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1
Integrating Work, Family, and Community Through Hol istic Life
Planning - Career Management Technique - Tutorial

Career Development Quarterly March, 2001 by L. Sunny Hansen

This article provides a rationale and interdiscigty framework for integrating work
and other dimensions of life by (a) reviewing ralet’changes in society and the
career development and counseling profession, €sgrtbing one holistic career-
planning model called Integrative Life PlanningRI\.. based on 6 interactive critical
life tasks, and (c) discussing questions and issue®unding narrow versus broad
approaches to life planning. ILP includes a strengphasis on career counselors as
advocates and change agents. It focuses on sdwedsl of wholeness, integrative
thinking, democratic values, and helping clientkenaareer decisions not only for
self-satisfaction but also for the common good.

A key question as one era ends and another begitiseiextent to which career
counseling as a profession has matured enough ¢t thne needs of diverse human
beings who are making life choices and decisioresdynamic technological society.
Most career professionals probably would agree ithalhe twentieth century, with
the help of traditional theories of vocational a®eiand computer-assisted career
guidance and counseling, career counseling madse gdvances in the process of
helping people find jobs. Some professional cowrsdiave broadened their practice
to help clients examine work in relation to othé foles. However, it seems evident
that most career counseling practices in our inldiaiistic, democratic, information
society still focus mainly on finding a job for &shtisfaction and less on using our
talents for the common good.

Before writing this article, | reread Parsons's @ing a Vocation (1909/1989).

Writing in the context of his time, he reflectedethmealities of that period in

introducing the idea of choosing a vocation asnagpi matching process, acting on
his humanitarian concern for immigrants in the mesustrial society, and cataloging
the stereotypic options for girls and women inst 6f limited "industries open to

women" at home and away from home. He also esleduligshe importance of

individuals making their own decisions. Recallifgtt era makes one realize how
much progress has been made in a century in adwgitice profession of career
counseling, attending to the needs of diverse @joms, and improving the status of
women. Although Parsons created the matching motielocational choice, his

protocol interview for gathering client data is tguholistic, including how to be a

good and successful person and dimensions oféiyerd work.

As | think about the context and status of the eao®unseling profession today, |
sense two tensions: (a) a highly visible nationauf on the development and use of
information technology that reinforces traditiomahtching of people and jobs (or
colleges) or creating resumes and (b) a growingdss visible attention to holistic
human development, balance, and career developmmenthe life span. On the one



hand, driven by the soon to sunset School-to-Woppddtunities Act, youth are

being urged to choose work early--by 11th gradethwiess emphasis on
developmental career guidance; on the other, mériieir parents are being told
that the occupation they chose early in life nagemneeds them. Millions of dollars
are being allocated to create the most advancedmattion systems, especially with
the Internet, and to develop the educational archtwenal infrastructure to deliver
these systems. At the same time, their parentsegimning to ask why they gave 30
or 40 years of their lives to a job and neglectéteioparts of life, especially as they
find themselves downsized and unable to find jobsamparable status, pay, or
security.

A difficult question is, what is happening to batarand holistic planning in this rush
to technologize the career-planning process andh diapeople into jobs? The
purpose of this article is to provide a rationahel &ramework for integrating work
and other dimensions of life (a) by reviewing relet societal changes within and
across cultures, (b) by describing one holisticceptual model for broader life
planning in this new century, and (c) by discusgjagstions and issues surrounding
broader career and life planning. | make a caseaforew worldview for career
counselors and our clients based on global chaingssrk, family, and community,
as well as changes in the counseling and careelaj®@uent professions. | believe it
is also time for changes in public policy and l&gisn at state and federal levels to
reflect that the development of human beings isimaportant as workforce
development.

Societal Changes

Dramatic changes in work, the workplace, and wattgons point to a need for more
integrative approaches to life and work. Changes individuals, families,
demographics, and organizations around the glob&ibate to this need. Experts
from fields such as sociology, organizational mamagnt, business, medicine,
economics, women's studies, multiculturalism, fistur adult development, and
career development have described the changesxatatexl the potential impact on
both individuals and organizations.

To understand the current context, it is importemtreview a few present and
projected global changes. In describing "The EnWofk," economist Rifkin (1995)
presented convincing statistics from around theldvagspecially Europe, Japan, and
North America--about how workers have been repldogdobots, automation, and
restructuring. His conclusion was that societiestmiove to shorter workweeks so
that the available work may be shared (presumalily mvore time for other parts of
life). Although many societies today are moving &gy capitalism, he predicted
movement from a market economy to a postmarkeeggavith more time allocated
to the nonprofit volunteer sector, where there iscimwork to be done, especially
among marginalized people and communities.



Economist and futurist Henderson (1996) suggested the world is losing in
"global economic warfare" because society is ntgnaing to human needs. She
urged nations to find other cultural indicators suftietal progress than the gross
domestic product or gross national product, sucheasgnition of women's "caring
work."

A "big picture" aspect of the changing nature ofrkvbas been offered by Stark
(1995), a Swedish business and economics profetda. Henderson, Stark is

critical of the absence of "caring work" (often werms work™) from assessments of
national progress. She makes a strong case farggorieater attention and status to
"caring work," such as childcare, "kincare," anaiitar nurturing activities.

From Bridges's (1994) perspective, "the end ofiabé or the "dejobbed society"” lay
ahead, with each of us becoming a vendor (sellimgself) or "portfolio person,”

learning how to live with uncertainty. Instead wfifig into a job description, he saw
an uncertain world of contracts, consultants, amatingent workers in which each
must become an entrepreneur, work on teams, adavionk to do.

From an organization management perspective, H89q) suggested that managers
and employees need to start putting more emphagislationships in the workplace.
He posited that the old career pattern-- movin@ Ugdder or career path--was dead,
but that the new career, which he called the "Rro@areer,"” was alive and well. It
is in this direction that we must move--helping éoypes to change and adapt
quickly, like the Greek god Proteus, to meet thedseof changing organizations and
society.

Reflecting new theories of women's development, ldatl his associates (1996)
drew directly from the psychological of "Self-in-Rgon" (Jordan, Kaplan, Miller,
Stiver, & Surrey, 1991; Miller, 1976). Hall project that workers would need to
learn skills of lifelong learning, teamwork, addptdy, valuing diversity,
communication, and decision making. They would alsged the "relational
competencies" of self-reflection, active listeningmpathy, self-disclosure, and
collaboration to better understand themselves ah@ér® as they became self-
directed, continuous learners in a dynamic andrdevevorkplace.

A number of demographic changes in the United Sta#é&e also put pressure on the
workplace to pay attention to human needs. Theaagds include an increasingly
diverse population and workforce with multiple aties and family types, an

increasing number of working women still unevenfyead in career fields and

earning less than their male counterparts, anddtminance of two-income wage
earners wanting more balance in their lives. Manyan resource initiatives are
attempting to address some of these human needsgthremployee assistance,
outplacement, coaching, work/life balance, and mdiy¢ management. Corporate
attention to the needs of various employee groopsbénefits such as childcare,
kincare, care for aging parents, and care for seljrowing. These changes are



indicators of human needs and desires for more asiplon relationships, balance,
and a concern for community, not only jobs.

Changes Affecting Counseling and Career Development

In addition to technological advances, a humbech@inges have occurred over the
last half-century that have had an impact on thenseling and career development
professions:

* Dramatic influx of women into the workforce, tggred by World War 1l and the
women's movement

* Recognition of the connection of and need forabak in work and family

* Growth of multicultural counseling along with amcrease of migrant, immigrant,
and refugee populations

* Convergence of career development and adult dpwe¢nt, especially with adult
transitions

* Emergence of the broader concept of career aneecalevelopment over the life
span

* Emphasis on context and multiple identities arteirt impact on career
development

* Increased recognition of the importance of spaiity in life and work

* Concern about violence in schools, workplaces, @mmunities

* Growing disparity between haves and have-nots

* Recognition of new ways of knowing in psycholag/iand educational research

Of these, it is probably Super's (1951) theory thest affected our profession most
dramatically. He challenged us to broaden our coincecareer development almost
50 years ago with his definition of career develepmas a lifelong, continuous
process of developing and implementing a self-cphaad testing it against reality,
with satisfaction to self and benefit to societye tter developed the life roles
component of his theory, created the rainbow @f idles and stages (Super, 1980),
and implemented it in the Work Importance Studyp@uw& Sverko, 1995).

Another area that has affected career psychologhesbroadening of knowledge
beyond the traditional empirical and quantitativays of knowing and doing
research. In the last decade, in particular, chgéle to the reductionist way of
knowing have appeared as more people seek spiytualonnectedness, and



wholeness. The epistemological questions of whatkm@v and how we know it
have been explored through logical positivism fdorag time. It is only recently that
qualitative methods of research in psychology aaréer development are becoming
more accepted as alternative ways to truth. Sonseénymalern psychologists have
been extremely critical of the way scientific methtend technology have dominated
Western psychology and been transported acroasresitThe traditional Newtonian
mechanistic view of the universe has been critttibg physicists, such as Capra
(1980, 1996), as well as by feminists and multimallists who see the world through
different cultural lenses and challenge the linsarntific, rational view as the only
view of the world.

