

setting.) 

Who would be most likely to help you? 

Least likely? Cannot due to their 

own situation? 

Whom do you wish were still available 

(e.g., old boss, retired coworker, last 

minister at church)? 

Chapter 15 Career Counseling for Adults 369 

With whom do you wish to discon- 

nect, limiting contact as much as 

possible? 

As information is poe ee it is pigsicd 
on the clon? Similar to 2 , 

mensisendanency (gee Figure 15.3). Note that 
questions around the flow of energy to- 

ward or away from the client indicate if 

the client gains support from the area or 

offers support or if the support is mutual. 

Case Example of Use of Ecomap 

Bob was considering a career change. He 

could stay with his current job as a middle 

manager, seek a similar job with another 

company, or change fields. His circum- 

stances at work have been stressful and 

unsatisfying. There were also strains in his 

marriage, with his in-laws, and with his 

parents. In creating the ecomap, Bob visu- 

ally depicted the number of conflicts and 

the numerous areas where his energy 

flowed outward, with only a few areas 

where he felt supported. Bob took the dia- 

gram home and used it to open a dialogue 

with his wife in which both talked about 

“the arrows” in both their lives. Ultimately 

they decided Sally would find a full time 

teaching job in a smaller community 

where the family would live and Bob 

would start a consulting firm located 

closer to home. 

Source: Sherman & Freeman, 1986. 
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New 

Boss Commute 

Perfectionistic, Rival, wants Bob loves his 
Bob's job. commute. His only Overbearing, 

Critical. i “thinking” time. 
Sally hates it. 

| 

| 
Sally’s 
Parents 

Very wealthy. Think Bob 
et Ss should have made more 

The big boss. of himself. Give Bob and 
Usedito beg ———————— 33 Sally money semi- 

Bob’s direct Middle- regularly. 
boss. Warm- Sei Sine 
hearted and ae 
supportive. ~ 

Out of office 
a lot. 

Sally is substitute teaching until 
they make a plan about staying 
or leaving. Has no connection 
to co-workers. 

Good friend, » 
may leave ES 
company. Bob’s Parents S 

Elderly and in ill health. 
Bob gives them money on 
occasion. 

% 
Day-care 

Johnny loves the staff, but has 
recently been bitten several times. 
Bob has had to pay late fees due to 
commute and being late in picking 
up Johnny. 

— — — flow of energy 

strong relationship 

AMA conflict 

Figure 15.3 Career Ecomap 

PROCHASKA’S MODEL FOR CHANGE: 

“T WANT TO CHANGE CAREERS, BUT...” 

Although clients may present by saying they are ready to make a career 

change, it may seem that they spend more time talking about the work they 

have been doing and about their experience in the latest work environment. 

s 
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Understanding the process of change allows counselors to facilitate the 

client’s movement. 

Prochaska, Norcross, and Diclemente (1994) provide a model of change 

that offers additional insight for career counseling. The stages of change es- 

tablished by this research include a pre-contemplation period followed by 

contemplation. Pre-contemplation is described as a stage in which clients 

lack a readiness to make a decision, and this is similar to the beginning point 

of the Career Diamond. Contemplation is a process of raising consciousness 

where clients expand their awareness of information and its application to 

personal experience. This stage is comparable to the two components of 

the Career Diamond’s expanding self and information. Contemplation be- 

gins with a general acceptance of new information and a broad relationship 

of the information to the self as in the exploring stage of the diamond. 

Preparation comes about through a change of: self-image that sets the stage 

for taking action as in the vision "pictured in the center of the Career 

Diamond. The openness to new information grows with the setting of new 

personal priorities. Integration of new information to one’s self-image is 

similar to the deciding side of the diamond. Prochaska describes the psy- 

chological movement of growing self-awareness and the gradual internal- 

ization of new information as the necessary predecessor of a decision to 

change. Only when the process of expanding awareness and integration 

takes place can a new decision become possible. Prochaska’s model of 

change validates the applicability of the Career Diamond to the transi- 

tions of mature adults. 

An adult client may indicate that a career change is needed, either be- 

cause of external forces or personal dissatisfaction. However, the client may 

not be ready to participate in the process represented by the diamond be- 

cause the client is not yet ready to make a change, even if a job has been 

lost. Clients in this situation may be in the pre-contemplation stage. 

Prochaska’s model reminds us that the process of changing career identity 

is difficult and takes time. In addition, its description of how clients approach 

change includes suggestions as to how counselors can facilitate the career 

change process for adults. 

Pre-Contemplators 

For pre-contemplators, career counselors must patiently encourage an aware- 

ness of the value of change and Jae cost/benefit ratio of HOMER INS with the 

status quo. Pre-contemplators. are not willing to accept that change i is needed. 4 

They mainly want the possibility of change to go away. If others are suggest- 

ing career changes may be necessary, the pre-contemplator just wants oth- 

ers to stop saying such things. Although counselors for pre-contemplators 

are supportive and reflect the painful feelings demonstrated by facing 
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change, the counselors do not soften the view of negative consequences as- 

sociated with failing to change. 

Clients may be in denial and literally unaware of the need to face de- 

manding realities. Clients facing needed career changes benefit most by coun- 

selors directly and frequently recommending the need for reality checks and 

by insisting that clients can take responsibility for their choices. For pre- 

contemplators, counselors may want to follow this approach: (a) do not 

enable denial but patiently provide support; (b) do not push or demand 

change but recognize the realities indicating the necessity for a career 

change. Depending upon the client; the counselor may be drawn via con- 

cern (as in a) or frustration (as in b) to act for the client. Only the client can 

establish the personal priorities needed to determine what changes would 

meet her needs for career satisfaction. Facing hard choices demanded by ex- 

ternal realities is difficult. Counselors support the client and facilitate a grad- 

ual acceptance of external demands before change is actually considered. 

One option is a counseling group that can offer a venue for acceptance. 

Group members can experience the support gained by realizing, “I’m not 

the only one,’ as well as by job searching or budgeting ideas or suggestions 

for explaining unemployment to family and friends. 

Contemplators 

Contemplators begin to admit that change may be necessary and are willing 

to look at the cost/benefit ratio that a career change may mean. A shift in at- 

titude from running away from reality to facing information pointing to 

needed change occurs, but the resolve to actually change is not strong. Facing 

the loss of “the way it was,” may be painful; and the client may experience 

much grief before letting go of the past and rejoining the present. All that 

the client had invested to gain the “just lost” career is emphasized, and the 

difficulties of change dominate the client’s thinking. 

Some clients may be able to admit fears and concerns that they cannot 

change whereas others will deny any fear. Some may direct feelings outward 

as anger toward others or toward the circumstances that seem unfair. 

Psychological defenses break down so there is a readiness to tz 

act. Some clients may be preparing to act whereas other clients may be 

demonstrating a decision-making style of waiting endlessly until there are 

no choices left. Some clients may show a fear of failure whereas others are 

fearful of the loss of earned success. Some clients may obsessively examine 

every detail of their feelings, and others may hold onto drama of the circum- 

stances, eliciting sympathy from others. Some clients may wear out anyone 

willing to listen to the point that no one feels any compassion. Some worry 

excessively about the consequences of change and wait for the perfect, 

2 
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magic moment when change will no longer be threatening. Others may 

spend time with wishful thinking, creating an image of how circumstances 

may change to rescue them. Still others may make changes impulsively and 

then resent the natural consequences for which they are unprepared. Others 

may focus only on negative consequences. Some may misuse information to 

fit personal needs. Contemplators are trying to face change but cannot let 

go of their established career identities. They seem unwilling to reevaluate 

their identities or to see unused facets of their personalities that could 

present new opportunities. 

Becoming a Client: Preparation and Action 

come Counselors can capi- 

talize on the recoemton that Sune clients ar enit » change and focus at- 

tention on the changing perspectives (Biepariion stage). With the hint that 

change may be acceptable, counselors should support the momentum of con- 

sidering what changes might be the easiest as first tees peas can be en- 

cme to think BOR arma act. he ping a nev 

‘The eT ice of cateuentiit’ realistic cans demaen with personal pri- 

Ofities includes considering the realistic consequences of a decision to 

change. At this point, the client can weigh pros and cons for self and sig- 

nificant others without getting bogged down in the process. New self- 

evaluations and thoughts on how to deal with the reactions from others 

helps the client recognize that change is possible and beneficial, even if there 

is a cost to be paid. Input from others can be welcomed as a helpful support 

for change, rather than a means to force unwanted change. 

Once the decision is made, Prochaska describes the action stage of 

change as one also requiring a considerable commitment of time and en- 

ergy. Counselors can help clients plan for change, adjust to changes made, 

and maintain the new behaviors. The model for change consistently reminds 

us that at each step a patient counselor creates space to support the client. 

From the Career Diamond’s perspective, the model has opened to new 

decisions and closed at a new point. After the changes have been acted 

on and adjustments to a new self-image have been maintained, the process 

will begin again. 

ocus is p ylogica . he maintenance stage may apply | to 

some career oobi who continue to revert to fears of regretting the new de- 

cision or who are overwhelmed by the demands of a new career choice. 
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Counselors can patiently remind clients of the previous process in which the 

new choice seemed to open better possibilities and to support the client in 

recognizing the insights previously made. Once the new decision is accepted, 

the counselor can genuinely compliment the client who has shown the 

courage to change and to iiss the a to make MGs another change when the 

time comes. When the ¢ oice, the change is so- 

d and tlk d patterns are terminated as are counseling sessions. 

Counselors" are Pemnidece to schedule follow-up sessions with clients to check 

in and offer assistance with the client’s adjustment to new career choices. 

The Prochaska description of change says that adult changers have to 

release an established career identity in the midst of creating a new career 

self-image. The older client may have feelings of loss and possibly anger that 

color the exploring process. An added task of career counseling is dealing 

with such issues. 

UNDECIDED VERSUS INDECISIVE 

When adults present for career services, they may misrepresent or misun- 

derstand their needs and goals. In the struggle to make a choice, career 

AOR has nee some adult clients and others as indeci- 

as are described as of coming to 

t1it 

@geeaE decisive clients are eranie to awake decisions? even aif decision 

making skills exist (Grutter, 2000), and they may have broader psychologi- 

cal problems. 

The distinction between undecided and indecisive is an attempt to de- 

lineate those clients who respond well to standard career counseling and 

those who do not. The rationale is that indecisive clients are not capable 

of deciding, and the indecision is a symptom of mental illness or a person- 

ality disorder not readily amenable to change (Crites, 1981). Brown and 

Brooks (1991) add to the description of indecision a lack of cognitive clar- 

ity. Without cognitive clarity, a client cannot assess her own strengths and 

weaknesses and apply this self-knowledge to environmental demands. This 

inability to determine a career identity may stem not from mental illness per 

se but from cognitive distortions such as those described by Krumboltz 

(1993). Examples of such cognitions are when the person: (a) does not be- 

lieve change is possible, (b) does not put forth the necessary effort to change, 

(c) eliminates viable alternatives, or (d) perceives that goals are not achiev- 

able. Heppner and Hendricks (1995) continue the concept of dividing clients 

2 
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as undecided versus indecisive, determining Suen variables that influence 

career counseling. However, when ,it may be that some 

clients labeled as inc amount 

CAREER COACHING 

Coaching is a new approach to career services. Coaching is a combination 

of mentoring, encouraging, facilitating new and creative options, consulting, 

and planning. The approach uses some counseling skills, such as active lis- 

= tening and empathy, while identifying client strengths and promoting the 

full realization of whatever vision the client has for life. There is little at- 

tention paid to the past because the focus is geared to what is needed to 

move ahead. Certainly, obstacles and fears are acknowledged, but the thrust 

of coaching is to trust the individual’s inner resources and capacity to cre- 

ate the conditions needed to get what is desired. A major rationale for the 

coaching process is the rapid change occurring today in all fields. Coaches 

support people in renewing their motivation and setting goals to deal with 

almost any endeavor, from career changes to health enhancement to retire- 

ment planning. 

The field began with consultants helping corporations change to the 

new management systems required for the global economy. Total quality 

management and team training were examples of early attempts to create 

collaborative working cultures with less hierarchy and greater adaptability. 

Outplacement services by career professionals helped executives find new 

areas of employment during downsizing periods. In today’s economy, 

coaches define their role as “helping adults manage change effectively” 

(Hudson, 1999, p. 7). Some career changes require workers to master new 

technological skills, and some coaches offer such training and ongoing 

consulting. Many coaches have experience in the business community and 

can offer mentoring advice. Given rapid staff changes, mentoring within 

organizations is rare and short lived. In “whole life coaching” (Williams, 2002), 

clients gain assistance in determining their values and purpose beyond eco- 

nomic success. 

Some coaches consult with companies seeking systems changes as well 

as work with individuals within the system. They may help executives de- 

termine their personal goals and ascertain how those goals fit with the or- 

ganizational priorities. Hargrove (1999) describes “empowering people to 

create a future they truly desire based on unearthing what they passionately 

care about,” (p. 20). He ties the leader’s passion to values and a guiding vi- 

sion that will inspire small teams of employees to work for the cause rather 
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than following prescriptions defined by others. The executive coach will 

identify behavioral and interaction patterns that block the CEO from reach- 

ing company goals. If the interaction between the CEO and the executive 

team is inconsistent, the coach helps change patterns that have become 

obstacles. 

A major function of the coach is to act as a catalyst for encouraging re- 

newed interest and energy in career pursuits. Coping with change is disheart- 

ening at times. Previous expectations are shattered, and new conceptions 

are needed. It takes encouragement to look ahead with hope rather than 

spend too much time remembering what has been. A coach may briefly 

acknowledge the strain of letting go of the past, but the focus of coaching 

is to motivate the person to face the future. Like the crest of the Career 

Diamond, a vision of the future becomes the motivator for making personal 

changes and dealing with external requirements. Also like the diamond, there 

is an emphasis on building self-esteem and identifying strengths. 

Much of what the coaching literature describes is fully in keeping with 

career counseling from the perspective of the Career Diamond. What the 

coaching model captures is the overriding dominance of the self as respon- 

sible for career ome ceocee gene career ie as Sep ressiOus of career iden- 

is BARS sci rithin the context ere: career aiaeracalinty That a person : Te: iS 

deemphasized in coaching may be the major distinction between some 

counseling and coaching; but career counseling most often looks to fam- 

ily of origin patterns as defining personal style and motivators, not as a pri- 

mary focus. Career counselors typically do not act in the consulting role of 

offering business mentoring or strategizing. And although counselors cer- 

tainly provide hopeful support when clients express doubts, the coaching 

literature has a greater flavor of motivational language, such as abundancy 

eee auc SUMS a rs ses SECA ne 

ing mincenines less stienred 6 resale interpretations, transference, and 

years of analysis and more oriented to client fulfillment, contentment, con- 

fidence, and participating in satisfying relationships. In this middle ground, 

coaching and counseling may overlap in approach. 

There are, however, some important differences. Counseling tends to 

take place on a regular basis and in professional private settings. Coaches 

meet clients in homes and restaurants and consult on the phone or Internet, 

offering flexibility that meets clients’ needs. Coaches also socialize with 

a 
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clients and assume dual relationships that are considered unethical for coun- 

selors. Finally, if coaches perceive personal problems that prevent clients 

from benefiting from coaching, they refer clients to therapy. One coach de- 

scribed the career-focused clientele as the “worried well” who want a 

NS SOG nota pela aes COURSETOR Also, the pace of coack 

eqended time aed space to examine personal issues, counseling is needed. 

Counselors who do both therapy and coaching tend not to interchange 

the services with the same client because the interactions tend to be 

different. 