Reinforcing changes that affect human developmBntjsh sociologist Giddens
(1991) described local and global factors thatcféelf-identity as individuals make
life choices and engage in life planning. He chimdmed the world as one of chaos,
running out of control, in contrast to the begimmhof the last century when Western
societies believed that, as they learned more athamselves and the world, they
would learn to control those forces. Three impdrtands in the current "risk
society" are globalization, "detraditionalizatiofn'e., the changing of traditions and
customs around the world), and the concept of bogilexivity. The latter examines
how societal transformations influence an individuaiew of self in new contexts.
From a more holistic constructivist view, they ledao use information to construct
their own lives. Giddens believed this reflexivitypuld help people write their own
biographies, tell their stories, and live with urtaaty.

These views are not unlike those of recent coumgdheorists and psychologists
who see career as story and career counselingnasas to help clients not only tell
their stories but reconstruct their stories as thwewld like them to be (Cochran,
1997; Jepsen, 1995; Savickas, 1997). Peavy (19%8d uransformations in
contemporary social life and personal stories asomatext for counseling. He
introduced "sociodynamic counseling” as a twentstficentury approach to
vocational counseling, challenging the overpsyctiaiag of this field in the past
and urging counselors to draw more heavily fromaogy and other disciplines in a
contextualized and constructivist view.

These are only a few among many global, crossqlisary, and professional career
development changes over the last half-century leead to new ways of viewing
human beings, society, and career developmensdritbe one such paradigm in this
article.

Integrative Life Planning

Over the past 10 years, | have developed a comedpd Integrative Life Planning
(ILP; Hansen, 1997). It takes into account the mahgnges already cited and
represents a holistic approach to life and cardennmng. For years, career
professionals have functioned in a fragmented wavith knowledge broken down
into little boxes and disciplines. Although trarekfactor and person-to-



environment-fit approaches to career counselingl wilways exist and are
appropriate, especially when clients are in jolr@ear work adjustment, ILP moves
beyond the linear process of choosing a vocatioa tmore holistic view of the
world--seeing work in relation to other life roles,work within a life.

Integrative is the opposite of separated or frageterit suggests connectedness and
wholeness, a growing theme across cultures. T@rate has many meanings; for
example, to make whole by bringing different paogether. It may also be applied
to individuals, as knowledge, skills, and attitudes integrated within one person. It
may also mean to remove legal and social barreersjssion of the larger society,
and certainly one that should be a part of careenseling. ILP includes the multiple
dimensions of lives (body, mind, spirit), life rel@ove, learning, labor, leisure, and
citizenship), cultures (individualistic and commUnaender (self-sufficiency and
connectedness for both women and men), commurfglebal and local), ways of
thinking (rational and intuitive), ways of knowin@ualitative and quantitative;
Hansen, 1997), and linking personal and careesiébgbich, 1993).

Values and Assumptions of ILP

ILP suggests that, in the future, career counselgeggs to focus more on counselors
as change agents and advocates--helping cliemishieve more holistic lives and to
be agents for positive change in society throughctipvices and decisions they make.
It assumes that individuals should consider thesequences of those decisions for
human beings and for the environment. ILP linksiviltiial and organizational
change, noting that personal transitions often gem&om organizational changes.

| have used the metaphor of quilts and quilterscaenmunicate the themes of
connectedness and wholeness that ILP represerfs.isilike a quilt for many
reasons. On one level, it represents the globaldwar context in which dramatic
changes are affecting persons, families, communitiations, and even the planet.
On another level, it represents the career wortt] an still another level, the pieces
or patches of our own personal experiences angksiar the stories of our clients.

The integrative approach to career and life plagivat | describe only briefly here
(but is articulated elsewhere) is an expressiouatfies, as is any theory, program,
curriculum, or innovation. The changes and metaphost described create the
context for ILP and lead to the following valueslassumptions:

1. Dramatic changes around the world and at homeine us to see the "big
picture”; to broaden our thought and practice allmmw we work with employees,
students, and clients; and to help them undergstemdhanges as well.

2. We need to help our clients develop skills itegnative thinking as contrasted
with linear thinking, to understand the importarafeholistic thinking as different
from reductionist thinking.



3. Being aware of and prioritizing the criticaldifasks or major themes in one's own
life and own culture are essential parts of humaretbpment.

4. New kinds of self-knowledge and societal knowkedre critical to understanding
the contexts and themes of a changing society imdliwiduals in it.

5. Recognition of the need for change and the camemt to change are essential to
the ILP process; change can occur at many levets,oat of personal change will
come social change.

The Critical Tasks of ILP

ILP identifies six themes or critical life tasksciiag individuals and cultures in the
new millennium. They are tasks recurring in thersaling and career development
literature (and reported in the media), triggergdsbcial changes, researched by
investigators in multiple disciplines, and emergthgough reports of people's lived
experience in several cultures. The themes are algart of my professional and
personal experience through 35 years of workinghi@ counseling and career
development field. They are especially a reflectadnrmy concern for democratic
values of individual freedom, dignity, and respeetjual opportunity; social and
economic justice; and development of human potesntiédlthough ILP is based
primarily on U.S. culture, several of the tasksadié®d in the following seem to cut
across some cultures.

1. Finding work that needs doing in changing glalmitexts. Task 1 relates strongly
to the global changes described earlier in thiglarthat point to "work that needs
doing." This idea is quite different from tradit@inmatching approaches to career
planning. It suggests creativity and entreprenepnshfinding solutions to the many
human challenges and work to be done both localllycdobally. | have identified 10
kinds of work that seem most important to me: presg the environment,
constructive use of technology, understanding cesug the workplace and families,
accepting changing gender roles, understandingcatebrating diversity, reducing
violence, reducing poverty and hunger, advocatimighuman rights, discovering
new ways of knowing, and exploring spirituality apgrpose. Most of these are not
part of mainstream career planning yet they arg rerch related to how we live our
lives, individually and in the community.

2. Weaving our lives into a meaningful whole. Besmthe field of career planning
has focused so heavily on the work or occupatiovial we often have ignored other
roles and other parts of human development, fomgka, the social, intellectual,
physical, spiritual, and emotional. Life Task 2 dees on these and on the gender
role system, the differential socialization of wamend men for various life roles,
and the unique influences on and barriers to feeplanning of each. It draws from
the concepts of agency and communion and sugdegtbath men and women need
to integrate self-sufficiency and connectednesstimeir lives.



3. Connecting family and work (negotiating rolesl aalationships). Critical Task 3
addresses the changing patterns in work and faf@ilkinds of families) that do not
fit old norms. With increasing two-earner familiesngle parent families, gay and
lesbian families, single adults without childrendalelayed marriages and parenting,
new questions of roles and relationships ariseerihas emerge as people move
beyond their ascribed provider and nurturer rotdten resulting in conflict and
stress. ILP emphasizes the need for men and womsharre nurturer and provider
roles in equal partnerships, defined as occurrihgrw

each partner 1) treats the other with dignity aspect; 2) demonstrates flexibility in
negotiating roles and goals; and 3) enables therdthchoose and enact roles and
responsibilities congruent with the individual'etas and potentials and the couple's
mutual goals for work, die relationship, the fami&nd society. (Hansen, 1997, P.
20)

Readiness to deal with this task varies greatlgssccultures.

4. Valuing pluralism and inclusivity. Effective arpersonal skills have always been
important to people on and off the job. A task afeer counselors is to help clients
understand and adapt to the growing diversity ie tnited States (and other
cultures) as they seek and create more humane lmodg) whether in business,
government, school, university, or agency.

Critical Task 4 calls for an informed awarenesslbkinds of difference, variously
called "multiple dimensions of identity" or "conterl factors" (e.g., race, ethnicity,
gender, age, disability, belief, sexual orientatianguage, regionality) and including
sociopolitical and historical realities. Goals bisttask are to help career counselors
gain an understanding of what it means to valuerdity, to be aware of economic
and social barriers to educational--occupationgdoofunity, to examine their own
biases and attitudes, to help clients also devalopore inclusive worldview, and to
better understand what to do when one "enter svthréd of the ‘Other™ (Moreno,
1996). It also addresses gender factors in multicall career counseling.

5. Managing personal transitions and organizatichahge. Critical Task 5 links the
transitions and decisions people make in their bwes with changes and decisions
made by organizations. It describes models for ngpkiransitions, especially
Schlossberg's (1994) popularized version of her ehddr human adaptation to
transition. Indeed, transition counseling, alonghwgerontological counseling, may
be the fastest growing counseling area in the dnB¢ates in the twenty-first
century.

Making decisions is another important part of tlaisk. Gelatt (1989) suggested that
the old rational, logical, linear models of decisimaking are insufficient for the new
millennium and offered a new model called "Positiyecertainty.” He defined it as
"a personal plan for making decisions about thartutvhen you don't know what it
will be" and "a flexible, ambidextrous approachmanaging change using both your
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rational and intuitive mind" (Gelatt, 1989, p. 25Kjs unique approach helps people
become more conscious of risk taking and prepasedhie uncertainty, instability,
ambiguity, and complexity that may face them in tlesv century. Gelatt's rational-
intuitive model seems to resonate with many oftthditional age and adult college
students in my classes.

Another paradoxical approach to decision makingjedd'Planned Happenstance,"
involves creating and transforming unplanned or nchkaevents into career
opportunities. It encourages acting on curiositg affers five skills to create chance:
curiosity, persistence, optimism, flexibility, antsk taking (Mitchell, Levin, &
Krumboltz, 1999).

This task also emphasizes social change and theriamze of people being change
agents in their personal, family, and organizatiohzes. Regarding change,

sociologist Palmer (1992) observed that people haveve a compelling vision for

change and understand how change really happerthirtks people can bring about
change by closing the gap between our inner sgndtouter conflict. His four stages
for change include (a) deciding to stop living 'Ided lives" (be congruent), (b)

forming groups for mutual support, (c) learningttanslate private problems into
public issues, and (d) creating alternative rew&pdsistain your vision.

6. Exploring spirituality, purpose, and meaningiti€al Task 6 deals with ultimate

meanings in life and links spirituality with meagirand purpose. Although a
considerable body of literature has emerged ontgglity and counseling, only in

the last decade has spirituality become more widsBociated with career and life
planning.

Spirituality often is defined as a higher powerside of oneself or "the core of the
person--the center from which meaning, self, afedunderstanding are generated, a
sense of the interrelatedness of all of life" (HansL997, p. 189). One of the goals of
this task is to help clients define what they mégnspirituality and explore its
connection with their search for purpose and mepnm life. Increasingly, the
counseling profession is recognizing that counsedmd career professionals need to
help clients understand the "connections betwednt sgnd work" (Bloch &
Richmond, 1997).

Spirituality has not been central in career coungelvocational psychology, or
counselor preparation programs. It is incongruettt the kind of knowledge valued
in quantitative psychology. Spirituality is not logl, objective, or linear. However,
it is gaining ground as respected journals suclTfas Counseling Psychologist
increasingly publish articles using scholarly qgiadive research methods.

Fox (1994), a theologian, reflected the spiritii@nbe of ILP when he said:

Life and livelihood ought not to be separated ltflow from the same source,
which is the spirit ... Spirit means life, and btifa and livelihood are about living in
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depth, living with meaning, purpose, joy, and aseeaf contributing to the greater
community. (p. 1)

His vision of the work role is "where mind, heaahd health come together in a
harmony of life experiences that celebrate the wiparson” (p. 2).

Critical Task 6 also encourages examination of natealues and the place of
money in work and life. Many of the 20-t0-30 ageng@etion are refusing to give
their whole life to their job and are seeking mbatance in life. Much literature also
exists on the trend of moving away from materialisoward voluntary simplicity,

moving from the fast lane to the middle lane, "dehifting,” and redefining success.

Applications

The tasks or themes of ILP have existed a long,tiooe | have tried to put them

together in a way that makes sense out of complexiti change as we anticipate
how our profession can be transformed in the twéindy century. An appropriate

question for career counselors who might wish tmiporate the ILP concept into
their work with students and clients is this: Hoand continuously use internal and
external critical life tasks to develop a meanihdfalistic career pattern, including

both self-fulfillment and betterment of society?

ILP is comprehensive, interdisciplinary, inclusivieglistic, and integrative. It is
concerned about the holistic development of theviddal but also about community
improvement and the goals of a democratic soctg. six life tasks are interactive.
Three focus more on individual development--weaving lives into a meaningful
whole; diversity and inclusivity; and spiritualitypeaning, and purpose. The other
three--finding work that needs doing in local andbgl contexts, connecting work
and family, and managing transitions and orgaropaii change--are more external
or contextual. Nonetheless, all are connected &amother around the development
of the human being in a changing society. For exampnderstanding the
interrelationship of life roles, especially famiyd work, and valuing diversity and
inclusivity are major tasks of living, learning, canvorking in a global society.
Helping individuals, partners, and families expldiew the various parts and
priorities of their lives fit together is an impant goal, as is creating awareness of
the changing contexts that affect our life choiees decisions as we move into a
new era.

ILP suggests multiple strategies for counselors eauter specialists to use with
clients to achieve individual, personal, and soclange. It is a systems approach,
yet so comprehensive that few could try to integragll at once. Career counselors
(and their clients) are asked to identify the tasksst important to them or their

organization at a given time and to work with thé&wer time, all can be addressed
(or new ones added), but it is likely that certi@isks will be more important to some
individuals in different cultures. It moves beyamaditional matching of individuals

12



and jobs to a holistic life-planning process thatludes greater emphasis on a
democratic, communitarian, global worldview.

Integrating Work and Life: Issues and Questions

A number of issues surround the ideas presentddPinStudents in my classes and
participants in workshops have been helpful iningishoughtful questions about the
model in particular but also about the concepntégrating work and the rest of life.
In a fragmented and work-oriented society, it i$ sirprising that some may have
difficulty identifying with this inclusive and conhgx concept. To reiterate, it is
assumed that the tools of trait-and-factor or petseenvironment vocational
counseling will continue to be useful, especiably €lients in a job search or work
adjustment stage; integrative approaches are vias@dmplementary, not replacing
traditional approaches. However, if integrativenkimg about life planning is going
to be more central in people's lives in the newaniium, several questions need to
be addressed.

1. Can you integrate too much, or where do you drenine? As pointed out earlier,
| believe society is moving slowly from strictlyraductionist or agentic framework
to include a holistic view that is cooperative, jeaghive, nurturing, intuitive, and
integrative. The movement toward integrative thigkhas emanated from several
disciplines, from physics to medicine, with altdima forms of healing appearing
even in universities.

Many people seek wholeness, and the six critialtéisks of ILP, if understood and
addressed by career counselors, can provide awi@nidhat will also be useful to
clients as they think about their lives and lifeard. Prioritizing the tasks and
focusing on certain ones at a given time or lilgstcan make ILP more useful and
manageable. Workshops and classes, or other fdrowgr@ach, may be more viable
means for delivering the program than individualmcseling.

2. How do you communicate to younger people theomamce of incorporating all
parts of life into a whole? The concept of inteiy@atand holistic thinking and
planning has to be woven into school career devedop and career guidance and
parent education programs from prekindergartenutjitdGrade 16. Unfortunately, it
iIs not there at present, and with the current foensoccupational information
through school-to-work and computer technology, éhghasis is on finding a job
rather than developing a life. The National Cai®evelopment Guidelines (National
Occupational Information Coordinating Committee97p make a modest attempt
toward wholeness through such competencies as 'tstathels work and other life
roles" and "Understands the changing roles of womrah men,” but they are still
overwhelmingly directed toward finding or choosiagob. Service learning holds
promise as one strategy for helping youth develallssbroader life perspectives,
and concern for the larger community. Perhaps soféhe expanded career
development programs of the 1970s and 1980s neled tpdated and implemented
by teachers, counselors, and parents in develogiegidance programs.

13



Counselors-in-training also need to be exposedtagrative counseling philosophy
and strategies.

3. How do you bring incorporation of all parts d@elinto counseling with older
persons? The task may be easier with older perbecause they are at a stage in life
when many of them begin to ponder the big questairspirituality, meaning, and
purpose, questions that include connectedness hotkmess. They may also be at a
place where they have made a transition out of &nvork and are seeking new
activities and finding time to examine parts of ithives that may have been
neglected in a work-focused life course. With egtsh life expectancy, depending
on their health and financial status, more oldes@es may want to develop other
talents or new careers through "Later Life Planning

4. How do you address spirituality with clients wénr@ not in touch with this part of
their lives? There is, of course, a danger of ohimng spirituality in schools, with
some confusing the term with religion. Defined @rmis of finding meaning and
purpose in life, spirituality is not threateningmay be approached with adolescents,
but counselors will have to determine which stugdiand families) are or are not
ready to explore this area. Increasingly, collegglents, young adults, and older
adults are seeking to answer questions of mearsnthey make life choices and
decisions. For many ethnically diverse studente@&@afly, spirituality is central to
their lives. As society becomes more technologiealtomated, and isolated, the
search for meaning and connectedness may beconeeceratral.

5. How do you help students become more conscibtisedr own socialization to

gender roles, cultural norms, and the mechanize@ty® The short answer to this is
education, education, education. Unfortunatelycatlanal institutions at every level
are modeled on the old fragmented structures ofwleage and organizations.
Although there is some movement in both educatiod sork toward more

integrated structures and interdisciplinary progaiprogress is slow. One of the
answers to this question in the last 25 years le@s Isystematic interventions in
schools and colleges to educate students abowtostping, socialization, and
cultural sensitivity. Training programs in diveysiin corporations and equity
programs in schools and colleges have become wenynon.

6. Does ILP apply across cultures, and is it "galty valid"? One thought this
question raises for me in the twenty-first centisrwhether different cultures need to
start vocational guidance with matching models dme@r evolve toward more
holistic approaches or create their own indigenmasiels. Experiences conducting
workshops and seminars with participants in sevartiires convince me that there
is no single answer to this question. Each culheeds to identify those tasks most
important for its context and cultural values anetedmine where it is on a
continuum of change.

At a seminar in Sweden in 1996 (Swedish Career Ssars Professional
Development Seminar, Goteborg, Sweden, June), ferelice of opinion was
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expressed about where Sweden was in relation torifieal task of negotiating roles
and relationships of women and men (i.e., how Fead of other countries Sweden
is in the equal status of men and women). Theresivasg agreement, however, on
the life task of learning to deal with difference life task that has become more
important with the influx into Sweden of many immagts. A conference of the
Career Development Association of the PhilippinBsil{ppines National Career
Development Association Conference, Manila, Philipp, November), which in
1996 selected ILP as its theme, reported a gredtaddeongruence between ILP and
the Philippine values for family, wholeness, andliglity.