It may be that the clientele is the major distinguishing factor between 

coaching and career counseling. Clients who are impatient with the slower 

counseling pace may favor coaching, given the demands of a fast-paced work 

environment where self-examination would be considered a deterrent to a 

success-oriented image. Such clients may respond to direct behavioral feed- 

back, but not to a drawn-out self-discovery process. They may expect an- 

swers and solutions to come quickly just as they are expected to perform at 

work. Yet skilled counselors are able to adapt their interacting styles to the 

mode of the client, and certainly career counselors have experience with 

clients who want the answer. For example, one type of interaction was noted 

in several articles describing coaching. Grodzki (2002) offers an interven- 

tion with a client where the coach says: 

All of us have to deal with negative self-talk from time to time. Your 

negative self-talk is clearly getting in your way when you sit in meet- 

ings. As your coach, I’d like to support you to think more positively 

about yourself and have a confident demeanor. What is the best way 

to start? (p. 16) 

And, Robert Niederman (2002) describes another coaching interaction: 

I want to tell you something. I want to tell you how I felt just now 

walking down the hall with you. Would you be open to that? ... It re- 

minded me of being a little kid; it was as if my big father is charging 

ahead because he is so much more important and his time is so much 

more valuable than mine. It made me feel that you believe that you are 

very important but that I’m not. (p. 28) 

Both interactions are ety respectful, asking the customers if they are open 

to feedback. The fee s behavioral with no attempt to unearth connec- 

tions to previous experience. The behavior is tied to interactions that could 

be relevant at work, and the first quote shows a direct connection to the 

goals for change. 
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These interventions could have easily been included in scripts describ- 

ing career counseling. Although the career coach writers say they don’t in- 

terchange counseling with coaching, Bee do fons the client’s lead aa use 

a Eanes of Counseling interventions. Coa ver, | ; 

gain smcistinianasl expertise directly related to the business world. They may 

need to learn the language and other nuances. And if coaching were com- 

bined with counseling, the ethical standards of counseling may need to be 

maintained. Career counselors may also consider the type of clientele they 

are comfortable with before adopting a coaching approach. 

There are professional associations and training for coaches, including 

the International Coach Federation (ICF) and Coach University in Brandon, 

Florida. Criteria for ethical practice and professional standards are in place. 

However, an Internet search found such an array of long-distance coaching 

services, it is difficult to determine the quality of services offered. Coaches 

are available through websites, by telephone, and in most major cities. Costs 

range from $10 per e-mail to $200 to $350 per hour to $1,000 retainers for 

three sessions a month to $250,000 for one year’s organizational consulta- 

tion and executive coaching. 

QUESTERS AND CAREER-PRENEURS | 

Several authors have written about mid-life career changers who have made 

major changes in career and life-styles by choice. Career counselors may take 

note of ans Se of Tess RRS, 

remain aware a ence suistnction in their current life-styles and reevaluate 

regularly. Moore (2000) describes successful women who have followed the 

pattern of renewing their eae and options multiple times. She coins 

So such as co-preneurs, (husband-wife entrepreneurs); market 

(discovering aad Alte a new niche); parallel pather (moonlighting 

mith a career purpose i-aiiiiaiaaaeiiame a pitalizing on Opportunities and 

problems); pu ist EY going for opportunities with force- 

— uctey pandemonium careerist (making major moves across Ooccupa- 
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such a description implies a cultural materialistic standard where innova- 

tion, profit, and self-centered values are primary. Some workers who are tem- 

peramentally not suited to an enterprising approach as per the Holland Code 

and those whose values lean more toward stability, security, and other- 

centered behavior may not adapt easily to such attitudinal and behavioral 

patterns. 

Career counselors can facilitate a personal assessment to help adults an- 

alyze work environments where their services are needed. However, the “me- 

incorporated” language may or may not be appropriate for all clients. 

CAREER CONSULTING FOR ORGANIZATIONS 

The August 2001 issue of The Monitor on Psychology, a publication of the 

American Psychological Association, included an article showing how psy- 

auoleeists pen a alafeelenes of felles in the igen Panes Gralla 

om Cites SrIcHOHETS Riso design programs to assist SETTERS dealing 

with businesses, factories, and other workplaces that are permanently clos- 

Jutplacement services assist executives to find new jobs so employ- 

ees leave companies without resentment. Although job security is not 

guaranteed, sometimes job changes within a company offer employees new 

challenges and the opportunity to develop new skills for future employment. 

Career counselors could be particularly well suited to assisting employees 

to take advantage of the opportunities available in-house and to assist em- 

ployers in retaining an active, productive work force. Other career coun- 

selors help employees deal with work stress and relationships between 

workers and other factors affecting the psychological health of employees 

and their productivity. Use of instruments related to career counseling some- 

times provides needs assessments, outcome measures, and feedback for 

clients. For example, the MB7T or variations such as the Personal Profile 

System (1994) are often used for team building and for examining leader- 

ship styles. 

Counseling psychology and education is the home of theories and prac- 

tices for career services, and the changing economy is in need of quality serv- 

ices based on sound professional standards. Those from other fields, such as 

business managers, populist writers, and entrepreneurs, often offer services 

that counselors could provide with greater breadth and depth. Frequent 

changes for individual companies and agencies in a more fluid economy 

result in less in-house services for employees’ career assistance. The void 

of permanent employee assistant programs offers more opportunities for 
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career practitioners to offer consultation services on a short-term basis. The 

author has some experience consulting with a major automobile manufac- 

turer and can describe such services as a model for consultation for other 

career issues. 

Consultation for Plant Closings ° 

As factories change locations in the global economy, many workers and some 

supervisors and executives do not move to the new plant’s site. Workers with 

years of seniority may be eligible for severance benefits that could finance 

new career opportunities. Others may be open to further education while still 

others look for new jobs immediately. Counselors are in a unique position to 

offer career services because they are trained in the specialty whereas most 

other professional helpers are not. Counselors can offer educational programs 

preparing workers for change and teach job search skills. Support groups and 

individual counseling can help workers deal with emotional issues, process- 

ing information, and decision making. To meet the needs of displaced person- 

nel, community agencies or corporations hire counseling professionals to 

organize services. The following discussion describes one such consulting 

prec ashi Si by the first author. 

lant mat 

Hie company executives were concerned 

that neem neatly laying off thousands of employees would create much neg- 

ative publicity and were anxious to create a public relations message that 

employees would receive assistance in finding new jobs. They were also con- 

cerned that laid off employees could demonstrate mental health problems 

and extreme reactions, such as suicide, which would create a negative pub- 

lic image for the company. Although having a professional counselor would 

not guarantee preventing mental health difficulties or finding replacement 

jobs, several packages of services were offered, along with a rationale for 

why such services could prove useful. A needs assessment could project 

those employees in need of ongoing individual counseling and those who 

could gain assistance in support groups and workshops. Consultation for 

managers and labor leaders was another service offered. 
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10ps. Employees could also self-refer for individual counseling or sup- 

BOK groups. Peer counselors, workers from the assembly line, were chosen 

and trained to help facilitate workshops. Referrals to community services 

were also arranged. The author also attended regularly scheduled meeting 

for leaders responsible for making the closing run smoothly, and plant 

leaders could seek individual consultations for specific situations. The con- 

tract ran for six months for one plant and for 18 months for another factory 

(Mosley-Howard & Andersen, 1993). 

With a basic strueture in place, the author built support by touring the 

plant and visiting with employees, foremen, line leaders, and managers. She 

consulted with the human resource department that held the responsibility 

for transferring a few workers to other plants across the nation, learning 

about those limited opportunities and setting up agreements for cross- 

referrals. To build trust with workers and union leaders, she ate lunch in the 

plant cafeteria and was eventually invited to eat in the “workers’ only” music 

room, where assembly workers played instruments and sang to entertain 

each other during breaks. To maintain a level of respect, the plant physicians 

recommended the use of the term Doctor to reflect the author’s credentials. 

To create a welcoming mode, the more approachable first name basis seemed 

friendlier. A compromise developed as the workers called the author Dr. Pat. 

The literature regarding plant closings describes a grieving cycle similar 

to the emotions experienced with other major losses. Initial reactions by 

some workers denied the plant would actually close. It seemed impossible 

that thousands of people would be quickly displaced, and that huge build- 

ing complexes—landmarks in the community for generations—would be 

torn down. Anger and blame personalized the company and the union as un- 

caring as well as all-powerful. Sadness sometimes approached a sense of help- 

lessness as the reality took hold. Workers needed to describe the work they 

had contributed and to tell the stories of plant politics between union and 

management and within the ranks between workers and line-leaders or fore- 

men. Clients experiencing the range of emotions before acceptance were 

not ready for career counseling because they needed time for psychological 

work. Within the grieving paradigm, however, much is learned about clients, 

their strengths, coping mechanisms, vulnerabilities, and, most importantly, 

their values. Such background issues prepared counselor and client for the 

expanding and integrating of career counseling. 

Leaders in a plant-closing atmosphere add a personal sense of responsi- 

bility to others to their own individual issues. Few opportunities for emotional 

release existed for those who were expected to model controlled behavior 

and acceptance of reality during the massive changes taking place. Some ex- 

ecutives experienced self-blame for letting others down and obsessed about 
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A factory for a major corporation an- 

nounced it was closing and a few thousand 

employees would be laid off. A wife and 

husband came for counseling because of 

their concern for their future. The couple 

was in their late forties, and he (skilled 

laborer) had worked for the plant since 

graduating from high school. Employees 

with his level of seniority had been offered 

a significant financial package if they 

would waive their rights to future jobs 

with the company. The union contract 

stipulated “a call back” to work was only 

possible if the company opened another 

plant within the United States. Call-backs 

occurred in order of seniority and usually 

required a move to another state. There 

was the distinct possibility that no one 

would be called back because there were 

plans to relocate some factories outside of 

the country. The husband had hated his 

job for years but was frightened by the 

loss of security. He had felt protected by 

working for a huge multinational corpora- 

tion and was angry that “blood money” 

was offered to disconnect him from a com- 

pany that had been his working home. The 

wife did not want to move from the city 

where she had spent her whole life. 

. A franchise company was selling 

trucks delivering a snack and sandwich 

service with exclusive routes. Owner-oper- 

ators purchased trucks that were outfitted 

with a soda machine, refrigerator, small 

stove, and an open window with displays 

for snacks. The driver owned rights to a 

route where he sold food at prearranged 

sites for breakfast, lunch, and dinner. The 

wife strongly supported accepting the fi- 

nancial offer and using the money to buy a 

truck and route. The topic angered the 

husband. 

How Would You Conceptualize This Case? 

1. What were the husband’s interests and 

needs? 

2. What were the wife’s interests and 

needs? 

3. How could the counselor attend to the 

interests of the couple so both the 

husband and wife would mutually 

benefit? 

what they could have done to prevent the layoffs. Executives also had to deal 

with their emotions very carefully for fear that their reactions would be inter- 

preted as disloyalty to the company. 

Clients in groups and workshops learned about the career transition 

‘process and how to deal with the loss of ine — of —— ag! 

security. A majo c yr Career ni 

workers gained Berean insight and a belief i in their AbiiGy to manage ihe dif- 

ficult change (Andersen & Mosley-Howard 1989). Counselors earned trust and 

respect by utilizing the same skills used for creating career education and 

counseling programs in other settings. Although the work gave much satisfac- 

tion and a sense of making an important contribution, it was also very emo- 

tionally consuming and physically exhausting. 



What Actually Happened? 

The husband needed to deal with feelings 

of betrayal by the company. To give up his 

role as an employee of a well-known cor- 

poration made him feel as though he was 

lost and all alone. To own a business was a 

risk. What would happen if he failed? The 

wife needed to maintain a sense of home 

and community. The counselor arranged to 

see the wife and husband separately for 

several sessions. The husband described 

his years working in the factory. Over the 

years, many conflicts were experienced 

between the union and management, but 

he felt safe as long as he and his buddies 

stood together. He hated the dull routine, 

working on the assembly line, doing the 

same tasks over and over. Yet he enjoyed 

his breaks and lunchtimes when he social- 

ized with other workers. Finally, he recog- 

nized his most hurtful losses were his 

friendships. His greatest satisfaction, and 

an important strength, was conversing 

with others. He recognized if he were op- 

erating a lunch truck, a major part of his 

time could be talking with customers and 
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no time would be spent doing the routine 

tasks on the factory line that he hated. 

Still, he was afraid he would not be able to 

handle the business aspects, such as keep- 

ing accurate accounts of expenses and or- 

dering the right amount of supplies. 

The wife expressed her fears in individ- 

ual counseling as well. She knew both she 

and her husband valued the family ties and 

neighborhood relationships they had estab- 

lished over the years. To relocate would en- 

tail losing a lifetime of connections. She did 

not work outside the home. She felt her 

work with the parish church, running a 

soup kitchen, was a meaningful contribu- 

tion to the community. 

When the couple came to counseling 

together, the husband eventually agreed to 

take the financial offer and buy the truck 

route. The wife agreed to join her husband 

in the business training offered by the fran- 

chisers and to help with bookkeeping 

tasks and ordering procedures. The wife 

sent a Christmas card to the counselor for 

years saying how much the couple en- 

joyed their business and working together. 
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Se cholonca aren and c career needs of specie situations experienced by 

adults in the working world adds some content, but the basic skills are the 

same SUE utilized ea career Diseguousr across many © career Bee in 

Biss descriptions of Raatiints content and other process needs might be ae 

veloped. And, if the economy continues the current trend toward frequent 

job/field changes for all workers, public agencies may be called upon to meet 



384 Part V Career Issues Across the Life-Span 

the career needs for many clients regularly. Professional career practitioners 

can rise to the occasion by valuing their skills and adapting to needs. 

Eventually, the profession may create greater sophistication in determining 

how the needs of differing populations vary. 

SUMMARY . 

Adult and younger workers follow a similar Career Diamond process of ex- 

ploring self and expanding occupational information before prioritizing per- 

sonal values and choices through a narrowing movement integrating internal 

and external factors. The process for adults is somewhat more complex than 

for those with less experience because identities have been formed and 

have been influenced by previous adaptations to work environments. 

Additional theories and professional practices have been developed to an- 

swer r adult Bees: 

ling represents an approach that is similar to traditional 

career counseling, with the exception that coaches sometimes offer services 

ina ae of Sees and also offer advice regarding business strategies. 
vast-paced, action-o ted coaching also includes Re rd et 

and eases souialize ith clients, contrary to counseling ethics forbid- 

ding dual relationships. Otherwise, coaching’s emphasis on listening skills, 

ton SOTBUGs and SUSE ta of client ee and self- el EL 

Ke ICCes ful c ts who want to lo oe Cae engage in ‘hehe 

that may review ; past experiences ina Wists self-discovery process. 

Questers and career-preneurs represent models for the “worried well” that 

seek coaching services. Whether making strategic movements within cor- 

porations or starting new businesses, success models are always looking 

ahead and adapting to new opportunities. 

Transitions to new careers are more CUTE for many adults. Prochaska _ 

et al. les describe a process where adults spend time talking about po- 

= to all Societal messages areearaiie job ess- 

ness PR potential ree of status are issues some clients need to work 

through. Several models for major life transitions have been proposed, the 

most thorough being that explicated by Schlossburg (1984). Using an 

ecomap creates a picture of the multiple areas adults consider when facing 

major transitions. 

Career practitioners are needed in many community settings, as the econ- 

omy requires numerous job changes. Consulting for organizations can offer 

2 
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career services during downsizing and business closings. Career practition- 

ers can also assist employees to change positions within companies and help 

them deal with job stress as well as employee relationships and other fac- 

tors contributing to satisfying, productive work lives. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Adult Career Issues 

A. Adult development 

1. Is no longer tied to physical maturation 

2. The stages are much longer and may contain adults in vari- 

ous life situations. 

a. All children/adolescents are to attend school. 

b. Adults may be in school, employed, single, married, 

widowed, with or without children, caring for elderly 

parents, etc. 

II. Undecided vs. Indecisive 

A. Previous literature distinguished between clients not yet 

decided (undecided) and those unable to make decisions 

(indecisive). 

B. Prochaska’s model may explain why some resistant clients seem 

indecisive; they may not yet be ready to enter a decision-making 

process. 

Ill. Difficult Transitions 

A. Prochaska’s Model 

1. Precontemplation: Coming in due to external pressure (A in 

Career Diamond) 

Contemplation: Recognizing there is a problem (beginning 

the exploring phase) 

3. Preparation: Making small changes and preparing for action 

(ending the exploring phase and beginning the deciding 

phase) 

4. Action: Making changes (D in deciding phase). 

IV. Person-Environment Correspondence 

A. Workers 

1. Workers want rewards from the work environment. 

2. Workers want a positive relationship with the work 

environment. 

B. Work environment 

1. Has requirements to be successful and wants workers to be 

able to meet those requirements 

nN 
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C. Correspondence 

1. The degree to which the needs of the worker and needs of 

the work environment are being met. 