How appropriate is it to transplant culturally béiseodels to another culture? Can
individualistic models be adapted to collectivisttares? Leaders of change in each
country need to look at the cultural gaps, biasesl, blind spots, as Leong (1999)
suggested, as well as the potentials, in decidingh or other holistic models are
appropriate to apply across cultures at a givere.tithe state of the economy,
political structures, and cultural values certainéye an influence on such decisions.
It is likely that holistic approaches to life plang will be more attractive in times of
a thriving economy and low unemployment (such athatend of the 1990s in the
United States) and in developed more than devedopations. However, counselors
from a range of cultures, including South Africaweslen, Japan, Romania,
Venezuela, Jamaica, Kuwait, and Portugal, haveeppkpects of ILP in their work.

7. What are the forces for and against using motfistit approaches to career and
life development? Many of the forces for incorporgtintegrative thinking and life
planning into career development have been alludeghrlier in this article, but a
few more comments are in order. Among the forcesinat) using an integrative
approach are lack of money, time, and training.s®@an counseling is much
simpler and easier to teach and use, whereas ibodipproaches, by their very
nature, are complex and evolve over the life spatching models may be used as
the most appropriate first steps with clients ivgrty and on welfare, yet achieving
wholeness should not be reserved for the econoyigalvileged. Counselors
generally have not been trained in the use of ratage models because the models
have not yet found their way into many counsel@ppration programs. A legitimate
question is can a society afford to help its memloevelop holistically?

These are all good questions but not easy to ansavel the answers are not
complete. At the beginning of the new centurysiappropriate for career counselors
who see themselves as change agents to remembemwdhds of Arthur
O'Shaughnessy, who in his life wrote one poem somest called "Shakers and
Movers." The last line is "Each age is a dream ithdlying, or one that is coming to
birth" (1955, pp. 976-977).

There will be dreams that die with the old centang new dreams that emerge with

the new contexts, challenges, cultures, confletsl changes. Career counseling and
guidance can move with the changes to make a grdiffierence in people's lives by

15



helping them connect the parts of their own livesl a&onnect with others in
community for the common good.

Epilogue

To conclude, ILP is strongly grounded in democratitues and a concern for social
justice. Perhaps this is one characteristic thatirdjuishes it from other holistic
career planning models. The work of Freire andcbisscientizacao (consciousness
raising) is relevant to ILP. Freire stressed th@arance of "learning to perceive
social, political, and economic contradictions daadake action against oppressive
elements of reality” (quoted in Ivey, Ivey, & Simblorgan, 1993, p. 9). He also
emphasized the process of developing critical donsaess, stating that "one of the
purposes of education [and | would add, career sgling] is to liberate people to
awareness of themselves in social context” (p. Pd)haps more important, he sees
liberation as a process of people "reflecting ughair world in order to transform it"

(p. 94).

To return to the quilt metaphor, in this articleave tried to put the pieces of the ILP
quilt together in a way that is helpful and meafuhdgo career counselors who are
entrusted with the humbling and significant taskelping people of all ages make
choices and decisions in their lives--putting trem life quilts together. One thing
seems certain: More and more people are wantingheaancient Greeks urged, to
"see things steadily and see them whole," to hasenae of wholeness in their own
lives and in the larger community.

As counselors and career professionals, we are uldters in the lives of our
children, clients, students, and employees, helthiegh to design the roles and goals
of their lives and to see how the pieces fit togethiWe are quilters in our
organizations and institutions, as we work to m#kem more humane places.
Finally, we are quilters on the planet, seekingdonect with each other, to make the
world a better place, and to shape our lives amdneonities for the common good.
These seem to be important tasks for career deveopin the new millennium.

L. Sunny Hansen is a professor in the Departmeiiidoicational Psychology and a
director of the BORN FREE Center, both at the Ursitg of Minnesota,
Minneapolis. Portions of this article are adaptesht L. Sunny Hansen (1997),
Integrative Life Planning, San Francisco: JossegsBaJsed with permission.
Correspondence regarding this article should betedn Sunny Hansen, Counseling
and Student Personnel Psychology, Department otd&aunal Psychology, 238
Burton Hall, 178 Pillsbury Drive, Minneapolis, MN 5855 (e-mail:
sunnylsh@umn.edu).
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2
Selected Milestones in the Evolution of Career Delgpment
Practices in the Twentieth Century —
Industry Historical Information

Career Development Quarterly March, 2001 by Edwin L. Herr,
Michael Shahnasarian

This article briefly chronicles selected major e¢eand personalities that have
stimulated and shaped career development praciicgbe 20th century. In its
headings by decades, the article seeks to contegumajor political, social,
economic, and scientific themes that have infludndes evolution of models of
career behavior, career interventions, and theapagipn of counselors to engage in
the practice of career development.

As suggested in the first article of this specgduie "Career Development and Its
Practice: A Historical Perspective" (Herr, 200here are many events and persons
that have shaped the practice of career developmethie twentieth century. The
following compilation of such influences is not existive, but it does provide a
decade-by-decade chronicle of the selected sq@mbtical, and economic events and
the responses to them that have affected the cpotany legacy on which career
development practices will build during the tweffitgt century.

1900-1920

Significant questions about the focus of educatdforld War |; expansion of
vocational education; rising concerns for mentajiege

Frank Parsons founded the Breadwinner's Colleg&9®b to provide vocational
training and guidance.

The Vocation Bureau, founded by Frank Parsons, egpeim Boston and is
recognized as the first organization to provideystesmatic process for providing
vocational guidance and counseling. Its servicese weabsequently incorporated in
the public schools of Boston.

Frank Parsons's book Choosing a Vocation was gddiposthumously in 1909. He
provided the original conceptual and process elésnehvocational guidance and
vocational counseling.

Jesse B. Davis organized a program of vocationdlnaoral guidance in the schools
of Grand Rapids, Michigan. The program included nsmling with respect to
courses and extracurricular activities.

Binet introduced his intelligence scales in thetEaiStates in 1907.
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In 1910, delegates from a variety of organizatiand institutions attended the first
national conference on vocational guidance hel8aston under the leadership of
David Snedden, Frank Thompson, and Meyer Bloomfield

Meyer Bloomfield succeeded Parsons as head of twational Bureau in Boston;
he taught the first vocational-guidance courseat/bfrd University in 1911.

In 1913 the American edition of Hugo Munsterbergi®rk in Germany,
Psychological and Industrial Efficiency, was pubéd in which experimental
psychology was applied to vocational choice.

The National Vocational Guidance Association (NVGAas formed in 1913 in
Grand Rapids, Michigan. Its first publication, tiecational Guidance Bulletin, was
started in 1915.

The U.S. Bureau of Education published Bulletin Nd, Vocational Guidance,
which summarized the papers presented at the aasmal meeting of NYGA in
1913.

The Army Committee on Classification of Personnah, developing and
administering the Army Alpha and Beta tests for insé/orld War |, laid a base for
occupational classification and selection in thaliein sector and stimulated concern
about guidance and counseling's growing emphastsagsification and selection.

The Smith Hughes Act of 1917 provided reimbursenfentvocational guidance
services.

The U.S. government instituted programs in 1918Viworld War | veterans with
disabilities, marking the beginning of vocationahabilitation counseling.

In 1918 the National Education Association causederibration in the early
partnership between vocational education and wvacali guidance because it
accepted a craft rather than a technical trainmglesis in vocational education and
a guidance-for-education rather than for-jobs cptioa of vocational guidance.

The U.S. Bureau of Education (the forerunner of th&. Office of Education)

published the Cardinal Principles of Secondary Btan in 1918, in which were

cited areas of student behavior to which many ofessrrelated guidance (e.qg.,
vocation, citizenship, worthy use of leisure tirathical character).

1920-1940
Concern about the dignity and rights of childrersyghometrics flourished;

economic depression caused concern about job péademnd unemployment
Technological unemployment and worldwide depressiere major social issues.
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George-Reed (1920), George-Elizy (1934), and GeDegn (1936) Acts provided
direct support to guidance by providing reimbursemtr vocational-guidance
activities.

The U.S. Employment Service was created by the \&aBeyser Act (1933).

The Occupational Information and Guidance Servies @stablished under George-
Dean Act funds in the Division of Vocational Eduoat U.S. Office of Education
(1938).

In 1939, the Dictionary of Occupational Titles wagblished by the Bureau of Labor
Statistics, U.S. Department of Labor; in 1940 thez@pational Outlook Service was
established in the Bureau of Labor Statistics.

A major view of the period was that guidance had major functions: distribution,
helping students to find educational-vocational apmities effectively, and
adjustment, helping students adjust to environnhenrgiguirements. A contrasting
view emphasized that guidance was a clinical psodkat rested on the work of
applied psychologists concerned with the measureofendividual differences.

The depression emphasized a placement approadtatieanal guidance.
1940-1950

World War Il; women entered the workforce in ung@ented numbers; higher
education expanded to absorb veterans; postwaoetorand industrial expansion;
Cold War began with the Soviet Union

Carl Rogers published Counseling and Psychothe(a®42), which conceived of
counseling as concerned with other than traditionadical models and disease
entities and of the counselor as a directive attghor

During World War II, women successfully worked iranual and technical jobs
previously reserved for men.

Experimental use of the General Aptitude Test Battey the U.S. Employment
Service was initiated in 1945.

Return of veterans to society spurred the use absdication tests and the
importance of career guidance and counseling ansklecy and postsecondary levels.

George Barden Act authorized salaries and trave¢meses of vocational counselors
and supported counselor-training courses. As siictspurred certification of
counselors, the definition of and provision of ahle content for appropriate courses
at the graduate level, and the professionalizaifarounselors.
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The Occupational Outlook Handbook was first puldisim 1948.
1950-1960

Korean War; Sputnik launched, thus causing widegpr@ebates about American
education; education and guidance seen as insttaroeénational defense

In 1951, the historic NVGA definition of vocationgliidance is changed from an
emphasis on what is to be chosen to the natuteeathiooser.

Carl Rogers published Client-Centered Therapy (1,98kich conceived the helping
relationship in terms of the provision of specifilegredients of a therapeutic
situation.

In 1951, the NYGA, the American College Personnekdtiation, the National
Association of Guidance Supervisors and Collegeinéra, and the Student
Personnel Association for Teacher Education mergedform the American
Personnel and Guidance Association (APGA), the gueskor of the American
Counseling Association (ACA).

In 1951, Donald Super launched the Career PatteiaySintroducing the concept of
vocational development.

In 1952, The Vocational Guidance Quarterly, thedpoessor to the Career Guidance
Quarterly, began.

In 1956, for the first time a computer successfatynpleted a simulation of human
problem solving.

Sputnik was launched (1957), thus initiating a peapal of the offerings and rigor
of the American high school and of the need totileand encourage students with
potential to be scientists.

In 1957, Super published the Psychology of Caredngh laid out the rationale and
the processes to view vocational guidance not ontgrms of immediate choice but
also in broader perspectives involving intermediatel future goals. The book
applied the emerging perspectives of career denaop theory to choice behavior,
presented a developmental-task concept of careeelagmenent in different life
stages, and emphasized the importance of the @etlept as the organizing
mechanism of career behavior.

Titles V-A and V-B of the National Defense Educatiact of 1958 required states to
submit plans to test secondary school studenteacatademically talented students
could be identified and encouraged to enter thel Isarences and other forms of
higher education; funds were provided for extengnagning of secondary school
counselors. Title V-A provided funds for suppordasevelopment of local school
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guidance and counseling programs. Title V-B appabdgd funds for counseling and
guidance institutes for the purpose of upgrading tjualifications of secondary
school counselors. The act, which initiated an emars increase in the number of
school counselors across the nation in additiothéoidentification of academically
talented students, also included provisions supmprthe career development of
students by counselors.

Career-development and vocational-development ig®@merged in the works of
Eli Ginzberg, Donald Super, Anne Roe, John Hollamt] David Tiedeman

1960-1970

Civil rights movement escalated; war in Viethamssimajor values upheavals and
economic difficulties; major federal legislative tpauring to counteract
unemployment, poverty, and other social ills; "Dmuy own thing" became a credo;
rise in professionalism; computer-assisted care@tagce systems begin to emerge
as important complements to career guidance amgcaounseling

Third edition of the Dictionary of Occupational [ was published.

Major expansion of vocational education occurredaunthe Vocational Education
Act of 1963 and the Amendments of 1968; the emegrgnotions of career
development theory were apparent in the legislation

The Vocational Education Act of 1963 specificallpted that vocational guidance
and counseling were to be provided to studentsnpignto enroll or enrolled in
vocational-education courses.

Civil Rights Act passed in 1964. The civil rightsomement accelerated the
democratization of educational and occupationaloopipities for those in minority
groups.

In 1964, Henry Borow edited Man in a World at Wattke 50th anniversary volume
of NVGA and the first NVGA decennial volume.

In 1966, John Holland authored The Psychology otational Choice, the first
book-length discussion of his theory.

The women's rights movement heightened concernstabe need for guidance
efforts to reduce effects of sex stereotyping aexl [sias in student choice making
and in access to occupations.

Vocational and career development theories begdie tased as organizing content
for guidance programs.
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Vocational Education Act Amendment of 1968 advodage need for career
programs, responses to the disadvantaged and physltandicapped, and the
expansion of a broadened concept of guidance anmshseting, including its

extension into the elementary schools. These piettgislation stimulated a large
number of national and state conferences on votatguidance, innovative projects
in career guidance, counseling, and placement.

Counselor education programs mushroomed.
1970-1980

International tensions rose; energy problems endenggemployment, particularly of
youth, became a major issue; concerns about overaédn and a lack of technical
education; concerns about survival skills

In 1971 career education was introduced as a tyiamf the U.S. Office of
Education. The Educational Amendments of 1974 ncadeer education a law of the
land and initiated the Office of Career Educatianthe U.S. Office of Education.
Kenneth Hoyt became commissioner of career eductatio

In 1974, Herr edited Vocational Guidance and Hurbmvelopment, the second
NVGA decennial volume.

The Career Guidance and Counseling Act of 1975 wiieduced into Congress
under the leadership of APGA. Although it was nasged by the Congress, its
language and concepts appeared in later piecegisfdtion.

The Educational Amendments of 1976 included majgspsrt for guidance and
counseling in Titles [, I, and IlII; Title Il proded major support for vocational
guidance.

Pressures for accountability in guidance and cdungsmounted.

Fears of economic crisis and concerns about widasprunemployment among
youth continued to spur career and vocational gquad@mphases.

1980-2000

Many political changes swept the world: the ColdrWaded; apartheid ended in
South Africa; many nations formerly under Communismoved to market
economies; the global economy became a realityptaetice of career development
became a worldwide phenomenon; computer-assistegrcguidance systems grew
in number and capability; women and minorities Ibeeamajor sources of new
entrants to the workforce
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In 1982, the Joint Training Partnership Act (JTP#placed the Community
Employment Training Act (GETA), providing careeridance for disadvantaged
youth and for workers needing retraining.

In 1982, Carol Gilligan published In a Different i¢e, stimulating renewed attention
to the differential career behavior of women andnm®ther women theorists
advanced these perspectives in important conceaiwbémpirical work.

Comparative studies of the effects of computersésdicareer guidance systems with
and without counselor assistance to users begaappear in the professional
literature.

In 1984, Norman Gysbers edited Designing Careemun€eling to Enhance
Education, Work, and Leisure, the third NVGA dedahmwolume.

In 1984, the Carl D. Perkins Vocational Educatiart Advocated programs designed
to improve, extend, and expand career guidanceamaseling programs to meet the
needs of vocational education students and potesttidents. Subsequent Perkins
Acts in the 1990s (e.g., Carl D. Perkins Vocatioaducation and Applied
Technology Acts) continued to provide major fissapport for career guidance.

In 1984, the Report of the National Commission enddidary Vocational Education,
The Unfinished Agenda, advocated that comprehertsiveer guidance programs be
available to all students and, in philosophy asteaeaffirmed the importance of
strong career guidance programs to vocational eiumca

In 1984, the credentialing of nationally certifiedreer counselors (NCCC) was
initiated.

In 1985, the NVGA changed its name to the NatioG@areer Development
Association.

In 1986, The Vocational Guidance Quarterly was megw The Career Development
Quarterly.

In 1992, the Americans with Disabilities Act (ADAyas passed, requiring
employers to provide reasonable work accommodatmpgrsons with disabilities.

The Internet grew rapidly throughout the 1990spiporating job search and career
counseling Web sites. New ethical questions emetgaderning the preparation for
and use of the Internet by career counselors

In 1994, the School-to-Work Opportunities Act paed funds for and advocated
career exploration and counseling.
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In 1998, the Workforce Investment Act provided easrguidance and counseling for
disadvantaged youth, adults, and dislocated workers

Edwin L. Herr is Distinguished Professor of Edueati(counselor education and
counseling psychology) in the College of EducataminThe Pennsylvania State
University, University Park. Michael Shahnasariapiesident of Career Consultants
of America in Tampa, Florida. Correspondence reaggrthis article should be sent
to Edwin L. Herr, 241 Chambers Building, Universidark, PA 16802 (e-mail:
elh2@psu.edu).
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3
The Chaos Theory of Careers: A User's Guide

Career Development Quarterly, June, 2005by Jim E.H. Bright,
Robert G.L. Pryor

The purpose of this article is to set out the klyments of the Chaos Theory of
Careers. The complexity of influences on careereligment presents a significant
challenge to traditional predictive models of careeunseling. Chaos theory can
provide a more appropriate description of caredrabi®r, and the theory can be
applied with clients in counseling. The authors atevparticular attention to the
application of attractor concepts to careers.

*kkkkkkkkk

The purpose of this article is to set out the klyments of the Chaos Theory of
Careers and to illustrate how these fundamentatequis are particularly relevant to
contemporary career development. In the processshw& how we have applied
some of these concepts to counseling practice and hsed a time-honored, but
infrequently acknowledged, method of reasoning nneffort to illustrate how the

demanding aspects of chaos theory can be commaeadisatser-friendly ways.