V. Career Coaching 

A. Counseling, listening skills used 

1. Emphasis on client strengths 

2. No attention to past 

3. Motivational 

B. Helping adults make multiple career changes 

1. Attention to values, visions, self-esteem 

C. Whole life coaching for balance between personal and career 

D. Advice for business strategies 

Similar to but distinctive from career counseling 

Clientele:“Worried well” 

Fast paced 

Behavioral, action oriented 

Different ethics: Dual relationships 

Professional association, training, and certification 

VI. Questers and Career-Preneurs 

A. Description and terms for careerists as “me-incorporated” 

VII. Emotional and Cognitive Constructs 

A. Loss of career expectations 

B. Life-style changes 

C. Societal messages regarding job loss and job status 

VIII. Major Life Transitions 

A. Bridges: Natural life changes 

B. Brammer: Journey to a new place in life 

C. Schlossburg: Pervasive nature of change in many areas of life 

1. Roles 

2. Routines 

3. Support systems 

4. Relationships 

5. Personal identity 

IX. Consultation for Organizations 

A. Career practitioners consult with organizations regarding many 

topical areas. 

1. Crosscultural adjustment 

2. Business, plant closings, outplacement 

3. Changing positions within organization 

4. How to deal with stress and other wellness issues 

5. Relationships between workers 

B. Consultation for plant closing 

SESS AS Nee 
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1. Negotiating package of services 

2. Needs assessment 

3. Career education programs 

. Support groups 

. Job search workshops 

. Individual career counseling 

. Consulting with management and union leaders 

. Grieving cycle 

. Leaders issues 

1. Determine a particular group of adult career changers who could use 

the services of career practitioners. What psychological issues might 

be relevant to that specific group? Design a psychoeducational group 

that would offer career information and a series of experiential exer- 

cises to change attitudes and allow for coming to terms with the 

group’s unique experiences. 

2. Write an imaginary case study for one of the group members who is 

also receiving individual career counseling and who has family issues 

that are a part of his context. 
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CHAPTER 16 

Spirituality and 
Career Counseling 

You work that you might keep peace with earth and the soul of the earth 

...and when you work with love, you bind yourself to one another and 

to God. . . . Work is love made visible. 

Kahlil Gibran 

he self-awareness needed to consider vocational pursuits makes the 

area of personal values and meaning an obvious extension of career 

counseling. Some clients easily move into raising issues of life’s mean- 

ing. When values and issues of broad significance remain implicit but are 

not openly expressed, it is the counselor’s role to bring these topics into the 

open and to give the client the opportunity to consider those concerns. 

Although counselors are neither spiritual leaders nor experts in religion, ex- 

istential concerns—the search for the value of a life lived—provide the venue 

for integrating profound personal intentions into the counseling experience. 

Bergin (1991) reports the results of a values survey of mental health pro- 

fessionals. Most counselors agreed with the necessity of finding fulfillment 

and satisfaction in work. A high percentage of counselors also agreed that 

having a purpose for living is an important part of a healthy life-style. Some 

counseling clients may explore values and personal meaning that are not 

connected to an overall philosophy, religion, or sense of spirituality. Other 

clients may express a search for meaning labeled as a spiritual search that 

may or may not have a philosophical cohesion but that does impart a feel- 

ing of deep meaning. Still other clients may participate in an organized re- 

ligion with a set of beliefs that are applied to daily life. Counselors can 

facilitate the client’s search for meaning within the context of the client’s 

chosen structure of meaning without sharing an adherence to the client’s 

specific system of thought. 

Counseling literature includes discussions of broad-based values as well 

as spiritual concerns that are related to other life issues for clients (see the 

works of Anderson & Worthen 1997; Ballenger & Watt, 1996; Elhany, 

2 
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McLaughlin, & Brown, 1996; Moules, 2000; Prest & Keller, 1993; Rey, 1997; 

Walsh, 1998; Weaver, Koenig, & Larson, 1997). Spiritual values provide direc- 

4 tion and a moral, ethical compass for making life’s decisions. Career coun- 

selors can encourage clients to consider the meaning of career choices 

within the clients’ own set of values and spiritual framework. 

CALLING TO VOCATION 
¢ 

In earlier times, the meaning of work was tied to phrases such as a calling 

to a vocation or the mission of one’s life (Bolles, 1995). The term calling 

means that a higher power is determining the specific kind of work the in- 

dividual should do. It suggests that meaningful work is expressive of more 

than the individual’s private desires. Although today the depiction of career 

as a divine calling is uncommon in the secular world outside of the ministry, 

aspiring to a meaningful purpose in one’s work is still a common human 

need. Indeed, many of the concepts directly tied to religious traditions or 

biblical interpretations bear a resemblance to secular career ideas. Current 

career counseling may not explicitly use the term spiritual calling, but un- 

derlying the profession are humanistic values that are similar in many ways 

to religious beliefs. 

CORE HUMANISTIC VALUES 

Flow (1993) describes the core values of meaningful work shared by many 

clients. These values include service to others and contributing to the 

community while developing one’s self. Although a religious person may add 

the practice of seeking God’s guidance through prayer or reading the scrip- 

ture, both secular humanitarians and religious adherents share the value of 

serving others. The goal of achieving meaning beyond economic and per- 

sonal gains is also common. 

Huntley (1997) describes a sociological analysis of American culture 

where a calling serves as the means for individuals to relate to others and 

the wider society through their work. Studs Terkel quotes a worker saying, 

“I think most of us are looking for a calling, not a job” (1972, p. xxiv). 

Cochran (1990) describes careerists he called meaning searchers, peo- 

ple who created lives “radiant with meaning,” whatever their chosen voca- 

tion. The meaning they found in work was not defined by job titles that 

are too concrete to convey life’s purpose. Instead, their purpose in life was 

to contribute to society and to create a significant legacy. 
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SELF-EXPRESSION AS MEANING 

Self-fulfillment is the work value that is truly expressive of the person’s iden- 

tity. In modern times, the search for self-expression in work has taken on an 

almost spiritual meaning. Expressions such as “follow your bliss” convey the 

concept that individuals can use their own inner satisfactions to deter- 

mine the career path that expresses their identity (Campbell & Moyer, 1988). 

The book Do What You Want, the Money Will Follow (Sinetar, 1987) ex- 

presses the hope that activities that bring personal satisfaction can generate 

income as well. Soul Work (Bloch & Richmond, 1998) asserts that if work- 

ers are passionate about their work, success will come. All these authors de- 

scribe a search for meaning beyond matching interests and abilities to a job 

title. They suggest that the individual’s true inner voice expresses a mean- 

ingful wisdom. Further meaning is gained when the person’s work also be- 

comes a contribution to others and society. 

Natale and Neher (1997) discuss the differences between the typical cul- 

tural norms of the corporate workplace and individual meaning. Standard 

corporate expectations require adherence to the hierarchical structure. An 

individual’s sense of values is subsumed under a bottom line mentality and 

accountability to the organization. Individuals, on the other hand, gain mean- 

ing through inner integrity. Personal values are based on personal authority, 

experience, feelings, and discernment of abilities. Personal values can be 

maintained at work only if individuals can interpret their private meaning 

as connected to the external system. 

Note the parallel with the Career Diamond. Individual considerations are 

placed on the top with the externals on the bottom leading to a process of 

integrating the two. Another career-related pictorial depicts the significance 

of an individual’s values. Richmond (1997) draws a funnel (Figure 16.1) 

where interests, knowledge, skills, and values enter the wide top part of the 

shape, and all the personal characteristics run into the narrow bottom 

exit. 

The funnel is similar to the second half of the Career Diamond (Figure 

16.2) showing a narrowing, prioritizing, and integrating process that comes 

to an end point as a decision is made at the end of the diamond. Counselors 

who expand the standard checklists of career-related values to a full dis- 

cussion of life’s meaning are extending the process to a level full of signifi- 

cance and profound relevance. 

The funnel image illustrates the process of taking a large number of val- 

ues and determining those that are most important, whereas the second half 

of the Career Diamond illustrates the integration of personal characteristics 

with external demands in a process where, when the two sides come to- 

gether, a decision is made. 
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Figure 16.1 Richmond (1997) uses a funnel to Figure 16.2 The second half of the Career 
depict the broad values that are considered Diamond shows the Vision created by earlier 

when decisions are made (the wide top of the exploring. To bring the Vision into reality, per- 
funnel) and the sorting that refines considera- sonal priorities are set and integrated with real- 

tions (narrow bottom of the funnel) so the deci- istic external factors, a narrowing refinement 

sion can meet the most important priorities. that leads to a Decision. 

PROCESS INTERVENTIONS 

Counselors can facilitate quests for meaning by reflecting expressions that 

seem significant to the client and by asking basic questions such as, “What 

gives your life purpose?” Clients usually have underlying motivations for the 

choices they have made such as,“I want to help people”; “I want to bring 

decent writing into the world”; “I want to build something of lasting value”; 

“I want to be part of a team of members working together for a common 

purpose”; or “I want to have a voice in improving my profession.” 

Basic motivations for doing a job may not, however, touch the deeper 

meanings a client has for life. The answers clients give to questions of mean- 

ing and purpose offer clues as to how much time and effort the client wants 

to spend considering these issues. For example, clients who indicate little 

interest in deeper meaning might say,“I want to make enough money to put 

my kids through college” or “I want to retire by age 62 so I can play golf 

every day.” 

Reflection of Meaning 

In career counseling, reflections of meaning are slightly different than reflec- 

tions of content or feelings. The expression of values may be implied, in which 

case, it is up to the counselor to bring out the underlying meaning, or strong 

emotions regarding values that may be revealed in the client’s tone of voice. 

The counselor then has a choice of reflections, emphasizing the emotion or 

the implicit belief or value, or both. The counselor chooses to mirror the 
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client’s values when accentuating his emotions would not be helpful and 

when pointing to meaning would be more encouraging. Although identifying 

and releasing feeling is healing and allows the client to become aware of in- 

ternal experience, sometimes an overemphasis on feeling prevents the client 

from moving forward in considering options. For example, reflecting depres- 

sive or inferiority feelings will not induce movement toward the goal of con- 

sidering career choices. However, if the negative feelings are associated with 

the value of say, making a contribution to society, then reflecting the value en- 

courages clients to see themselves in a positive light. Values and beliefs are 

ideas tied to strong feelings. Movement in counseling can occur when the 

counselor makes skillful choices of when to reflect emotion, when to state an 

implied value, and when to do both. 

A number of themes can be seen in the values commonly expressed in 

career counseling. Clients often express their desire to build careers that 

mean more than the means to earn money. Career choices may also be 

grounded in the need to make a positive contribution that is self-expressive. 

Finding solutions to world problems may be a motivating value for some 

clients whereas others see the family as their major value in contributing to 

society. 

ANTI-MATERIALISM 

CREATIVITY 

Some authors have contrasted the values of making money with meaning- 

ful “soul-work” (McClenahen, 1991; Moore, 1992; Policoff, 1985). The prevail- 

ing ethic in our society sometimes seems to emphasize working as a means 

to earn more to buy more. Spiraling consumption (Fox, 1995) requires a life- 

style of workaholism that acs people to self SOUMSHSY Oo stressful 

How much materialism reflects their values and whether consuming less 

would provide more life satisfaction. Balancing career efforts with other 

meaningful activities can be an important aspect of clarifying values for 

clients. 



Chapter 16 Spirituality and Career Counseling 395 

ing interventions that can be interspersed throughout the process of explor- 

ing meaning. Some of his questions are,“Do I experience joy in work, and 

do others experience it as a result of my work?” “Do I experience awe and 

EC through it? And would it be a blessing for enerations to come?” 

Fox’s conceptions are captured in the title of ie. 4 ‘be Reinve La 

rk. The self-development he describes includes the way people ap- 

proach work as well as what they do. 

Such work may not be what one does to earn a living. The effective ca- 

reer counselor is able to enhance lives by paying attention to avocations as 

well as jobs. Robert Frost expresses the dream of many in his words, “My ob- 

ject in life is to unite/ My avocation and my vocation/ As my two eyes make 

one in sight” (1949). Many clients decide to work in jobs that pay the bills 

while expressing their creativity in after-work activities. Counselors can help 

clients view their lives as a whole picture in which the most meaningful ac- 

tivities take place outside of work. 

+} 

SAVING THE PLANET 

American Indian values describe the sacredness of nature and the inspira- 

tion gained by humans in honoring their connection to the land and to an- 

imals. Participating in volunteer activities related to ecology gives meaning 

anda gee sense of contribution to some clients. Macy (1990) describes the 

term eco-self as a metaphor used in counseling to describe a person’s in- 

terconnection to others and to the earth and the universe. Some writers 

tie an ecological sensibility to negating consumerism and materialism. 

Creating a life-style respectful of the earth and internally communing with 

nature can have far-reaching implications for career and life-style choices. 

FAMILY VALUES 

Economic pressures force families to adapt to the demands of working life. It 

is difficult for all but the most well-paid workers to provide a comfortable liv- 

ing for their families without two incomes. Some working parents are making 

choices to budget their income so that one of them can stay home with young 

children for at least a period of time. The family bond created by couples care- 

fully cooperating to make the quality of their home life a major priority is an 

important expression of values. The stay-at-home parent may feel a sense of 
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purpose in staying home with the children but may also feel isolated in a 

world where many parents work. 

Although changing gender roles have created a variety of arrangements 

for parents sharing child care, there continue to be pressures no matter what 

choices are made. Some mothers who stay home with children feel their in- 

telligence questioned and may not gain understanding from others regard- 

ing economic pressures. Fathers who stay home face skeptical reactions 

(Pleck, 1999). Many writers describing family/career issues have dealt with 

the practicalities of balancing these demands. However, the values expressed 

by the choice of life-style are not often discussed in the dual-career litera- 

ture. When the meanings of creating a satisfying relationship and of keep- 

ing the family as the central priority are explored with clients, practical 

considerations often fall into place. Career counselors can validate cou- 

ples’ choices of family values, offering understanding for the difficulties and 

pressures whether the choice includes both parents working or not. 

In more than 50 percent of intact American families, both parents are 

working; hoxever, iis is a difference between dual-earners and dual-ca- 

reerists ( Dy ergs fine dual- 

aca! careerists cae to be more niGRLTEE see moe careers as an ee 

part of their identity, and value nonfiscal parts of employment, such as 

achievement or responsibility. When couples choose the dual-career route, 

they may also be expressing important values. The couple may be commit- 

ted to egalitarian roles for both partners and determined to share home re- 

sponsibilities and parenting. Again, practical considerations and pressures 

often dominate, but the struggles can be worth the effort if the values are 

explicitly kept in the forefront. 

Knudson-Martin (2001), a marital counselor, writes of the intersection be- 

tween religion and gender. She describes couples struggling to maintain un- 

satisfying and unequal relationships because they believe their religion 

dictates a subservient role for women and a dominant, responsible role for 

men. Without imposing the ideal of equality, the counselor can facilitate an 

exploration of the couple’s faith-based relationship values. Most couples come 

to an agreement where respect and caring become more important than who 

is in charge. By opening the counseling to the examination of religious ideals, 

couples may be relieved of their sense of being stuck and be more receptive 

to the faith values that can help resolve issues. Such a process of examining 

values and spiritual issues holistically follows a counseling pattern that could 

be applicable to other intersections of career and family. 

McKenry and Price (2000) cite numerous studies regarding the psy- 

chological and social impact of economic stress on families. These authors 

recommended that counselors inquire about the effect of change (e.g., job 

2 
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changes) on the family. They point to positive coping mechanisms such as 

social support, Cognitive restructuring, and self-help strategies as a way to 

buffer the stress. The meaning of change has implications for a person’s val- 

ues and spirituality, and when we address meaning in counseling, we bring 

the whole person into the process as opposed to artificially focusing on one 

small facet of life. 

NATURE AND COMMUNITY 

SPIRITUALITY 

Counselors can a5 meat if 

there isa Special mice where the cient goes to ponder important concerns. 

Clients may report that a walk in the woods or a drive along the seashore 

helps them gain perspective, yet they do not visit the natural setting regu- 

larly. Encouraging clients to consistent 

1 fou ith their € engths. Clients can be taught 

to use a common PeaTatiOn ool in eahich evr imagine themselves in their 

special place. This exercise can be extended for use as a means to contem- 

plate meaning. 