Traditional approaches to career development tilgieGam to understand the key
attributes of the person and then match these tmpatble or congruent
environments (jobs). A recurring theme in the cistins of traditional person-
environment fit models by authors such as SaviekasBaker (in press); Krumboltz
(1979); Mitchell, Levin, and Krumboltz (1999); Voratek, Lerner, and Schulenberg
(1986); and Lent, Brown, and Hackett (1996) is tiia@ person-environment
interaction has been characterized in trait-origrterms (e.g., Dawis & Lofquist,
1984; Super, 1990). The relatively static naturéhefterms of the interaction, person
and environment, is no longer appropriate, givesm ¢bmplexities and change that
are observed in modern careers. Arnold (2004) ntitat congruence between the
person and environment has been shown in sevefalstudies to correlate poorly
(between 0.1 and 0.2) with outcome measures sushtesaction (e.g., Assouline &
Meir, 1987; Tranberg, Slane, & Ekeberg, 1993; Yquhgkar, & Subich, 1998).
Arnold high-lighted the problem by observing thia toncept of congruence in J. L.
Holland's (1997) theory accounts for only 1% to 4f#6the outcome measure
variance. He proposed 14 problems with the theangluding inadequate
conceptualization of the person and the environmeatiequate measurement of the
environment, and the fact that job environmentsiecezasingly demanding variety
and diversity and that jobs are continually chaggin

Several of vocational psychology's leading authewite.g., Mitchell et al., 1999;

Pryor & Bright, 2003a, 2003b; Savickas & Baker pimess) have openly questioned
the continuing value of traditional person-envir@mhfit models of career choice,
wondering whether they fail to capture adequatbl ¢complexities, uncertainties,
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and dynamic aspects of modern work. As Savickas Baicer have pointed out,
"With less stable personalities and occupationsatronal psychology's basic model
of person-environment fit with its goal of congraenseems less useful and less
possible in today's labor market."

Career theorists are increasingly interested inragghes that characterize the
individual and the environment in more complex aighamic terms than the

traditional person-environment approaches. Vondrae¢ al. (1986) directed

attention to the multiplicity of contextual factars career development. Mitchell et
al. (1999) explored the role of unplanned eventscameer choice. Patton and
McMahon (1999) used systems thinking to illustithie complex interconnectedness
of multivariate influences on individuals' careacision making. Savickas (1997)
focused attention on individuals' capacities foaraie and creativity in the crafting
of a career. As an extension of such thinking, vesepthe question, "What

conceptual framework of careers might be able tornporate coherently such new
ideas as complexity, change, and chance?"

Recently, several authors (e.g., Bloch, 1999; Deod@902; Pryor & Bright, 2003a,
2003b) have begun to investigate the potentialhafos and complexity theory to
explain career behavior. Chaos theory challengastibnal approaches to scientific
explanation and goes to the heart of issues rglainvhat can be known and how it
can be known. In chaos theory, two key conceptsandinearity and recursiveness.
In linear systems, all the elements add up to nth&ewhole, such as a credit card
balance being equal to the amount of money speist ipterest and plus a monthly
card fee. A nonlinear system is characterized byeflements adding up to more (or
less) than the sum of the parts. For instanceaithi&me a song receives on the radio
increases as the sales of the song propel it uphtaes, which, in turn, increases the
air time the song receives. In this scenario, #iessand airplay increase rapidly and
nonlinearly. Of course, the final outcome seesaysdecline in sales and airplay as
the market becomes saturated and also tired addhg. This example also includes
recursiveness--one variable influences anotherghwvim turn influences the first one,
and so on. Chaos theory (Gleick, 1988; Stewart91@8esents an account of the
recursive application of several nonlinear equatit;msystem behavior, resulting in
elements of both stability and susceptibility talden and dramatic change at the
same time. Furthermore, chaotic systems displagratharacteristics such as a lack
of predictability at the micro level, while at teame time appearing to have a degree
of stability at the macro level. In addition, th@onlinear nature means that minor
events can have a disproportionate outcome on Ysters. Such ideas are
permeating many areas of contemporary science.if€ojust one example from
Peacocke (2000), "[W]e know, through key developisiém theoretical biology and
physical biochemistry, that it is the interplayobfance and law that allows the matter
of the universe to be self-creative of new formsmfanization” (p. 44).

Chaos theory describes a series of features of leangystem behavior that many

social science researchers have identified in themr areas of study. For instance, in
social psychology, Arrow, McGrath, and Berdahl @Pbave described in great
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detail how the tenets of chaos theory provide apmilimg account of small group
behavior. They highlighted how chaos theory carvige useful insights into the
development of teams, how conflict arises in teaang, how teams adapt to change.
In the management literature, Stacey, Griffin, &ttaw (2000) presented chaos
theory as a way to consider change, creativity, amgis in organizations. They
highlighted how traditional systems approaches imnagement theory are
conceptually and practically flawed in approach aedpe and why chaos theory
provides a more complete account of human behani@rganizations and of the
behavior of the organizations themselves. Chaosryhapproaches to counseling
have been applied in psychoanalysis (Van EenwyR11@nd in family therapy
(Chubb, 1990). Duffy (2000) outlined how the tenatshaos theory might be useful
in assisting a worker whose career has plateaued.

In fact, careers counselors are already confrorthegealities of 21st century career
development, including the implications of comptgxichance, and change, with
their clients. Chaos theory may provide a theoaétlzasis for career counseling
practice and a conceptual framework through whigtthér counseling advances
might be made.

Career Counseling and Prediction

A prerequisite to adopting a chaos theory appromcho accept that career
development is subject to a wide range of differiefluences, many if not all of
which are continually changing at different paced @ different degrees. In other
words, career development and the influences ugorare highly complex.
Furthermore, it is increasingly accepted that careehavior is influenced by
unplanned and chance events to a much more signifidegree than has been
typically acknowledged (e.g., Bright, 2003; Brigiryor, & Harpham, in press;
Bright, Pryor, Wilkenfeld, & Earl, in press; Mitcleet al., 1999; Osipow, 1973;
Williams et al., 1998). Incorporating this wide ayr of influences and
acknowledging the central role of chance eventsareers, however, present a
significant challenge to the possibility of acceratrediction. This challenge is
important, because often when providing career calvicareer development
professionals are explicitly or implicitly makinggalictions about the suitability of
different courses of action or jobs for a client tre basis of past behavior,
knowledge, skills, or interests. As Savickas (1984}, "the career counselor's job is
to see life prospectively, to extend a life themte ithe future” (p. 14).

Abduction and Communication

The difficulty for both counselors and clients ahgping some of the fundamental
notions of chaos theory is not to be underestimaddreover, chaos theory
acknowledges the finitude, and therefore the limadé the capacity of human
understanding. This appears to contradict the atspns of much previous science,
which emphasized the apparently boundless ability hamans to research,
understand, and control the world and the things Marious attempts by writers in
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the counseling field (e.g., Amundson, 2003b; Ga&b?@00; White & Epston, 1990)
are being made to use metaphors, myths, archetgpesyy, heroes, and stories to
deal with the challenges of complexity, change, emahce that their clients face. In
doing so, they point to a form of reasoning thatlifferent than the forms that are
typical of "scientific psychology.” The traditionérms of reasoning in scientific
psychology have been deductive reasoning (sylliedmsgic) and inductive reasoning
(generalizing from observation). However, drawingthe work of Bateson (1979),
Patton and McMahon (1999) indicated that an aduafidorm of problem solving,
called "abductive reasoning,” should be used. Wénlike traditional forms of
reasoning, abductive reasoning is not linear btdrdd it deals with patterns and
relationships and accepts that all knowledge isndpedoubt and revision and open
to interpretations from different perspectivesisibften analogical in form, such as
techniques based on metaphor and myths. Duke (1884)one of the earliest
researchers to argue that chaos theory can be llysefoplied in psychology,
pointing out that its application was likely to l@alogical and metaphorical in
nature. Following this lead, we proffer the follmgivignette to illustrate some of the
major concepts of the Chaos Theory of Careers.

Ping-Pong Balls and Puppies: An Abductive lllustiatof the Chaos Theory of
Careers

Imagine you are in a room alone with a Ping-Pony Hayou repeatedly drop the
ball from waist height, you can be fairly confidasitcorrectly predicting that it will
fall to the ground somewhere near your feet. Wkthed Scenario 1.

However, suppose now that an eager ball-chasingypigpn the room with you and
also that a strong electric fan is brought intortb@m, placed near you, and switched
on. Now, when you drop the Ping-Pong ball, howaiertan you be that the ball will
land near your feet? Presumably much less ceftaitguse the puppy might catch it
or the fan might blow it off course. We call thise®ario 2.

Now suppose there is a pack of eager puppies imatwe and a series of electric
fans; someone has opened the window and a howlalg  blowing; and,

furthermore, you are now obliged to stand on actetetreadmill programmed to
randomly vary its speed! Now when you drop the,d@lw confident are you that it
will land near your feet? Indeed, how confident go& in making any prediction
about where the ball might end up? We call thim&de 3.

In Scenario 1, the system is very predictable ¥ay teasons. First, the person and
the environment are fairly static and unchangingcddd, there are no unplanned
events intruding. This is essentially the worldcaaracterized in traditional person-
environment models of career development, suchlasHblland's (1997).

In Scenario 2, there is a broader range of varsabith the addition of the puppy and

the electric fan, but we are probably still confidlef working through most of the
possible outcomes. In career development termsjdmot dissimilar to frameworks

32



such as Gottfredson's (1981), in which gender, tigess and interests are
characterized as the key influences on career eh¥itth the "zone of acceptable
alternatives," there is a constrained influenckagpenstance (Chen, 2002).

In Scenario 3, there are many different variabbesansider: Each puppy has a mind
of its own, the treadmill is randomly programmelde @irflow is confused by the
various fans blowing, and the gale force winds idetsvill all combine to confound
our attempts at predicting where the ball will §oich a scenario is closer in spirit to
the wide range of influences identified by Krumka1998) and Lent et al. (1996).
This scenario also resembles the type of compleranhyc system that can be well
accounted for in chaos theory (Pryor & Bright, 28D3ere is an example where
broad predictions can be made about the futurevimhaf the room. For instance,
the ball will end up somewhere. It is highly likelye ball will remain in the room,
because the gale force winds blowing in are mowveegpiul than the fans in the room.
So in the short term, we can make broad predictioumtswe are unlikely to be able to
make specific and accurate predictions. In thedongrm, due to the characteristics
of the system, things could alter dramaticallyyéfsy making prediction impossible.
For instance, if the gale abated, it is possibke lthll would be blown out of the
room, or a dog with the ball in its mouth could agse through the open window. If
either of these happened, the dynamics of the mysteuld be radically altered.
Either one would have to find something other th@n ball to drop or go after the
ball (and the puppy).