Whether or not a client is a member of an organized religious commu- 

nity, finding or creating a network of people who share similar beliefs can 

enhance meaning making. There are many creative ways to make and keep 

contacts with others today. The Internet is a primary example of a way in 

which clients can find others who are exploring common values. Even dis- 

tant communities can share support and meaningful connections. 

Counselors can help clients solidify personal meanings by assigning the 

task of writing a personal mission statement. An individual’s sense of mean- 

ing can be described in a declaration of purpose. Avowing meaningful goals 

provides motivation for continuing to do the daily activity of work. Mission 

statements require regular rewriting, or the inspiration no longer invigorates 

a person. Some clients appreciate the value of inscribing on a plaque a suc- 

cinct proclamation of meaning consisting of a few motivating words. 

é yutside our Decpaies is sometimes expressed by a client 

eee ‘ob ack personal meaning or when the loss of a job or business 

opens up doubts about the meaning of an individual’s life. Cochran (1990) 

notes that career counselors sometimes miss the client’s search for meaning 
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by approaching counseling with an overly positivistic attitude. Meaning may 

come by discovering negative circumstances that need changing or by fac- 

ing the lack of meaning in one’s life. Clients may recognize that the mean- 

ing of their lives has not been a major consideration as they have busied 

themselves with the practical activities of earning a living. An invitation to | 

integrate profound questions of meaning with career considerations gives 

the client an opportunity to examine the issues. If there are cues that exis- 

tential issues are concerning the client, the next question can be,“What role 

does spirituality play in your life?” 

| 

EXISTENTIAL ISSUES AND CLINICAL JUDGMENT 

avane a client’ s existential crisis is to create an Pimaconee of safety in 

which the doubts can be expressed while also maintaining hope. Decisions 

for the future based on fear do not offer the self-expression of meaning that 

the client is seeking. The client needs inspiration and energy to fill the 

void created by a lack of direction. The key is that only the client is an ef- 

fective source of resolution. The counselor facilitates the self-examination 

but cannot “minister” in ways that provide specific spiritual instruction. The 

meaning to be found is unique to the individual, and however painful the 

struggle, reassurances and the counselor’s own DIS Helis are not helpful. 

elo 5 space - client’s ch and on occa- 

It is A pOTEaE to note that sometimes e ISCOUTASETRENE is SO pervasive 

that the client is not able to deal with profound issues. The client may need 

to focus on problem solving to resolve a difficult situation. After resolution 

is found, there may be another opportunity to reflect on life’s meaning. 

Career counselors determine the client’s needs and manage the process of 

counseling to help the client meet those needs in the sequence that is ap- 

propriate for her. 

SYNCHRONICITY 

Many people, whether adhering to a religious tradition or not, still believe in 

the notion that things happen for a reason. For clients, a belief that unknown 

influences are affecting their lives is often expressed when career changes 

occur. That change creates new meaning that takes on an aura of GUL ata 
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forces at work. Synchronicity is a label used by Carl Jung (1933) to describe 

the interconnectedness of seemingly random events. Life’s events may be nei- 

ther random nor meaningless. Instead anything that happens may be “synchro- 

nized” to other seemingly unrelated events. Meaning might be found by paying 

attention to the underlying implications of everyday events. Jung suggests an 

event that seems unrelated to what a person expects may actually be a call 

for the person to seek an unrecognized purpose. 

Some religions use a similar concept of a relationship between suffering 

and inspiration. What appears to be a negative experience teaches some- 

thing to an individual, even if the purpose behind the experience is un- 

known. Within such beliefs is the implication that it is better to accept 

negative experiences and try to learn from them. Assuming that all events 

have an unknown purpose behind them, resisting denies the validity of the 

purpose. It is best simply to let life take its course. Maybe at a later time, the 

meaning of the experience will be revealed. Clients may state such beliefs, 

and the meanings can be reflected back to see what develops as the words 

open the client’s awareness. 

The client may find hope and comfort in the belief that a change may 

have a good purpose, or the client may reveal ambivalence. It might be ap- 

propriate to let the client stay with the feeling of conflict about whether the 

change had a good purpose, a bad purpose, or perhaps no purpose at all. 

After an interlude, the counselor may cue the client to “Describe both your 

feelings of hope and despair.” Getting in touch with beliefs tinged with only 

half acceptance allows the client to fully live the experience in the moment. 

Growth often occurs when such mixed feelings are accepted and acknowl- 

edged, releasing new energy to focus on a new quest. 

FLOW: MEANING BEYOND THE SELF 

The term flow is used to describe a state in which work becomes so absorb- 

ing that the worker feels a oneness with the tasks. Flow is described in stud- 

ies by Csikszentmihalyi (1990), which were discussed in an earlier chapter. 

The assumption is that the worker has such a harmonious connection with 

the career tasks-that the effort is not taxing, but satisfying. In fact, when work- 

ing under flow conditions, a person can feel energized by the tasks. Harmony 

with work allows individuals to enact (e.g., putting one’s identity into ac- 

tion) their own identity in a unique way, offering a sense that the career was 

meant to be. 

To place flow within a spiritual context, Csikszentmihalyi (1990) com- 

pared the concept with yu as described by Taoist scholar Chuang Tzu. The 

author suggests that both yz and flow allude to experiencing work activity as 
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HARMONY 

connected to positive feelings of deep pcan: Gelb nema used the 

energy. he floss of the person’s aaa Peal aera consciousness joins mene 

iniversal flow of life’s movement. Both the person’s mind and sense of being 

are synchronized in harmony with the energy that connects all living things, 

and work takes on the meaning of contributing to life itself. Work is a medi- 

tative experience, renewing self and giving of self, offering a spiritual sense of 

meaning. Tillich 1 963) uses a metaphor of God as a stream with all human 

beings in the stream. This metaphor validates the faith that swimming against 

the stream may be counterproductive and being carried by the stream offers 

purposeful movement (Prest & Keller, 1993). 

Our culture recognizes the phenomenon in athletics, and we refer to it 

as “being in the zone.” So we are not asking clients to become eastern 

philosophers, but taking something we all recognize in one life domain and 

looking for opportunities to experience it in our vocation or avocation. 

Bloch (1997) points out that gaining the experiential meaning of flow re- 

quires that the western mindset suspend a subject-object duality; instead, 

the worker and the work become a part of a flowing experience. Another 

source of harmony includes feeling the connection with the work one is 

meant to do, or the experience of a calling. Still another source of feeling 

connected is a natural sense of love within authentic relationships with oth- 

ers at work. Bloch talks about a Buddhist scholar Krishnamurti, who wrote 

On Right Livelibood (1974). Finding the right livelihood in the Buddhist tra- 

dition includes the expression of universally positive values that contribute 

to the common good and express peaceful caring to others. David Tiedeman 

(1997) speaks to the need for career counseling theory to include the con- 

cept of complementarity, in which dualistic thinking is abandoned and a 

holistic view is gained. With complementarity as a world view, being in con- 

text with others and experiencing the flow of work creates meaning beyond 

the self. 

Counseling as Flow: In Touch with Client’s Healing aa 
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an. influe ] 

wen Bergin recoanived that the depressive mood was not the real issue. 

Instead, the client’s identity, goals, and purpose in life were the underlying 

cause. Such a case has a direct connection to career counseling where per- 

sonal meanin g yse are the crux of the occupational search. 

ET hman. 93) ) is a talented psychiatrist who has won awards 

for ne msiehts into the human psyche. He also writes of a spirit at work in 

counseling. 

There is a healing spirit. By “spirit” I mean a mood, an intangible yet 

definable ambiance that underlies and facilitates that restoration of 

well-being. In some circumstances, the healing spirit alone can reverse 

psychopathology, but more often it participates in complicated 

processes that include technical, psychological, and medical inter- 

ventions which are buoyed up by it. (p. 17) 

Counselors need not leave their sense of spirituality out of counseling as 

was once advised. Without imposing specific beliefs, counselors would do 

well to be in touch with the healing force that Fleischman and other authors 

describe. 

ad ee (2001) aenned spirituality as “those invisible Sheen associ- 

ated with thoughts and feelings of enlightenment, vision, transcendence, har- 

mony and truth” (p. 81). Such a broad definition includes many spiritual 

practices that might be helpful to therapists and clients alike. Rizzuto (1993) 

also points to spirituality as healthy, saying,“... a socially sound faith ... al- 

lows for sublimation of personal developmental joys and pains ... (and) may 

be an essential component of individual and societal health” (p. 33). 

Eastern philosophical practices encourage tuning in to the connection be- 

tween the individual’s subconscious and an external consciousness through 

meditation. Bloch (1997) depicts meditation as a process of synthesis in which 

meaning is created beyond the basics of matching interests and abilities to 

jobs. When human beings meditate, they can synthesize specifics as well as 

patterns of personal and external information into a holistic sense of purpose. 

The discovery of meaning is unique to each individual and occurs within the 
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Intentionality 

private experience of meditating about the relationships between aspects of 

self and external inputs. In order to synthesize the factors, both internal and 

external, executive functioning of the left brain must be suspended to allow 

the creativity of the right brain to combine both in unique and private ways. | 

Meditation is a means to clear the mind of linear associations and to promote 

synthesizing in this way. Eastern thought also sees meditation practice as the 

means to infuse individual syntheses with the universal forces that inform all 

of life with meaningful connections. 

Regular practice of meditation creates a clear mind connected to the flow 

of energy that enables the mind’s vision to influence external events. For 

Bloch (1997), such an experience is a spiritual practice. In meditation, the 

still mind can envision the person striving for goals, performing well, and 

succeeding in career-related activities. Such visualizations and affirmations 

can center the person and influence the person to do what is needed. 

Another view is that meditation actually influences external variables to 

make the changes visualized. For western cultures, a parapsychological sense 

of people managing external energy has only marginal acceptance as a real- 

ity in everyday life. 

However, the major validating method of science has provided some 

basis for considering such interconnections of energy. The Buddhist concept 

of connecting the still mind to universal forces was seen as a part of the 

quantum physics reality that Tiedeman (1997) describes. Chaos theory 

also describes different realities that may interconnect in nonlinear ways. 

Scientific thought seems to be coming to explanations of the intercon- 

nectedness of all life. 

Energy forces are also described by the Indian system of charkas, which 

associate different parts of the body with colors that symbolize human en- 

deavors. Jung (Von Franz & Hillman, 1971) suggests that in other cultures, 

supreme realities might be labeled as universal matter or the energy con- 

necting all life. The experience of interconnections between universal en- 

ergy sources during meditation may be similar to the experience of prayer 

as practiced in different traditions. If meditation connects the individual to 

eternal sources, the mind’s visualizations, or intentions, could influence out- 

comes in a way that is beyond human understanding and is truly drawing 

on outside forces. 

Specific methods for meditative and visualization practices are described _ 

in the next section. Whether a counselor chooses to believe in the various — 

explanations for the successful outcomes of meditative practices or not, 

using the techniques might tap into a unique private meaning for some 

clients. 
Fs 
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Meditative Practice 

tion. Mediation is near to clear the mind and to create a still space. AS 

scattered thoughts enter the mind, they are released, and the mind refocuses 

on stillness. It takes effort and regular practice to fully clear the mind to a 

blank space. However, the practice of letting go of extraneous thoughts is 

useful and encourages stress relief as well as renewed perspective. Some 

eastern religions belfeve that the still mind is in touch with the flow of life 

interconnecting all things of the universe. Such a connection to life’s flow 

creates a sense of deeper purpose uncluttered with meaningless personal 

thoughts. 

Another HSU NO for ae a peaceful retreat is the practice of mind-_ 

fulness walkit ‘ion, the mediator attends to every sound and 

movement happening in ie moment. By becoming sensitive to immedi- 

ate experiencing, this practice also creates a new focus for the mind and 

relief from typical meaningless internal chatter. Mindfulness can become 

a habit or a method used in everyday experiences. Focusing attention on 

the sounds and movement of anything can release a person from internal 

thoughts and encourage a sense of being in the here and now. The movie 

Karate Kid showed the master teacher setting up tasks for the young boy 

and demonstrating the practice of mindfulness in painting a fence. The 

young man learned to be aware of the movement of painting up and down 

the wood while focusing his attention only on the task. From this per- 

spective, a meditative practice can lead to mindfulness for all the activi- 

ties of life. 

out of her nose > and lungs, the still place can be experienced. One simple 

method adds another tool to retain the focus on the breath. As the media- 

tor breathes in, she counts one and as she breathes out, she counts two. 

One in, two out, three in, four out. Counting continues until the number 10 

is reached and then the counting returns to one. The counting and atten- 

tion to the breath creates a focus of attention. When extraneous thoughts 

enter the mind; the counting is interrupted. With each interruption, the 

count returns to one. The mediator may find she is regularly returning to 

one, or discover that she has counted to a number over 10. Overcounting 

usually means mindfulness has been lost and a foggy-like mind state has in- 

terfered. Eventually (with regular practice), the discipline of linking breath 

and counting becomes natural, and only a few stray thoughts interrupt. At 

such a time the counting can be eliminated, and the mediator can focus only 

on the breath. 
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Bloch and Richmond (1998) provided another meditation practice 

from the aboriginal people of Australia called dadirri and presented by 

Krishnamurti (1974). 

Sit very quietly and be still 

not only physically, 

not only in your body, 

but also in your mind. 

Be very still 

and then, in that stillness, 

attend. 

Attend to the sounds outside this building, 

the Cock crowing, 

the birds singing, 

somebody coughing, 

Somebody leaving. 

Listen first to the things 

outside you, 

Then listen to what is going on 

in your mind. 

And you will then see, 

if you listen very, very attentively, 

in that silence, that 

the outside sound 

and the inside sound 

are the same. (p. 162) 

Again, ane 

One more meditation merneet uses a mantra, a word Gace 

over to still the mind. Um has been popularized as a sound mantra, but other 

traditions have other sounds or phrases. Some people enthusiastically try 

new spiritual practices, and some combine cultural traditions. The first au- 

thor’s mother meditated by repeating, “Jesus loves me,” and gained a calm, 

meaningful peace. 

Certainly, some clients may have their own eee and NESE es 

oe new Se aL not be ES A ski 1 have 

an erent S eae for SS dine fone If clients have minimal con- 

templation habits, helping them create or expand such practices might 

encourage deeper more meaningful space for considering important 

concerns. 
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MEANING THROUGH RELIGION 

in AnOTHEL study that thie BSICER BE the public agreed with the statement, 

“My religious faith is the most important influence in my life.” Despite the 

seeming disparity between counselors’ and the general public’s opinions, 

asking about spirituality may be useful for any career client who is mature 

enough to weigh significant questions. When a client names a particular 

religion, counselors can facilitate a process where the client can clarify the 

application of religious values to career considerations. 

Applying faith values in career counseling sessions may not be comfort- 

able for some clients who have strong religious convictions. The domination 

of materialism and achievement in our society may suggest to religious clients 

that career counseling is not a venue for exploring deeper meanings. “What 

role does spirituality play in your life?” may be a welcome invitation for some 

religious clients. However, such a basic question may not give full permission 

to discuss religious issues to other clients. The focus on self that is so much a 

part of most career counseling may subtly deny finding meaning in a theistic 

system. God may be an important figure guiding decisions for some clients, 

and prayer may be a vehicle for finding direction. Counselors who demon- 

strate an openness and respect for religious beliefs and practices can facilitate 

a search for meaning within a religious tradition without entering into theo- 

logical areas or interpreting scriptures. 

Clients with affiliations to traditional religions may seek direction from 

God through prayer or scriptures. Facilitating religious clients’ searches 

within the framework they define is more efficacious than trying to circum- 

vent the belief system that is their internal strength and a major resource. 

If the client asks for a specific religious interpretation, the counselor can ask, 

“What do you think, and how would this question be answered within your 

faith?” If the client is caught in doubt about the appropriate interpretation 

indicated by his religion, then a referral to a spiritual leader may be appro- 

priate. The role of counseling can be defined as a process that helps clients 

deal with the personal meanings and values that can be faith based. Clients 

identify the frameworks for their values and determine their ultimate pri- 

orities. Counselors facilitate the process and follow the lead of clients who 

determine their own direction. 