Stacey et al. (2000) argued that chaotic systempradictable at the global or macro
level, but only in qualitative terms. In the sheetrm, they argued, short-range,
micro-level predictions might be possible, but thesll have little or no bearing on
long-range predictions. In Scenario 3, in order n@ake accurate long-range
predictions, it would be necessary to measure tiieeteof every minor alteration of
the initial state of the person, the treadmill, taes, the outside weather, and those
pesky puppies! The number of possible ways thahalle states could vary--and the
manner in which they could interact--makes it ingtical and probably impossible
to record. Arrow et al. (2000) argued that chaasr@gches to prediction differ in
three crucial respects from "positivist-reductio@salytic” approaches:

1. The operation of the system is observed in ntsrety and not in terms of the
directional causal effects of specific individuahfures.

2. The rules and principles that govern the intevacof individual features are
investigated rather than trying to predict the ¢éxatues of specific variables.

3. The focus of interest is on how the system charayer time--its trajectory--and
not the "average" levels of certain variables diree.

In the career development literature, there iseawi@ that the unpredictability of life

experience does influence career paths. For instaviorrison (1994) found that a
group of people with similar Holland codes divergedheir career paths over time
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in ways that were not predictable from the origidakcriptions of their Holland

types. Bright, Pryor, Wilkenfield, et al. (in pre¢$sund that 70% of a large sample of
university students reported that their careersewsgnificantly influenced by

unplanned events. These events ranged from unmlanmsetings to illness to

messages from God.

In summary, what we have described in the Ping-Rmaliganalogy is a complex or

chaotic system because it contains the key elenwdrdisaotic systems: complexity,

emergence, nonlinearity, unpredictability, phaseftsh and attractors. In the

remainder of this article, we highlight how thed®atic elements apply to career
behavior and suggest how they might be used insmung.

Complexity and Career Counseling

Careers are influenced by parents, social and @mwviental context, gender, age,
political and economic climate, interests, abititigeography, and many other events
(Patton & McMahon, 1999). All of these factors, amény more, are inherently
unpredictable and subject to change. For instaswm®omies can change rapidly and
unexpectedly, political scandals can emerge frofinfield to change the political
landscape, and acts of terrorism can have profonfhgences on career behavior
(e.g., negative impacts on tourism, impacts onuicéms and their families and
communities). In counseling terms, career counsetfaust take this complexity into
account and encourage clients to reflect on thietyaof influences in their lives.

The emphasis here is on understanding processdsfarehces and how these have
shaped and continue to shape individuals' expegienic the world. Narrative
counseling techniques emphasize the role of stadycanstruction in understanding
careers (Amundson, 2003a; Savickas, 1997). Naerafikovides a vehicle for
understanding the motive processes in a persoreercdt focuses on interests--as
understood in the word's derivation from "betweeimd,"--such as those described
by Savickas (2005) in which he described careestcoction in the following terms:
"[llndividuals construct their careers by imposimgeaning on their vocational
behavior and occupational experiences” (p. 43)icRas argued that constructivist
counseling focuses not on the person or the envieo of the person-environment
fit, but rather on the "----" (i.e., the seriesd#shes) that make up one's career. Such
an approach is entirely consistent with the chhesry's emphasis on understanding
the process and the patterns in careers ratherahatefining or predicting stable
variables as outcomes.

The complexity of the influences on career aledseer counselors to the need to
avoid traditional approaches of seeking causesyongtto explain behavior in terms
of one factor influencing another factor. Rathewmselors should look at each client
in that client's entirety and then help the clientlerstand the patterns and processes
in his or her life. Counselors should not try t@fiow down" conversations to only
"career-related" topics. Clients should be enccedlatp reflect on many different
aspects of their lives, such as their familial emstances, their childhood, their
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hobbies, their reading, and key events and tragedsd on more general
environmental factors, such as global politicalessand concerns. Clients should be
encouraged to reinstate contextual factors wheallieg previous career decisions.
Techniques for working with clients using thesehteques can be found in Bright
and Pryor (2003) and Pryor and Bright (2005).

Emergence and Career Counseling

Essentially, emergence is a process that runscouater direction to reductionism
(Morowitz, 2002). The latter, traditional, sciertibpproach is to seek ever narrower,
more precise explanations of behavior in termshaf hature of the constituent
system agents. The problem with always lookingregrfand finer distinctions is that
interaction of the components is neglected. In tspfor example, a team of
champions is not the same as a champion team. Thawgs properties over and
above the total of the skills and performance dfiviidual players. Teamwork,
morale, combinations of moves, strategies of phayg so on cannot be accounted for
by specific reference to each particular team menmfe Polkinghorne (2000) noted
about science in general, "there are two leveldesicription. One involves energy
and bits and pieces. The other involves the whydeesn and pattern” (p. 135).

Emergence involves going up a level or more in deson to look for patterns of
behavior that appear to emerge from the complexitgvitably, such approaches
appear to lack the scientific precision of measwmimhat is often claimed in
reductionist approaches, and the forms of desoripgire typically qualitative, such
as narrative, analogy, and metaphor. In such apayud, the emphasis becomes to
describe the system behavior in ways that are mghanito clients at their current
stage and understanding of themselves, as oppodednty to "nail” the essence of a
person or making long-term predictions. In pursuthgg goal, career counselors
recognize the limitations of their knowledge, imthhey can never fully know what
influences a person or how that person will responthe future. However, career
counselors can attempt to identify some of the gemdrpatterns of behavior and link
these to past career events. In this way, cliemtsoome to a greater understanding
of how their life story is playing out; this, inrty can provide them with some ideas
for future career exploration.

Emergence as a counseling process essentially nekese of the client's past
behavior in terms of themes, narratives, preoccopsitand the unpredictable nature
of a range of influences in the past. The rolemfrselors in this process is to assist
their clients to understand their career behaviod & highlight the range of
influences, including happenstance, on their careérhen, techniques for
capitalizing on some of these influences, eventd,taemes can be developed with
the client (e.g., Krumboltz & Levin, 2004).
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Nonlinearity and Career Counseling

As J. H. Holland (1995) demonstrated, nonlinearagiqus prevent the description of
behavior in terms of aggregates or averages, becaryg small changes in an input
variable can lead to dramatic changes in the outphis is the essence of
nonlinearity: There is potential disproportion beem a change in one part of a
complex system and its subsequent effect in anqgihdr of the system. Strogatz
(2003) argued that most things in nature are nealinwhereas linear equations tend
to describe idealized situations (such as somebloolyping a Ping-Pong ball in the
absence of any complicating factors like puppied &ans). Strogatz argued that
"every major unsolved problem in science from cansness to cancer to the
collective craziness of the economy is non linéar"182). In nonlinear systems such
as career behavior, small or seemingly trivial ¢veten have significant career
implications. For example, a young engineer workorga construction company has
one sick day off in the first 2 years that he ishwthe company. However, that is the
day an urgent overseas project meeting is heldeaintis assembled from those
attending the meeting and within a few days is dentwork on the project.
Subsequently, the project is a great success, latltbae on the team are promoted
ahead of our only slightly sick, but certainly hegd, young engineer who only
missed one meeting.

Memon (1999) recommended that clients be askeedallreverything, no matter
how trivial, when the aim is to obtain a full uns@nding of a past event, because it
is the seemingly trivial that can shed light on #ignificant subsequent event.
Savickas (1997) recommended that counselors Isdesfully to the language used
by clients, because language can reveal importafdrnnation about their
preoccupations and, hence, how they may behavgeifuture. In chaos theory, the
future is conceptualized not principally as somacelor time out on the horizon;
rather, the future is essentially an individualsxinthought, word, or action.
Furthermore, nonlinearity reminds the counselot ii@rventions do not need to be
large, long, or painful to effect change in a di®areer. Nonlinearity means that a
single word may be sufficient to effect change. Example, one of the authors of
this article was 14 years old when, after irritgtimis high school Spanish teacher
through classroom misbehavior, he was chastisdt,the teacher saying "when you
go to university you will not be able to behaveelithat." Had the teacher said, "if
you go to university," it would have had little iagt. The use of the word when and
the backhanded high expectation were sufficienthange the 14-year-old's self-
efficacy and expectations after having never carsid himself able to gain entry to
college.

Unpredictability and Career Counseling
In career development terms, chance events canofied do have significant
influences on an individual's career (e.g., Brightjor, & Harpham, in press; Bright,

Pryor, Wilkenfield, et al., in press; Krumboltz, 9. Career counselors must
encourage clients to explore the impact of chanctheéir careers and find ways to
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help clients capitalize on chance events. As G€HB1) termed it, they must
encourage clients to embrace positive uncertalitymboltz and Levin (2004) have
set out a series of principles to assist individualcapitalize on chance events.