It is important for counselors to recognize the variety of theological 

interpretations even within the same denominations of the same religion. 
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Christian theologians offer differing ideas when discussing the role of work 

in the lives of the faithful. All interpreters regard work as a necessary duty 

to meet the requirements of the natural order. However, most Christian 

writers also place career as a secondary goal and spirituality as primary 

(Huntley, 1997). 

Some theologians denounce work that becomes too dominating in one’s 

life and therefore detracts fronr spirituality. Workaholism can be considered 

a form of idolatry because it forces workers to deny natural life rhythms and 

encourages a separation from interdependence with nature’s cycles. Work 

could become a means to deny true meaning in life and one’s relationship 

with the transcendent. 

Another biblical interpretation affirms work as a vehicle to express 

Christian values. Work is a divine gift corrupted only by the human distor- 

tions of self-centered strivings for status, power, and material gain. The most 

controversial Christian interpretation describes God and workers as involved 

together in the continual ongoing process of creativity (Huntley, 1997). The 

co-creation interpretation depicts unselfish work as expressing the spiritual 

nature within human beings. Work provides the opportunity for people to 

serve others and to reconcile with nature. Critiques of the co-creation ap- 

proach caution against placing man too high on a near-God level because 

God alone truly creates (Huntley, 1997). The most prevalent and recurring 

Christian theme is that of work as a calling. A calling can be shown through 

the natural gifts given to an individual. Using natural talent while honoring 

appropriate values is heeding the calling. So, paying attention to internal mes- 

sages that show the way to career pursuits is actually responding to direc- 

tion from the creator. The person of faith prepares to hear what the calling 

is. The calling combines self-expression with God’s will because a faithful 

person is internally in tune with any spiritual missive. However, Rayburn 

(1997) notes examples of biblical figures who objected to a calling because 

they felt they did not have the appropriate skills to fulfill the designated 

roles. But according to Christian theology, whether a person feels ready or 

not, failure to answer a call ends in negative consequences. 

Given the multiple ways to interpret work within a religious context, 

counselors need to allow the client to come to private interpretations. A per- 

son’s struggle with moral issues and the role of career strengthens an individ- 

ual and provides direction on the chosen path of powerful meaning. 

Some religious clients may interpret career indecision or difficulties as 

a punishment from a higher power. Such guilt-ridden clients may need to ex- 

plore the role of forgiveness in their faith and to examine what they need 

to do to get past negative experiences. Rituals are often powerful means for 

creating transitions, for letting go of the past, and preparing for the future. 

Helping the client create a meaningful ritual can be most productive. A coun- 

2 
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selor could ask, “What spiritual practices have been a part of your life?” 

The failure of a business, for instance, was seen by one client as the conse- 

quence of being too greedy in pushing ahead for material gain. He created 

a ritual where he regularly made a ledger of debts, assets, and income and 

then prayed for guidance before making financial decisions. For some clients, 

it may be preferable to refer to a religious leader who could assist in creat- 

ing a ritual. 

Counselors can also make referrals to different denominations and dif- 

ferent faiths. The sgcial support offered by religious affiliations may be 

needed by clients in addition to the faith support. It can be useful to a coun- 

selor to know the names of ministers in the area and programs sponsored 

by different religious organizations that may be important resources for 

clients: Communicating to referral agents the purpose of sending career 

clients to them and how counseling intersects with questions of purpose 

could build valuable bridges for clients using multiple services. 

selors can wales the mean that religious Parc CpanOn offers clients. 

Spiritual genograms (Frame, 2000) or spiritual ecomaps (Hodge, 2000) 

are techniques used to explore the historical impact of spirituality and re- 

ligious practices for a client’s family. The genograms described in Chapter 9 

picture a person’s family history. A spiritual genogram labels the religious 

convictions of family members across generations, helping a client view the 

family influences on his spirituality. The ecomaps described in Chapter 15 

pictorially represent a person’s connections to the community or environ- 

ment. The client participates in positive and negative relationships as well 

as social services and activities, and the ecomap diagrams the connections. 

A spiritual ecomap shows the relationships and activities that enhance or 

detract from the client’s spiritual experience. 

Chapter 6 on the global economy deals with the effects of rapid changes 

in the workplace and reviews several writings that suggest the individual’s 

personal purpose in life is the main rudder available to careerists continu- 

ally changing jobs or even career fields. Coping with the demands of exter- 

nal change leaves the person as the center of stability, and the major source 

of meaning in a life regularly disrupted. When life changes, clients try to pull 

their experiences together into a pattern that makes sense of it all. Reflecting 
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on one’s life and determining what choices are consistent with personal val- 

ues can be a guide for choosing the next options. Career counselors need to 

be prepared to facilitate a client’s search for purpose by facilitating the con- 

templation process. By reflecting the meanings the client suggests, the val- 

ues and themes of the client’s internal world become explicit. 

The transitions created by disruptions in employment can represent a 

crisis of meaning when previous assumptions regarding life and its meaning 

are destroyed. Unless the client has a working value system that includes reg- 

ular change, there is little available to make sense of life’s events. Work struc- 

tures day-to-day activities and takes up so much time that while working, 

many people feel little need to consider meaning beyond meeting daily 

obligations. 

When employment is absent, not only is time unoccupied but also 

thoughtful activity is often more open to personal musings. Young people 

facing the end of schooling and workers without jobs often consider what 

their lives will mean over time. In a society that defines a person’s identity 

with an occupational title, unemployment represents a challenge to selfhood. 

Work provides an anchor mooring a person’s place in society and a sense of 

identity. Without the purpose offered by work, a person’s significance is eas- 

ily questioned. 

Transitions require changes that are often more than finding another sim- 

ilar job. To change, people may need to let go of a major role. Giving up a 

part of a self-image feels like being uprooted. Considering the meaning of 

experiences brings forth significant areas that may have been dormant a long 

time. Change can be required because there have been changes in signifi- 

cant relationships as in divorces or when children grow up and become 

independent adults. Uncertainty clouds any picture of what change will bring 

to one’s life. A pause is needed to evaluate what has been and to sketch a 

new vision of the future. Counseling allows clients to review their lives 

and the meanings already created and to determine new meanings or pur- 

pose. Clients can begin a journey toward renewed motivation for another 

phase. In changing work and social roles, clients create a new expression for 

the contribution they can make externally and for the new meanings they 

will build internally. 

STUDY OUTLINE: KEY TERMS AND CONCEPTS 

I. Expanding Career Counseling beyond Finding a Good Job 

A. Meaning making and finding fulfillment 

1. Unless properly trained, career counselors do not have to be 

experts on religion and are not expected to provide “Christian 

Counseling.” 



Chapter 16 Spirituality and Career Counseling 409 

2. Existential questions, which contain spirituality, are the 

purview of career counselors. 

B. Provides direction for decision making 

C. Clients may have a calling to a specific field. This typically in- 

cludes religious work but may include secular work. 

1. Calling: Serves as the means for individuals to relate to others 

and the wider society through their work 

D. Coworkers with similar beliefs may share values, and this can lead 

to a good fit., 

E. Individual values may be placed behind (or even violated by) cor- 

porate needs. This robs workers of their internal integrity and the 

meaning they have set for their lives. 

Il. Interacting with Clients 

A. Assess how one could make the world (Community) better. What 

would give a client purpose? 

1. Basic motivations do not count (e.g., make lots of money). 

B. Just like reflecting feelings (giving words to obvious but unstated 

emotions), clients may benefit from reflecting the values they 

communicate. 

1. Overemphasis on reflecting emotions may overshadow reflect- 

ing values. 

C. Downshifting: Avoiding the downward spiral of make more, buy 

more, become self-centered and isolated, and live a stressful life 

1. Replace downward spiral with balance of making enough 

money, but also contributing to the world. 

D. Paid work may not allow for values to be expressed. In this case, 

career counselors assess the client’s avocation. 

1. Eco-self: Preserving parts of the planet 

2. Focusing on family time and raising the next generation (dual- 

earners vs. dual-careerists) 

E. Look for some clients, based upon religious beliefs, to place partic- 

ular pressures on certain people (e.g., men must be the financial 

pillar of the family) while limiting others (e.g., women must take 

care of children first and work in meaningless jobs subservient to 

men). 

E Assist clients in identifying self-renewal behaviors (e.g., alone 

time, being in nature, nonwork reading, exercise/meditation) and 

in practicing them. 

il. Spirituality 

A. Spirituality: An inspired sense of meaning defining personal values 

that range from self-expression to purposes beyond the self. 

Spirituality can include religious faith, contributions to the 
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common good, harmony with nature, or whatever imbues a 

person with a sense of purpose, ultimate truth, and/or 

transcendence. 

Assess the importance of spirituality and religiosity in one’s 

clients. 

Individuals who lack a purpose often experience a void in life 

and may also make decisions out of fear instead of a guiding 

purpose. 

Career counselor’s spiritual belief cannot provide answers. Must 

aid the client in finding a direction. 

Crisis may interfere with spiritual questions. Solve crisis first, then 

return to meaning making. 

Synchronicity: The interconnectedness of seemingly random 

events. 

IV. Flow (Csikszentmihalyi) 

A. Flow: A feeling state in which the person is so focused on the ac- 

tivity that concentration is only on the task at hand and the per- 

son is unaware of all other external distractions. 

1. Westerners may understand “in the zone.” 

. May need to abandon dualistic thinking. Move toward holistic 

thinking and opportunities for complementarity. 

Complementarity: A universal context in which all people are 

interconnected, and each person’s work contributes to the com- 

mon good. 

Meta-empathy: Career counselor uses “intuition” when coming to 

insights with the client. May not be factually based. 

1. May need to teach clients how to use and trust “intuition.” 

Use of meditation may be appropriate. 

1. Western clients may not accept this practice. 

2. Western science supports benefits of meditation. 

V. Spirituality and U.S. Culture 

Ne Despite 72 percent of Americans believing that religious faith is 

one of the most important influences in their lives, only 40 to 50 

percent view religion as having psychological importance. 

Ask clients about religious beliefs and practices. Then apply to 

career decision making. 

Because a variety of interpretations are possible for the same reli- 

gious texts, career Counselor openness is vital. 

1. Clients need to provide own interpretations. 

2. May refer client back to religious text or spiritual leader for 

answers/direction. 

Forgiveness of self or other can be important. 
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Career Counseling 
Competencies 
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¢ Introduction to Career Counseling Competency Statements 

* Minimum Competencies 

¢ Professional Preparation 

* Ethical Responsibilities 

* Career Counseling Competencies and Performance Indicators 

Career Development Theory 

Individual and Group Counseling Skills 

Individual/Group Assessment 

Information/Resources 

Program Promotion, Management, and Implementation 

Coaching, Consultation, and Performance Improvement 

Diverse Populations 

Supervision 

Ethical/Legal Issues 

Research/Evaluation 

Technology 

INTRODUCTION TO CAREER COUNSELING 

Competency Statements 

These competency statements are for those professionals interested and 

trained in the field of career counseling. For the purpose of these statements, 

career counseling is defined as the process of assisting individuals in the de- 

velopment of a life-career with focus on the definition of the worker role 

and how that role interacts with other life roles. 

NCDA’s Career Counseling Competencies are intended to represent min- 

imum competencies for those professionals at or above the Master’s degree 

level of education. These competencies are reviewed on an ongoing basis 

by the NCDA Professional Standards Committee, the NCDA Board, and other 

relevant associations. 
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Professional competency statements provide guidance for the minimum 

competencies necessary to perform effectively a particular occupation or 

job within a particular field. Professional career counselors (Master’s degree 

or higher) or persons in career development positions must demonstrate 

the knowledge and skills for a specialty in career counseling that the gener- 

alist counselor might not possess. Skills and knowledge are represented by 

designated competency areas,.which have been developed by professional 

career counselors and counselor educators. The Career Counseling 

Competency Statements can serve as a guide for career counseling train- 

ing programs or as a checklist for persons wanting to acquire or to enhance 

their skills in career counseling. 

MINIMUM COMPETENCIES 

In order to work as a professional engaged in Career Counseling, the indi- 

vidual must demonstrate minimum competencies in 11 designated areas. 

These 11 areas are: Career Development Theory, Individual and Group 

Counseling Skills, Individual/Group Assessment, Information/Resources, 

Program Management and Implementation, Consultation, Diverse 

Populations, Supervision, Ethical/Legal Issues, Research/Evaluation, and 

Technology. These areas are briefly defined as follows: 

¢ Career Development Theory: Theory base and knowledge consid- 

ered essential for professionals engaging in career counseling and 

development. 

¢ Individual and Group Counseling Skills: Individual and group counsel- 

ing competencies considered essential for effective career counseling. 

¢ Individual/Group Assessment: Individual/group assessment skills 

considered essential for professionals engaging in career 

counseling. 

¢ Information/Resources: Information/resource base and knowledge es- 

sential for professionals engaging in career counseling. 

* Program Promotion, Management and Implementation: Skills 

necessary to develop, plan, implement, and manage comprehensive ca- 

reer development programs in a variety of settings. 

¢ Coaching, Consultation, and Performance Improvement: 

Knowledge and skills considered essential in enabling individuals and 

organizations to impact effectively upon the career counseling and de- 

velopment process. 
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* Diverse Populations: Knowledge and skills considered essential in pro- 

viding career counseling and development processes to diverse popu- 

lations. 

* Supervision: Knowledge and skills considered essential in critically 

evaluating counselor performance, maintaining and improving profes- 

sional skills, and seeking assistance for others when needed in career 

counseling. 

¢ Ethical/Legal Issues: Information base and knowledge essential for 

the ethical and legal practice of career counseling. 

* Research/Evaluation: Knowledge and skills considered essential in 

understanding and conducting research and evaluation in career coun- 

seling and development. 

¢ Technology: Knowledge and skills considered essential in using tech- 

nology to assist individuals with career planning. 

PLEASE NOTE: Highlighted competencies are those that must be met in 

order to obtain the Master Career Counselor Special Membership 

Category. 

PROFESSIONAL PREPARATION 

The competency statements were developed to serve as guidelines for per- 

sons interested in career development occupations. They are intended for 

persons training at the Master’s level or higher with a specialty in career 

counseling. However, this intention does not prevent other types of career 

development professionals from using the competencies as guidelines 

for their own training. The competency statements provide counselor 

educators, supervisors, and other interested groups with guidelines for the 

minimum training required for counselors interested in the career coun- 

seling specialty. The statements might also serve as guidelines for profes- 

sional counselors who seek in-service training to qualify as career 

counselors. 

ETHICAL RESPONSIBILITIES 

Career development professionals must only perform activities for which 

they “possess or have access to the necessary skills and resources for giving 

the kind of help that is needed” (See NCDA and ACA Ethical Standards). If 

a professional does not have the appropriate training or resources for the 

type of career concern presented, an appropriate referral must be made. No 
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person should attempt to use skills (within these competency statements) 

for which he/she has not been trained. For additional ethical guidelines, refer 

to the NCDA Ethical Standards for Career Counselors. 

CAREER COUNSELING COMPETENCIES 

AND PERFORMANCE INDICATORS 

Career Development Theory 

Theory base and knowledge considered essential for professionals engaging 

in career counseling and development. Demonstration of knowledge of: 

1. Counseling theories and associated techniques. 

2. Theories and models of career development. 

3. Individual differences related to gender, sexual orientation, race, eth- 

nicity, and physical and mental capacities. 

4. Theoretical models for career development and associated counsel- 

ing and information-delivery techniques and resources. 

Human growth and development throughout the life span. 

6. Role relationships which facilitate life-work planning. 

Information, techniques, and models related to career planning and 

placement 

Individual and Group Counseling Skills 

Individual and group counseling competencies considered essential to ef- 

fective career counseling. Demonstration of ability to: 

1. Establish and maintain productive personal relationships with 

individuals. 

2. Establish and maintain a productive group climate. 

Collaborate with clients in identifying personal goals. 

4. Identify and select techniques appropriate to client or group goals 

and client needs, psychological states, and developmental tasks. 

5. Identify and understand clients’ personal characteristics related to 

career. 

6. Identify and understand social contextual conditions affecting 

clients’ careers. 

7. Identify and understand familial, subcultural and cultural structures 

and functions as they are related to clients’ careers. 
8 
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Identify and understand clients’ career decision-making processes. 

Identify and understand clients’ attitudes toward work and 

workers. 

Identify and understand clients’ biases toward work and workers 

based on gender, race, and cultural stereotypes. 

Challenge and encourage clients to take action to prepare for and ini- 

tiate role transitions by: 

* locating sources of relevant information and experience, 

* obtaining and interpreting information and experiences, and 

acquiring skills needed to make role transitions. 

Assist the client to acquire a set of employability and job search 

skills. 

Support and challenge clients to examine life-work roles, including the 

balance of work, leisure, family, and community in their careers. 

Individual/Group Assessment 

Individual/group assessment skills considered essential for professionals en- 

gaging in career counseling. Demonstration of ability to: 

(is Assess personal characteristics such as aptitude, achievement, inter- 

ests, values, and personality traits. 

Assess leisure interests, learning style, life roles, self-concept, career 

maturity, vocational identity, career indecision, work environment 

preference (e.g., work satisfaction), and other related life-style/ 

development issues. 

Assess conditions of the work environment (such as tasks, expecta- 

tions, norms, and qualities of the physical and social settings). 

Evaluate and select valid and reliable instruments appropriate to the 

client’s gender, sexual orientation, race, ethnicity, and physical and 

mental capacities. 

Use computer-delivered assessment measures effectively and 

appropriately. 

Select assessment techniques appropriate for group administration 

and those appropriate for individual administration. 

Administer, score, and report findings from career assessment instru- 

ments appropriately. 

Interpret data from assessment instruments and present the results 

to clients and to others. 
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9. Assist the client and others designated by the client to interpret data 

10. 

from assessment instruments. 

Write an accurate report of assessment results. 

Information/Resources 

Information/resource base and knowledge essential for professionals engag- 

ing in career counseling. Demonstration of knowledge of: 

iL? Education, training, and employment trends; labor market informa- 

tion and resources that provide information about job tasks, func- 

tions, salaries, requirements, and future outlooks related to broad 

occupational fields and individual occupations. 

Resources and skills that clients utilize in life-work planning and 

management. 

Community/professional resources available to assist clients in career 

planning, including job search. 

Changing roles of women and men and the implications that this has 

for education, family, and leisure. 

Methods of good use of computer-based career information delivery 

systems (CIDS) and computer-assisted career guidance systems 

(CACGS) to assist with career planning. 

Program Promotion, Management, and Implementation 

Knowledge and skills necessary to develop, plan, implement, and manage 

comprehensive career development programs in a variety of settings. 

Demonstration of knowledge of: 

ih Designs that can be used in the organization of career development 

programs. 

Needs assessment and evaluation techniques and practices. 

Organizational theories, including diagnosis, behavior, planning, orga- 

nizational communication, and management useful in implementing 

and administering career development programs. 

Methods of forecasting, budgeting, planning, costing, policy analysis, 

resource allocation, and quality control. 

Leadership theories and approaches for evaluation and feedback, or- 

ganizational change, decision-making, and conflict resolution. 

Professional standards and criteria for career development 

programs. 
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Societal trends and state and federal legislation that influence the de- 

velopment and implementation of career development programs. 

Demonstration of ability to: 

8. 
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Implement individual and group programs in career development for 

specified populations. 

Train others about the appropriate use of computer-based systems 

for career information and planning. 

Plan, organizes and manage a comprehensive career resource 

center. 

Implement career development programs in collaboration with 

others. 

Identify and evaluate staff competencies. 

Mount a marketing and public relations campaign in behalf of career 

development activities and services. 

Coaching, Consultation, and Performance Improvement 

Knowledge and skills considered essential in relating to individuals and or- 

ganizations that impact the career counseling and development process. 

Demonstration of ability to: 

fy 

Zs 

Diverse Populations 

Use consultation theories, strategies, and models. 

Establish and maintain a productive consultative relationship with 

people who can influence a client’s career. 

Help the general public and legislators to understand the impor- 

tance of career counseling, career development, and life-work 

planning. 

Impact public policy as it relates to career development and work- 

force planning. 

Analyze future organizational needs and current level of employee 

skills and develop performance improvement training. 

Mentor and coach employees. 

Knowledge and skills considered essential in relating to diverse populations 

that impact career counseling and development processes. Demonstration 

of ability to: 
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Supervision 

Identify development models and multicultural counseling 

competencies. 

Identify developmental needs unique to various diverse populations, 

including those of different gender, sexual orientation, ethnic group, 

race, and physical or mental capacity. 

Define career development programs to accommodate needs unique 

to various diverse populations. 

Find appropriate methods or resources to communicate with limited- 

English-proficient individuals. 

Identify alternative approaches to meet career planning needs for in- 

dividuals of various diverse populations. 

Identify community resources and establish linkages to assist clients 

with specific needs. 

Assist other staff members, professionals, and community members 

in understanding the unique needs/characteristics of diverse popula- 

tions with regard to career exploration, employment expectations, 

and economic/social issues. 

Advocate for the career development and employment of diverse 

populations. 

Design and deliver career development programs and materials to 

hard-to-reach populations. 

Knowledge and skills considered essential in critically evaluating counselor 

or career development facilitator performance, maintaining and improving 

professional skills. Demonstration of: 

ile Ability to recognize own limitations as a career counselor and to 

seek supervision or refer clients when appropriate. 

Ability to utilize supervision on a regular basis to maintain and im- 

prove counselor skills. 

Ability to consult with supervisors and colleagues regarding client 

and counseling issues and issues related to one’s own professional 

development as a career counselor. 

Knowledge of supervision models and theories. 

Ability to provide effective supervision to career counselors and 

career development facilitators at different levels of experience. 

Ability to provide effective supervision to career development fa- 

cilitators at different levels of experience by: > 

« 
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* knowledge of their roles, competencies, and ethical standards 

* determining their competence in each of the areas included in 

their certification 

* further training them in competencies, including interpretation of 

assessment instruments 

* monitoring and mentoring their activities in support of the profes- 

sional career counselor; and scheduling regular consultations for 

the purpose of reviewing their activities 

4 

Information base and knowledge essential for the ethical and legal prac- 

tice of career counseling. Demonstration of knowledge of: 

il 

ie) 

Research/Evaluation 

Adherence to ethical codes and standards relevant to the profession 

of career counseling (e.g., NBCC, NCDA, and ACA). 

Current ethical and legal issues which affect the practice of career 

counseling with all populations. 

Current ethical/legal issues with regard to the use of computer- 

assisted career guidance systems. 

Ethical standards relating to consultation issues. 

State and federal statutes relating to client confidentiality. 

Knowledge and skills considered essential in understanding and conducting 

research and evaluation in career counseling and development. Demonstra- 

tion of ability to: 

t. 

2. 

Write a research proposal. 

Use types of research and research designs appropriate to career 

counseling and development research. 

Convey research findings related to the effectiveness of career coun- 

seling programs. 

Design, conduct, and use the results of evaluation programs. 

Design evaluation programs which take into account the need of 

various diverse populations, including persons of both genders, dif- 

fering sexual orientations, different ethnic and racial backgrounds, 

and differing physical and mental capacities. 

Apply appropriate statistical procedures to career development 

research. 
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Technology 

Knowledge and skills considered essential in using technology to assist in- 

dividuals with career planning. Demonstration of knowledge of: 

1. Various computer-based guidance and information systems as well as 

services available on the Internet. 

2. Standards by which such systems and services are evaluated (e.g., 

NCDA and ACSCD). 

3. Ways in which to use computer-based systems and Internet services 

to assist individuals with career planning that are consistent with 

ethical standards. 

4. Characteristics of clients which make them profit more or less from 

use of technology-driven systems. 

5. Methods to evaluate and select a system to meet local needs. 

NCDA opposes discrimination against any individual on the basis of 

race, ethnicity, gender, sexual orientation, age, mental/physical disabil- 

ity, or creed. 

Revised by the NCDA Board of Directors, April 1994. 
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The Ethics of Technology- 
Based Counseling 

National Board for Certified Counselors, Inc. 

and 

Center for Credentialing and Education, Inc. 
3 Terrace Way, Suite D 

Greensboro, NC 27408 

This document contains a statement of principles for guiding the evolving 

practice of Internet counseling. In order to provide a context for these prin- 

ciples, the following definition of Internet counseling, which is one element 

of technology-assisted distance counseling, is provided. The Internet coun- 

seling standards follow the definitions presented below. 

A TAXONOMY FOR DEFINING FACE-TO-FACE 

AND TECHNOLOGY-ASSISTED DISTANCE COUNSELING 

The delivery of technology-assisted distance counseling continues to grow 

and evolve. Technology assistance in the form of computer-assisted assess- 

ment, computer-assisted information systems, and telephone counseling has 

been available and widely used for some time. The rapid development and 

use of the Internet to deliver information and foster communication has 

resulted in the creation of new forms of counseling. Developments have oc- 

curred so rapidly that it is difficult to communicate a common understand- 

ing of these new forms of counseling practice. 

The purpose of this document is to create standard definitions of technol- 

ogy-assisted distance counseling that can be easily updated in response to evo- 

lutions in technology and practice. A definition of traditional face-to-face 

counseling is also presented to show similarities and differences with respect 

to various applications of technology in counseling. A taxonomy of forms of 

counseling is also presented to further clarify how technology relates to coun- 

seling practice. 

AIS 
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NATURE OF COUNSELING 

Counseling is the application of mental health, psychological, or human 

development principles, through cognitive, affective, behavioral, or systemic 

intervention strategies, that address wellness, personal growth, or career de- 

velopment, as well as pathology. 

Depending on the needs of the client and the availability of services, 

counseling may range from a few brief interactions in a short period of time 

to numerous interactions over an extended period of time. Brief interven- 

tions, such as classroom discussions, workshop presentations, or assistance 

in using assessment, information, or instructional resources, may be suffi- 

cient to meet individual needs. Or, these brief interventions may lead to 

longer-term counseling interventions for individuals with more substan- 

tial needs. Counseling may be delivered by a single counselor, two coun- 

selors working collaboratively, or a single counselor with brief assistance 

from another counselor who has specialized expertise that is needed by 

the client. 

FORMS OF COUNSELING 

Counseling can be delivered in a variety of forms that share the definition 

presented above. Forms of counseling differ with respect to participants, de- 

livery location, communication medium, and interaction process. Counseling 

participants can be individuals, couples, or groups. The /ocation for 

counseling delivery can be face-to-face or at a distance with the assistance 

of technology. The communication medium for counseling can be what 

is read from text, what is heard from audio, or what is seen and heard in 

person or from video. The interaction process for counseling can be syn- 

chronous or asynchronous. Synchronous interaction occurs with little or 

no gap in time between the responses of the counselor and the client. 

Asynchronous interaction occurs with a gap in time between the responses 

of the counselor and the client. 

The selection of a specific form of counseling is based on the needs and 

preferences of the client within the range of services available. Distance 

counseling supplements face-to-face counseling by providing increased ac- 

cess to counseling on the basis of necessity or convenience. Barriers, such 

as being a long distance from counseling services, geographic separation 

of a couple, or limited physical mobility as a result of having a disability, can 

make it necessary to provide counseling at a distance. Options, such as 

scheduling counseling sessions outside of traditional service delivery hours 

or delivering counseling services at a place of residence or employment, can 

make it more convenient to provide counseling at a distance. 
a 
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Table 1 A Taxonomy of Face-To-Face and Technology-Assisted Distance Counseling 

Counseling 

¢ Face-To-Face Counseling 

* Individual Counseling 

¢ Couple Counseling 

* Group Counseling 

¢ Technology-Assisted Distance Counseling 

¢ Telecounseling 

e Telephone-Based Individual Counseling 

¢ Telephone-Based Couple Counseling 

* Telephone-Based Group Counseling 

*¢ Internet Counseling 

e E-Mail-Based Individual Counseling 

¢ Chat-Based Individual Counseling 

¢ Chat-Based Couple Counseling 

e Chat-Based Group Counseling 

¢ Video-Based Individual Counseling 

¢ Video-Based Couple Counseling 

e Video-Based Group Counseling 

A Taxonomy of Forms of Counseling Practice. Table 1 presents a tax- 

onomy of currently available forms of counseling practice. This schema is 

intended to show the relationships among counseling forms. 

Counseling is the application of mental health, psychological, or human de- 

velopment principles, through cognitive, affective, behavioral, or systemic 

intervention strategies, that address wellness, personal growth, or career 

development, as well as pathology. 

Face-to-face counseling for individuals, couples, and groups involves syn- 

chronous interaction between and among counselors and clients using what 

is seen and heard in person to communicate. 

Technology-assisted distance counseling for individuals, couples, and 

groups involves the use of the telephone or the computer to enable coun- 

selors and clients to communicate at a distance when circumstances make 

this approach necessary or convenient. 

Telecounseling involves synchronous distance interaction among coun- 

selors and clients using one-to-one or conferencing features of the telephone 

to communicate. 
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Telephone-based individual counseling involves synchronous distance 

interaction between a counselor and a client using what is heard via audio 

to communicate. 

Telephone-based couple counseling involves synchronous distance in- 

teraction among a counselor or counselors and a couple using what is heard 

via audio to communicate. 

Telephone-based group counseling involves synchronous distance in- 

teraction among counselors and clients using what is heard via audio to 

communicate. 

Internet counseling involves asynchronous and synchronous distance 

interaction among counselors and clients using e-mail, chat, and videocon- 

ferencing features of the Internet to communicate. 

E-mail-based individual Internet counseling involves asynchronous dis- 

tance interaction between counselor and client using what is read via text 

to communicate. 

Chat-based individual Internet counseling involves synchronous dis- 

tance interaction between counselor and client using what is read via text 

to communicate. 

Chat-based couple Internet counseling involves synchronous distance 

interaction among a counselor or counselors and a couple using what is read 

via text to communicate. 

Chat-based group Internet counseling involves synchronous distance 

interaction among counselors and clients using what is read via text to com- 

municate. ; 

Video-based individual Internet counseling involves synchronous dis- 

tance interaction between counselor and client using what is seen and heard 

via video to communicate. 

Video-based couple Internet counseling involves synchronous distance 

interaction among a counselor or counselors and a couple using what is seen 

and heard via video to communicate. 

Video-based group Internet counseling involves synchronous distance 

interaction among counselors and clients using what is seen and heard via 

video to communicate. 

STANDARDS FOR THE ETHICAL PRACTICE 

OF INTERNET COUNSELING 

These standards govern the practice of Internet counseling and are intended 

for use by counselors, clients, the public, counselor educators, and organiza- 

tions that examine and deliver Internet counseling. These standards are in- 

tended to address practices that are unique to Internet counseling and 

2 
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Internet counselors and do not duplicate principles found in traditional 

codes of ethics. 

These Internet counseling standards of practice are based upon the prin- 

ciples of ethical practice embodied in the NBCC Code of Ethics. Therefore, 

these standards should be used in conjunction with the most recent version 

of the NBCC ethical code. Related content in the NBCC Code are indicated 

in parentheses after each standard. 

Recognizing that significant new technology emerges continuously, 

these standards should be reviewed frequently. It is also recognized that 

Internet counseling ethics cases should be reviewed in light of delivery sys- 

tems existing at the moment rather than at the time the standards were 

adopted. 

In addition to following the NBCC® Code of Ethics pertaining to the 

practice of professional counseling, Internet counselors shall observe the 

following standards of practice: 

Internet Counseling Relationship 

1. In situations where it is difficult to verify the identity of the Internet 

client, steps are taken to address impostor concerns, such as by using 

code words or numbers. 

2. Internet counselors determine if a client is a minor and therefore in 

need of parental/guardian consent. When parent/guardian consent is 

required to provide Internet counseling to minors, the identity of the 

consenting person is verified. 

3. As part of the counseling orientation process, the Internet counselor 

explains to clients the procedures for contacting the Internet coun- 

selor when he or she is off-line and, in the case of asynchronous 

counseling, how often e-mail messages will be checked by the 

Internet counselor. 

4. As part of the counseling orientation process, the Internet counselor 

explains to clients the possibility of technology failure and discusses 

alternative modes of communication, if that failure occurs. 

5. As part of the counseling orientation process, the Internet counselor 

explains to clients how to cope with potential misunderstandings 

when visual cues do not exist. 

: 6. Asa part of the counseling orientation process, the Internet coun- 

selor collaborates with the Internet client to identify an appro- 

priately trained professional who can provide local assistance, 

including crisis intervention, if needed. The Internet counselor and 
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Internet client should also collaborate to determine the local crisis 

hotline telephone number and the local emergency telephone 

number. 

The Internet counselor has an obligation, when appropriate, to make 

clients aware of free public access points to the Internet within the 

community for accessing Internet counseling or Web-based assess- 

ment, information, and instructional resources. 

Within the limits of readily available technology, Internet counselors 

have an obligation to make their Web site a barrier-free environment 

to clients with disabilities. 

Internet counselors are aware that some clients may communicate in 

different languages, live in different time zones, and have unique cul- 

tural perspectives. Internet counselors are also aware that local con- 

ditions and events may impact the client. 

Confidentiality in Internet Counseling 

10. 

ti 

123 

The Internet counselor informs Internet clients of encryption meth- 

ods being used to help insure the security of client/counselor/super- 

visor communications. 

Encryption methods should be used whenever possible. If encryp- 

tion is not made available to clients, clients must be informed of the 

potential hazards of unsecured communication on the Internet. 

Hazards may include unauthorized monitoring of transmissions 

and/or records of Internet counseling sessions. 

The Internet counselor informs Internet clients if, how, and how long 

session data are being preserved. 

Session data may include Internet counselor/Internet client e-mail, 

test results, audio/video session recordings, session notes, and coun- 

selor/supervisor communications. The likelihood of electronic ses- 

sions being preserved is greater because of the ease and decreased 

costs involved in recording. Thus, its potential use in supervision, 

research, and legal proceedings increases. 

Internet counselors follow appropriate procedures regarding the 

release of information for sharing Internet client information with 

other electronic sources. 

Because of the relative ease with which e-mail messages can be for- 

warded to formal and casual referral sources, Internet counselors 

must work to insure the confidentiality of the Internet counseling 

relationship. 2 
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Legal Considerations, Licensure, and Certification 

iS: 

14. 

Internet counselors review pertinent legal and ethical codes for guid- 

ance on the practice of Internet counseling and supervision. 

Local, state, provincial, and national statutes as well as codes of pro- 

fessional membership organizations, professional certifying bodies, 

and state or provincial licensing boards need to be reviewed. Also, as 

varying state rules and opinions exist on questions pertaining to 

whether Internet counseling takes place in the Internet counselor’s 

location or the Internet client’s location, it is important to review 

codes in the counselor’s home jurisdiction as well as the client’s. 

Internet counselors also consider carefully local customs regarding 

age of consent and child abuse reporting, and liability insurance poli- 

cies need to be reviewed to determine if the practice of Internet 

counseling is a covered activity. 

The Internet counselor’s Web site provides links to websites of all 

appropriate certification bodies and licensure boards to facilitate 

consumer protection. 

Adopted November 3, 2001 
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of middle adolescents, 342-343, 353 

outcome expectations and, 91 

of women, underutilization of, 129 

Ability level, 363 
Ability Profiler, 260 
Ability tests, 227 

Absenteeism, 365 
ACA Code of Ethics. See American 

Counseling Association (ACA) 

Acculturation and racial identity devel- 

opment, 143, 158-159 

Achievement assessment, 227 

ACT. See American College Testing 

(ACT) 

ACT Assessment, 230 ‘ 

Action, for becoming a client, 373-374, 

385 
Active listening, 68 

Active mode, of change, 365, 366 
Adaptation, as coping mechanism for 

change, 367 

Adjustments, to achieve correspon- 

dence between workers and work 

environment, 364-367. See also 
Theory of Work Adjustment (TWA) 

Adjustment style, 365 
Adlerian concepts, 22 

Adlerian counseling theory, 110 

Administrative support, for elementary 

school career development pro- 

grams, 291-292 

Adolescence 

irony of, 338 
life styles during, 338-339 

Adolescence, early 

cognitions, 305-307 

ethnicity and, 309-310 

exposing youth to careers, 313 

gender and socioeconomic status 

(SES), 307, 309 
identity and, 310-311 
interests, abilities, values, and, 311-312 

mapping vocational challenges, 308 

parents’ and teachers’ roles, 314, 

316-317 
self-enhancement, 312 

time with peers versus parents, 

317-318 

Adolescence, late 

ages 18-25, 346 
emerging adulthood, 346, 348 

job changes, 349 
outline for, 354 
realities of, 348-349, 351 

Adolescence, middle 

ages 14-18, 325-326 

cognitions, 332 
ethnicity and, 337-338 
external side of the Career Diamond 

and, 343, 345-346 

gender stereotyping and, 334-336 

identity and, 338-341 
interaction of the internal and exter- 

nal, 342-343 

interests, abilities, values, and, 

342-343 
narrowing of options, 330 
National Career Development 

Guidelines and, 326-331 

outline for, 352-354 

self side of Career Diamond and, 

332-341 

socioeconomic status (SES) and, 

336-337 
Adolescents 

circumscription and compromise 

theory and, 80-87 

creativity of, 339 
desire to be unique, 340 
economic stress and, 4 

egocentrism of, 306-307 

exposing youth to careers, 313 

Ginzberg’s exploration, crystalliza- 

tion, and specification stages and, 

68 
hostility of, 339-340 
identity formation, 340-341 
internal, unique self, orientation to, 

82-83 
parents’ failures and, 343 

personality divisions and, 48 

self-definition of, 339 

thinking abilities of, 306, 332 

Adulthood, emerging, 330, 346, 348 
Adults, career counseling for, 361 

adjustment and, 364-367 
career coaching, 375-378 

career ecomap, 369-370 

career preneurs, 378-379 

emotional and cognitive constructs, 

368 

life transitions, 367-368 

in organizations, 379-384 

outline for, 385-387 

Person-Enviroument-Correspondence 

(PEC), 362-367 

plant closings and, 380-384 
Prochaska’s model for change, 

370-374 

questers, 378-379 

Theory of Work Adjustment (TWA), 

362-367 
undecided versus indecisive, 

374-375 
See also Change 

Advisors, educational, 20 

Affirmations, 402 

African Americans 

collective relationship values, 142 
emotional self-control values, 142 

high school completion statistics, 

337 
self-expression values, 142 

skill limitations of, 150 

worries about job discrimination, 309 

Age. See topics under Adolescence 
Agriculture, as basis of economic expan- 

sion and human values, 5 

Alger, Horatio, 6, 147 

Ambiguity, client toleration of, 185-186 

American College Test (ACT), 227 

American College Testing (ACT), 53, 55, 

227, 230, 254 

American Counseling Association (ACA) 

Code of Ethics, 151, 222, 224-225 

ethical guidelines for web coun- 

selors, 265 
American culture, sociological analysis 

of, 391, 396 

American Indian values, 395 

American Psychological Association 

(APA), 379 
American society, cultural values in the 

workplace, 147-153 
Americans with Disabilities Act (1990), 

153, 160 

American work ethic, emergence of, 6 

America’s Job Bank, 260 

America’s Top Military Careers: The 

Official Guide to Occupations in 

the Armed Forces, 261 

AmeriCorps, 348 
Androgyny, 131, 157 
Anger, 368, 372, 381, 382 

Anti-materialism, 394 

Anxiety, 154 

Aptitude assessment, 227 

Aptitudes 

defined, 362-363 
as predictor of career satisfaction, 91 

Aptitude tests, 7, 230 

Arch of Career Determinants, 60, 61 
Arizona State University, 266 
Armed services careers, information 

sources, 261 

Armed Services Vocational Aptitude 

Battery (ASVAB), 227 

Artistic people (personality pattern), 

49,51 

Artistic work environment, 52 

Asian cultures 

emotional self-control values, 142 

self-expression values, 142 

Ask An Expert, 264 

Assertiveness training, 76 

Assessment 

of client information, 217-220 

defined, 261 

goal of, 216-217 

See also Career assessment 

Assessment companies, 230-231 

Assessment methods and instruments, 

23, 366 

ability tests: achievement and apti- 

tude assessment, 227 

American Counseling Association 

(ACA) Code of Ethics, 224-225 

assessment companies, 230-231 

Career Diamond, 223, 225-226, 229 

y the W 
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Assessment methods and instruments 

(continued) 

career interest inventories, 223, 

225-229 
career maturity, 63 
choosing appropriate instruments, 

222-229, 243 
criticisms of, 220-221 

example: interpreting results of inter- 

est inventories, 236-240 

gender differences, 238 

interest inventories, 236-238, 
241-242 

interpretation steps, 231-236 

interpreting results, 229, 244 

personality surveys, 227-228 

procedural checks, 238, 240 
qualitative methods, 221-222 

reliability of, 223 

special scales, 240 
Strong Interest Inventory (SII), 239 

using descriptors from, in exploring 

phase, 174 
validity of, 222-223 
values assessment, 228-229 

well-known instruments (list), 

230-231 
Association of Outplacement 

Consulting Firms International 

(AOCED, 263 
Attainment, level of, in social cognitive 

career theory, 90 

Attention, focused, 403 

Attitudes 

about paid employment, 140-141 
appropriate, 120 

changing, toward work, 8 

restrictive, toward career success, 

77-78 
toward change and self-responsibility, 

107 
Australia, 404 

Awareness 

cultural identity and, 145 

external, Career Diamond and, 34 

of racial issues, by adolescents, 

309-310 
of serendipity, 78-79 

See also Self-awareness 

Background view (personal-societal), 

125-128 

Balance, of work and nonwork life 

areas, 176-177, 394, 396 
Barriers, to career development 

environmental and intrapersonal, 

90-91 
for minority adolescents, 309 

perception of, 92 

See also Life’s meaning, career coun- 

seling and 

Barriers to Employment Success 

Inventory (BESD, 230 

BASI™ (Basic Achievement Skills 

Inventory), 231 

“Being in the zone,” 400 

Beliefs 

Career Beliefs Inventory (CBI), 230 

feelings and, 394 

of late adolescents, 330 

logical and illogical, 76 
restrictive, toward career success, 

77-78 
See also Religion; Spirituality 

Betrayal, 368 
Bible, work views in, 406* 

Biological needs, 363 
Birth order. See Sibling array 

Blame, 381 

Blocks, to career counseling, 19-21, 26 

Blue-collar jobs, 150 “ 
Borderline personality client, 154 
Boundary issues, 137-139, 157 

Breath, in meditation practice, 403 

Bridge isolation (boundary issues), 

137-139 
Brown’s theory of crosscultural values, 

141-143, 158 

Buddhist tradition, 400, 402 

California Psychological Inventory 

(CPD, 228, 230 

Call-backs, 382 

Calling, 391, 400, 409 
Campbell Interest and Skills Survey 

(CISS), 226, 231, 236-237 

Card sorts, 23, 213 

occupational, 203, 205-206 

student, 206-207 

value, 203, 204-205, 229 

Career : 

as developmental process, 7 

images of, 83 

origin of term, 197 

significance of, 3 

use of term, 8 

Career Ability Placement Survey 

(CAPS), 230 

Career advice/information websites, 

264 

Career assessment 

client information, 217-220, 242 

example, 236-238 

gender differences, 238 

instruments for, 222-229, 243 

interpreting results, 229-236, 244 
procedural checks, 238, 240 
special scales, 240 

testing, 220-222, 242-243 

See also Assessment; Assessment 

methods and instruments 

Career Assessment Inventory (CAD), 

226-227, 231, 236, 238 

Career assistants, 252, 268 

Career awareness, stages of, 81-83 

Career Beliefs Inventory (CBI), 78, 230 

Career choice 

meaningfulness and, 394 

Theory of Work Adjustment (TWA) 

and, 362 

Career choice behavior, social cognitive 

influences on (figure), 94 

Career clusters, 249 
Career coaching, 375-378, 386 

Career counseling 

blocks to, 19-21 

career coaching versus, 376-377 
career development and, 17-18 

client’s emotional processing and, 

18-19 
competency requirements for, 25 

computer-mediated, 265 

defined, 25 

dilemmas of, 7 

diversity values and, 142 
embedded assumptions for, 140-141 
ethics and, 117-118 

facilitation needs, 7 

goals of, 167, 178 

goals of, in social cognitive career 

theory, 92-93 
historical perspectives on, 5-7 

historic goal of, 10-11 

interaction between client and coun- 

selor, 17 

matching approach versus career 

identity and development, 7 

number of sessions in, 170 

online, 264-267, 269-270 

openness of, to religious beliefs, 405 

progress of field, 8 
single choice to development, 8 

summary of, 16-17 
21st century approach, 9 

uniqueness of services, 20-21 

vocation to career, 8 

walk-in, 253 

See also Adults, career counseling 

for; Career Diamond 

Career counseling process 

Career Diamond and, 168, 170 

career identity, 174-175 

client change, 184-186, 189 

counseling movement, 170 

decision-making phase and theory, 

180-181, 188-189 

exploring information, 177-179, 188 

exploring phase, 168-179, 187-188 
identity exploration, 170-171 

interaction between client and coun- 

selor, 17, 167-185, 186-187 

life themes, 171-174 

logical and intuitive decision making, 

182-183 

questions, use of, 175-177 

self-exploration, blocks and detours 

Loz: 

vision, creation of, 179 

Career counselors 

assessment methods and instru- 

ments, 23 

basic skills and therapeutic stance, 
7H 

competency requirements for, 21-24 

counseling theory, 22 : 



goal of, 168 

information resources, 24 
role of, 167,178 
self-understanding of, 125-126 

theoretical models for career devel- 

opment, 22 

TWA/PEC theory and, 365-366 
See also Ethics 

Career decision making, 8 

faulting reasoning affecting, 77-78 

Career Decision Scale (CDS), 230 

Career development, 8, 17-18 

barriers to, 90-91 

Career Diamond as tool for, 39-41 

for middle school, 302, 304 

process of, 64 

racial identity and, 144-145 
stages of, 57 

Super’s self-expression theory and, 

55-68 , 
theoretical models for, 22 

theories of, 9 
See also Elementary school, career 

development in; Middle school, ca- 

reer development in 

Career Development Inventory, 62 

Career Development Manual (website), 

263 
Career Development Quarterly, 248 

Career Diamond. 

across a life span, 183 

career counseling process depicted 

in, 168, 170 
career self-concept and, 35-36 

change and, 373 
circumscription and compromise 

theory and, 86-87 

conceptualizing clients’ needs with, 

39-41 
Deciding Phase, 35-36 

decision-making error, 36-37 

describing, 42-43 
elementary school level and, 275-276 
Exploring Phase, 33-34 
external awareness and, 34 
external domination, 41-42 
external factors, 36 
formal assessment, 331 

Holland’s theory of person-environ- 

ment fit and, 50, 51-53 
integration process of, 124 

interest inventories and, 223, 

225-226 

introduction to, 31-33 
for middle adolescence/high school, 

BWA) 

as motivator, 376 

multiple diamonds in, 37 

outline for, 44-45 
peak of, 34 
personality instrument and, 228 

process of, repetition of, 37 

Prochaska’s model for change and, 

oval 
self-awareness and, 33-34 

self-expression as meaning and, 

392-393 
social cognitive career theory, 94-95 
social learning theory and, 79-80 

Super’s self-expression theory and, 

56-60, 64, 67-68 
techniques determination and, 191 

TWA/PEC theory and, 366 
using with clients, 37-43 

See also Adolescence, early; 

Adolescence, middle; Middle 

school, career development in; 

Self, in Career Diamond; World of 

Wogk, in Career Diamond 

Career ecomap, 369-370 

Career Exploration Inventory (CED, 

230 
Career fantasy exercises, 194-196 

Career Finder Plus, 255 

Career genogram, 191-193, 212 

Career growth, 68 

Career identity, 16, 187 

blocks to, 144 
centrality of, 3 

as element in career counseling 

process, 174-175 
matching approach versus, 7 

new, 373-374 

See also Super’s self-expression the- 
ory 

Career imaginings, 194-196, 212 

Career information 

career counseling online, 264-267, 

269-270 
career resource center model, 

251-254 
computer-assisted career guidance 

systems, 254-258, 269 
delivery systems, 258, 269 
Department of Defense, Services 

Branches, 261 

directories, 262 
evaluating, 247-248 

government agencies’ information, 

259-261, 269 
international opportunities, 264 

job search websites, 263-264 
National Career Development 

Association (NCDA) Guidelines, 

248 
from newsgroups, 263 
O*NET (Occupational Information 

Network), 259-261 

Occupational Outlook Handbook 

(OOH), 261, 269 
organizing, 249 

outline for, 268-270 

processing, 250-251 

virtual job fairs, 264 

websites, 262-264, 269 

Career Information Delivery Systems 

(CIDS), 258, 269 
Careering, 106-107, 120 
Career interest inventories. See Interest 

inventories 
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Career Interest Inventory (CID), 231 

Career interventions, 345-346 

Career issues 

globalization, 11 

philosophical and theoretical 

changes, 8-10 

work ethic changes, 10-11 

Careerists 

defined, 105, 119-120 

as meaning searchers, 391 

Career Key, 255 

CareerLeader, 255 

Career maturity, 60-63 
Career Maturity Inventory (CMI), 62 
Career Occupational Preference 

System (COPSystem), 230 

Career One Stop, 260 
Career Orientation Placement and 

Evaluation Survey (COPES), 230 

Career path, personal history impact 

on, 12-13 

Career Pattern Study (Super), 55 

Career Planning Process (website), 263 

Career planning websites, 263 

Career portfolio, 210-211, 213 

Career preneurs, 378-379, 386 

Career rejection, 81 

Career resource room, 251-252 

Career resources center model 

career assistants, 252 

career resource room, 251-252 

educational information, 253 

outline for, 268-269 
special populations, 254 
walk-in career counseling, 253 

CareerScope, 255 
Career self-concept, 11, 64, 66. See also 

Self-concept; Super’s self-expres- 

sion theory 
Career services 

importance of, 3-15 

minority adolescents and, 310 

new millennium and, 104 

See also Career counseling 

Career striving, 394 

Career success, 77-78 

Career support groups, 211, 213 

Career theory. 

circumscription and compromise, 

80-87, 98-100 

person-environment fit theory, 

47-55, 69-70 

RIASEC personality patterns, 49-50 
self-expression theory, 55-68, 70-71 
social cognitive career theory, 87-95, 

100-101 

social learning theory, 74-80, 97-98 

See also entries for specific theories 

Career Thoughts Inventory ™ (CTI ™), 

230 

Career Visions Plus, 255 

CareerWAYS, 255 

Castle metaphor, for problem analysis, 

198-200 

CCP, Inc., 230 
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Celerity, 363, 365 

Chakras, 402 

Chance. See Happenstance 

Change 

accepting, 108, 367 
action stage of, 373 

active and reactive modes, 365, 366 

areas of, in social learning theory, 

76-77 
Brammer on, 367 

Bridges on, 367 

coping with, 376 
implications of, 367 
initiators of, 365 
maintenance of, 373-374 
mid-life career changers, types of, 

378-379 
Prochaska’s model for, 370-374, 385 
reactions to, 367 

Schlossberg on, 367 

self-concept and, 59 
synchronicity and, 399 

in worker or work environment (ad- 

justment), 365 

See also Life transitions 

Chaos theory, 402 
Childhood, memories of, soliciting, 173 

Children 

career awareness, stages of, 82-83 

circumscription and compromise 

theory and, 80-87 

economic stress and, 4 

family genogram, 191-193 

maladjusted, 284-285 
reinforcement and punishment for 

careers and, 91, 93 

socioeconomic status and, 84 
thinking patterns of, 81 

transitioning from childhood fan- 

tasies to adult realities, 318 

welfare and, 151-153 

well-adjusted (WAC), 284-285 

See also Adolescents; Early recollec- 

tions (ER); Elementary school, ca- 

reer development in; Family; 

Parents 

Children’s stories, as source of 

metaphors, 198 

CHOICES computer-assisted career 

guidance system, 225, 254-255, 
269 

Choosing a Vocation (Parsons), 6 
Christian theologians, 406 
Circumscription and compromise the- 

ory 

Career Diamond and, 86-87 

circumscription discussed, 84 
compromise defined and discussed, 

84-86 

images, 83 

introduction to, 80-81 

outline for, 98-100 

stages of, 81-83 

Zone of Acceptable Occupational 

Alternatives, 84, 85 

Client achievements, use of, in explor- 

ing phase, 174 
Client-centered counseling, 22 

Client-centered focus, 16 

Client change, during career counsel- 

ing, 184-186, 189 
Client information, assessing, 242 

context for presenting concerns, 

217-218 

decision-making style, 218-219 

family and peer support, 219 

interview summary, 220 

leisure activities, 220 

Clients 

assessment seeking by, 217 
Career Diamond and, 37-43 

defining success by, 207, 213 

with disabilities, 153-155 

emotional processing and, 18-19 
empowerment of, 185-186 
mental illness of, 20 

self-description, 170-171 

undecided versus indecisive, 

374-375 
workplace experience of, 105 

Clinical judgment, 398 

Coaching. See Career coaching 

Coach University, 378 

Co-creation interpretation, in religion, 406 

Cognitions, 305-307, 318, 332, 352 

Cognitive-behaviorist techniques, 22 

Cognitive constructs, 386 

during transitions, 368 
self-defeating, 77 

Cognitive distortions, 374 

Cognitive functions, 364 
Collaborative work cultures, 375 

Collective identity, 139 

Collective orientation, 145 

Collective personality structure, 363 

Collective values, 42, 141-143, 148 

College students, career counseling 

overfocus on, 81 

Community, life’s meaning and, 397 

Community support, for elementary 

school career development pro- 

grams, 293-294 
Compassion fatigue, 372 

Competency requirements. See Career 

counselors 

Complementarity, 410 

Compromise. See Circumscription and 

compromise theory 

Compute a Match System, 255-256 
Computer-assisted career guidance sys- 

tems (CACGS), 254-258, 269 

Computer-mediated counseling, 265 

Computer programs, for matching sys- 

tems, 225 

Confidentiality, on the Internet, 265 
Conflict, collective values and, 143 

Connectedness, in Excelsior Model, 131, 

132 

Constructive Play, 290 

Consumption, spiraling, 394 

Contemplation stage of change, 371, 

372-313; 99) 
Conventional people (personality pat- 

tern), 49-50, 51 

Conventional work environment, 52 

Coping mechanisms, 154 
for change, 367, 376 
for stress, 397 

Co-preneurs, 378 

COPSystem (Career Occupational 

Placement System), 227 

Corporate mergers, 11 

Corporate workplace versus individual 

meaning, 392 

Correspondence, of individual and work 

environment, 364-367, 386 

Counseling groups, 372 

Counseling movement, 170, 187 

Counseling theory, 22 

Couples, economic stress and, 4 

Creative Job Search (website), 263 

Creativity 

flow experience and, 115 

life’s meaning and, 394-395 

Crosscultural differences, 22, 125-128 

Crosscultural issues, career and, 

139-140, 157-158 

Crosscultural values, Brown’s theory of, 

141-143, 158 

Crosswalk Service Center, NCSC, 260 

Crystallization stage, of career develop- 

ment, 68 
Cuban Americans, high school comple- 

tion statistics, 337 

Cultural identity, 145. See also 
Acculturation and racial identity 

development 

Cultural materialistic standard, 379 

Cultural sensitivity, 125-128, 156 

Cybercoaching, 263 

Cyberuiting, 263 

Dadirri, 404 

Daydreams, 194 

Deciding Phase, of Career Diamond, 35-36 

Decision making, 107 

during adolescence, 325 

client’s style of, assessing, 218-219 

of middle adolescents, 332 

narrowing and prioritizing, 208-211, 

213 

questions for facilitating the process, 

208-210 

Decision-making model, 78-79 

Decision-making phase, in career coun- 

seling process, 188-189 

decision-making theory, 180-181 

importance of self-exploration phase 

to, 168 

logical and intuitive decision making, 

182-183 

Decision-making process, 6, 180-181 
Decision-making skills 

determining, 23 

of middle adolescents, 309, 348% 



Decision-making style, 372 

Decision-making theory, 180-181, 188 

Decision scales, 23 

Defense mechanisms, psychodynamic 

concepts of, 22 

Delayed gratification, 339 

Delivery systems, for career informa- 

tion, 258 

Demographics, 139-140 

Denial, 372 

Department of Defense, Services 

Branches, career information from, 

261 

Department of Labor (U.S.), 6 

Dependence versus independence, of 

late adolescents, 349, 351 
Developmental process, career as, 7 

Dewey Decimal Classification, 249 
Diamond Model. See Career Diamond 

Dictionary of Holland Codes 

(Gottfredson & Holland), 50 
Dictionary of Occupational Titles 

(DOT), 6, 53, 174, 249, 259, 269 
Differential Aptitude Tests® (DAT ®), 

DOT AO 

Directories, for career information, 261 

Disabilities, clients with, 153-155, 160 
Discorrespondence, 364-367, 366 
Discouragement, 398 

DISCOVER computer-based exploration 

program, 53, 230, 269 
career resource room and, 251 

career assistants’ use of, 252 

as matching system, 225 

use of, 254 

World-of Work map and, 249 
DISCOVER-e, 257-258 

Discrimination 

actual or perceived, 143 

in employment practices, 42 

minority adolescents and, 309 

See also Acculturation and racial 

identity development 

Disenfranchisement, 151-153 

Disengagement stage, of career develop- 

ment, 57 

Displaced workers, 96-97 
Dissonance, cultural identity and, 145 

Diversity, 124 
boundary issues, 137-139 

Brown’s theory of crosscultural val- 

ues, 141-143 

career clients with disabilities, 

155-155 
crosscultural issues, 139-140 

cultural sensitivity, 125-128 

embedded assumptions, for the ca- 

reer counselor, 140-141 
family issues, 136-137 

high school completion statistics, 

337; 
personal-societal backgrounds, 

125-128 
required by global economy, 361 

sexual orientation, 134, 136 

See also Acculturation and racial 

identity development; Gender is- 

sues 

Dixon Report, 264 
Domains 

Life Career Development and, 

279-280, 303-304 

of O*NET, 259-260 

Do What You Want, the Money Will 

Follow (Sinetar), 392 

Downshifting, 394, 409 

Downsizing, 11, 361, 367, 375 

Dress-upgdays, in elementary school ca- 

reer development programs, 291 

Drudgery, toleration of, 115 

Dual career couples, 136-137 

Dual-careerists, 396 

Dual-earners, 396 

Dyadic exchange, 21 

Early recollections (ER), 173, 193 

Ecology, meaningfulness of, 395 

Ecomap 

definition and use of, 369-370 
spiritual, 407 

Economic classes, occupations and, 3 

Economic issues 

career practice and, 146-147, 159 

family values and, 395-397 
Economic stress, effect of, 4 

Economy 

education and, 348-348 

globalization of, 11 

healthy, 4 
as influence on worker/work envi- 

ronment reciprocity, 365 
See also Global economy 

Eco-self, 395 

EdITS, 230 

Education. 

decision making, narrowing and pri- 

oritizing of, 208-211, 213 

as preparation for change, 380 

self-awareness, techniques for ex- 

panding, 191-200, 212 

skills identification, 200-207, 

212-213 

of unskilled workers, 150, 159 

See also Elementary school, career 

development in; High school, ca- 

reer development in; Middle 

school, career development in; 

Public education 

Educational advisors, 20 

Educational Opportunities Finder 

(Rosen, Holmberg, and Holland), 

50 

Elementary school, career development 

in 

Career Diamond, 275-276 

gender and, 280-282, 283 

in-school field trips, 281 
learning about oneself, 280-288 
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learning about the world, through 

play, 288-291, 295 
life career development: student 

competencies by domains and 

goals, 279-280 

morals, 282, 284 

National Career Development 

Guidelines, 276-278 

outline for, 294-296 

self-esteem, self-concept, and self-effi- 

cacy, 287-288, 295 

social skills and, 284-286 
support from parents and commu- 

nity, 292-294 

support from teachers and adminis- 

trators, 291-292 

Embark.com, 256 

Emerging adulthood, 330, 346, 348 

Emotional constructs during transitions, 

368, 381-384, 386 

Emotional processing, 18-19 

Emotional self-control, diversity values 

and, 142, 158 

Emotional state, unemployment and, 3-4 
Empathic support, 368 
Employee assistance programs, 380 

Empowerment, of clients, 185-186 

Encoding social cues, 284 

Encounter stage, of racial issues, 

309-310 
Endurance, 363 

Energy forces, 402 
Enterprising people (personality pat- 

tern), 49,51 

Enterprising work environment, 52 

Entrepreneurs 

counseling, 111-112 

types of, 378-379 
Environmental barriers, to career devel- 

opment, 91 

Environmental factors, in occupational 

choice, 94 

Environmental inhibitors and facilita- 

tors, in Excelsior Model, 132 

Environment structure, 363 

Environment style, 363 

E-recruiting, 263 

Establishment stage, of career develop- 

ment, 57 

Ethics 

for career counselors, 117-118, 270 

client welfare and, 151 

disenfranchised clients and, 151 

guidelines for web counselors, 265 

See also American Counseling 

Association (ACA) 

Ethnicity 

early adolescence and, 309-310 

middle adolescence and, 337-338, 

255) 
See also Acculturation and racial 

identity development 
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selor, 17, 167-185. See also Career 

counseling process 

Interactive learning, Super’s use of 
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Oscillating self, boundary issues and, 

HIS), US 
Outcome expectations, social cognitive 

career theory and, 89-90, 91, 92 
Outplacement firms, 263, 375, 379 

Outsourcing, 11 

Overidealization, of a group, 145 

Pace, 363, 366 

Pandemonium careerist, 378 

Panic attacks, 135 

PAR (Psychological Assessment 

Resources, Inc.), 230 

Parallel pather, 378 

Parents 

dual earners/careerists, 396 
early adolescence and, 314, 316-318 
family genogram, 191-193 

middle adolescence and, 343, 

345-346, 353-354 
reinforcement and punishment for 

careers and, 91, 93 
stay-at-home, values and pressures of, 

395-396 
support of, for elementary school ca- 

reer development programs, 

292-293 
values of, retained by children, 

171-172 
See also Children; Family 

Part-time jobs, 106 

Subject Index 443 

Peace Corps, 348 
Peak performance, 115,121 

Pearson Assessments, 231 

Peers 

adolescents and, 317-318 

support of, during career assessment, 

219 

Perception of the self, 364 

Performance, 115 

Perseverance, in adjusting, 365 

Persistence, in social cognitive career 

theory, 90 

Personal fables, of early adolescents, 

306-307 
Personal goals, social cognitive career 

theory and, 90 

Personal history, 12-13 

Personal identity, as adolescent’s devel- 

opmental task, 329 
Personal intuition, use in decision-mak- 

ing phase, 181 

Personal isms, 77-78 

Personality 

adjustment of, 76 
Career Diamond and, 32 

Holland’s theory of person-environ- 

ment fit and, 47-55 

organization of, through work and 

occupation, 66 
Personality assessment, 230, 331 

Personality characteristics, occupations 

and, 3 

Personality disorders, counseling clients 

with, 154, 160 

Personality/environment style, 365 
Personality structure, 362-363 
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A Word from the Authors 

We were inspired to write our own text after years of teaching career counseling against 

the textbook instead of with it. We found that existing textbooks implied that career 

counseling is different from other forms of counseling. We set out to write 

a book that would describe the process of career counseling—teaching 

standard therapy techniques in combination with information 

processing and decision-making skills. 

In our lectures we emphasize the pressures of the global economy, 

so our text examines both traditional theories and new concepts, 

stressing adaptability to constant change. Our assessment chapter 

describes how to integrate test results into the client's exploratory 

process. We also share our experiences in developing and managing a 

career resource center and our commitment to the value of career education. Finally, 

we address the neglected area of spirituality—of helping clients who find that career 

transitions often become the vehicle for examining life’s meaning. 

What Makes This Text Special? 

This text prepares students for career counseling in the global economy and supports 

their learning through a unique pedagogical model—the Career Diamond—which helps 

students synthesize and apply career counseling theories. Case studies are included to 

demonstrate the use of techniques and show how to apply theories. 

¢ TOPICS covered include special populations, such as clients in welfare-to-work 

programs. 

« CASE STUDIES demonstrate the use of techniques and the application of theory. 
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