Helping clients to understand the uncertain natfreareers can definitely be a
challenge. First, clients' expectations of caremunseling typically involve some
notion of the counselor narrowing down a wide améyossible steps or jobs to a
manageable few options and, hence in so doing,creglithe uncertainty of the
future. Consequently, attempts by the counselointoease or underline the high
level of uncertainty in life may be met with actikesistance or pessimistic fatalism.
Second, when clients think of chance events, taegl to bring to mind situations in
which they have little or no control over the aftath of the event, such as being
injured in a motor vehicle accident requiring a mmom hospital. Typically, a client
does not consider the events in which he or shelgmeat deal of discretion over the
outcome, such as unexpectedly meeting someonepatta who suggests that the
client contact him or her at work the following Wwe® discuss a job opportunity. In
this circumstance, the client has much more disgraiver whether to capitalize on
this event by making an appointment or failing tost by ignoring the invitation.

Conversely, discussing happenstance in a cliefég’'sdn often serve to relax him or
her and remove the self-imposed burden that sometglcarry to present all of their
career decisions and history in strictly rationaints. When clients present their
history in rational terms, they are very often dweking or ignoring the chance
events, and the opportunity can be lost to dis@issegies to stimulate future
positive chance events.

Counselors might wish to ask questions about umgidrand unpredictable events
when asking their clients about their past. They narmalize chance events by
citing statistics that show that most people reploat chance events have played a
major role in their life. Further-more, they cowubrk with clients to develop
strategies to capitalize on chance events in thedyPryor & Bright, 2005).

Phase Shifts and Career Counseling

In the scenarios presented earlier, a small changee behavior of one of the fans
could have blown the ball out of the room. This Idochange the dynamics of the
system radically. The function of the system, tieespn's behavior, might change
from an investigation of gravity to a search fd?iag-Pong ball. Similarly in careers,
people can undergo radical changes in career girecometimes, this is caused by
significant external events such as a major wodelajury. Alternatively, it can be
more subtle: When an employee has attended cosniesntless meetings
previously and then is called on to attend one mibnmay be the "breaking point"
that provokes the employee to resign.
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Using Attractors in Career Counseling

Just as a single job in a particular organizatian e seen as a single set of
interrelated influences or constraints (on a syjtem too, the person's work history,
or career, can be seen as a more complex systeownrdheg to chaos theory, a

common theme is patterns within patterns (Kauffmb®95). Understanding how

such patterns at differing levels of generality aodhplexity function has given rise

to the adoption of the mathematical notion of "dtieactor" within chaos theory.

Attractors are descriptions of the constraintstanftinctioning of a system. They are
called attractors because they influence behaviprdbawing it in particular
directions or constraining the behavior in some Wegur major types of attractors
are generally recognized in chaos theory.

Point Attractor and Career Counseling

The simplest is the point attractor. The pointaatior describes behavior when the
object in question (a thing or person) is attradteane specific thing or point. In

Scenario 1, the floor directly below is a pointrattor for the Ping-Pong ball: The

ball falls directly to the ground when dropped {iire absence of any complicating
influences). In career terms, the point attractarld be a particular vocational goal--
such as being promoted to the next level in thpamation. Point attractors generally
occur when the individual or some other agencyegdaartificial constraints on the

individual's behavior. Person-environment fit madefl career decision making (e.g.,
Dawis & Lofquist, 1984; J. L. Holland, 1997) areaexples of point attractor models.
They assume there is an optimal vocational diractio space in which personal
interests or other personal attributes match deit@ibs. Constraining a client's

behavior by imposing a point attractor can be nattonal (i.e., by setting a goal),

but chaos theory reminds individuals of the needaatinually revise goals as they
are seeking to attain them and also to make aftieenglans in the event of

unforeseen circumstances becoming insuperablesbata the fulfillment of goals.

Counselors should recognize the strengths and vweeakns of goal-setting behavior.
Goals have been demonstrated to be effective invatwtg behavior; however,
Landy (1989) pointed out that evidence for godiisgtwas far stronger in laboratory
settings than when applied in real-life settingsduse of the complex and
unpredictable nature of the world. Counselors ghdog alert for self-limiting
behaviors characterized by setting overly narromrmealistic goals and encourage
clients to develop resilience strategies or instegoolicies to deal with unforeseen
future events that prevent their reaching theirl.gba addition, reality checking
about the true value of the goal is a recommendgdra(Gelatt, 1991).

Pendulum Attractor and Career Counseling

The second form of attractor is called the pendusitractor. A pendulum attractor
constrains behavior to a regular, predictable pattBehavior can move from one
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extreme through to a midpoint and out to an opposiitreme. The behavior then
moves back toward the midpoint and out toward thgir@al position. Behavior is
regular, unchanging, and defined. Pendulum attractoight be observed in the
career behaviors of clients who are torn betweendareer options. They gradually
build up their determination to follow one coursé action, and then this
determination gradually recedes to indecision dreh tto intentions to follow the
alternative course of action. In turn, the strengfttthis intention wanes back into
indecision and ultimately back through to the ceotion to follow the first course of
action. Pendulum attractors are a reflection ohifitant constraints being imposed
on career behavior, either self-limited or overlrmow thinking, or some external
pressures, such as family pressure to study medmdmbined with an individual
interest to pursue psychology. Identifying the @etof the pendulum (also known as
periodic) attractor is an important first step mderstanding the nature of the career
indecision (Bright, 2003).

The pendulum attractor can be seen in clients wdld hgid and extreme beliefs.

Such thinking is generally a barrier to effectihenking and hence prevents insights
and the generation of solutions. Counselors sheulcburage clients to consider
issues from multiple perspectives, and, in so dothg clients appreciate that the
problem is likely not to be reduced to a simplenaitor scenario (Amundson,

2003a). Clients in the grip of pendulum thinkindlwarely be able to generate win-
win scenarios, and furthermore, solutions that gmesbalance” as the desirable
outcome may be aggravating the situation by attelgpob stop the pendulum at the
lowest point!

Torus Attractor and Career Counseling

The third form of attractor is called the torugadtor. The torus attractor describes
behavior that is more complex but that is stillm#tely constrained and repeating. A
client may perceive that his or her job is well aésed by this attractor. For

instance, an indoor nurseryperson produces pladtsors all year round. He or she
follows routines in terms of planting, nurturingariiesting, and selling the plants.
This person may see his or her world as predictabte repetitive; however, he or
she is placing artificial constraints on business aaway to beat an inherent
unpredictability: weather. Although the nurseryperdias gone to great lengths to
minimize unpredictability, it cannot be removediesly and it takes only a hailstorm

to break a greenhouse or a disease to devastategjheln the same fashion, many
people express feelings of boredom or frustratioth what they see as endless
routine. In thinking about their work in these cvamed terms, however, they may
be overlooking possibilities and opportunities ébange.

This attractor can be the hardest to identify iardk and the hardest to demonstrate
to clients, because the apparent complexity odigtion serves to mask its ultimately
bounded nature. Consequently, clients may perddieeg careers as changing and
varied while at the same time feeling empty or Istinca rut (Covey, 2004). Appeals
to creativity, uncertainty, and further change,iraplied by chaos theory, may be
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interpreted as more of the same and, therefore, beagjected. The challenge here is
to identify the routine nature of the career asstarcted by the client and highlight
how all possibilities within this structure can hdtimately anticipated. As a
consequence, the lack of challenge may be expaseéduaderstood. Clients may
then need to be challenged about the barriers amstraints that they are placing on
initiating phase-shift change in their lives (Amgnd, 2003b). At this point, issues
of purpose, meaning, contribution, and passion nesgd to be raised and confronted
as the driving forces to motivate personal changthé client.

Strange Attractor and Career Counseling

The strange attractor is the attractor that typicatharacterizes chaos models. It is
also the most complex and counterintuitive. Straafy@ctors, at one level, seem to
have no constraints or rules governing their dycamindeed, it may appear as
though there are no patterns or relationships lextvikeir elements. In this sense,
they are chaotic; however, over time and when ceamed from the appropriate
perspective, a pattern, albeit exceedingly complean be discerned. It is
characterized as never repeating, but self-simildhe identifiable and
psychometrically assessed skills and traits of viddials are examples of such
patterns. However, psychologists' limitations iredgicting specific behavior at a
particular future time from such assessed resudtg owe as much if not more to the
inherent changeability of individuals as to thehtdcal limitations of the measuring
instruments.

Change and unpredictability are constants withia #trange attractor. Minute
changes in initial states can result in profoundlinear changes in the behavior of
the attractor. Furthermore, the strange attractor econfigure radically into a
different attractor unpredictably and unexpectedlin counseling terms,
understanding a client's strange attractor in tdl complexity, stability, and
vulnerability will help both counselor and cliemderstand current and past behavior
and help prepare the client for his or her futa@rfpey. Counselors are increasingly
using myths, mind maps, movies, metaphors, patiéemtification, and client
journaling, along with narrative therapy strategtesencourage clients to explore the
order and disorder of their experiences.

For clients, the goal of counseling is to gain ppraciation of their careers in all of
their complexity. By recognizing the inherently uegictable nature of their careers
at the micro level and how this unpredictabilitywdaad to possibilities at the macro
level, clients can begin to develop strategiesdal avith change and uncertainty at
work. Such strategies might be risk-minimizatiomatggies or more positive
strategies to embrace and thrive on chance andtamtg (Pryor & Bright, 2005).
Furthermore, clients can be encouraged to conp@éerns and themes--and the rich
variety of influences upon them--and how small gemnto any of these things may
lead to profound changes in their careers. Courseking this approach move away
from notions of the ideal or perfect career andsaigr clients in their entirety and in
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their context in order to assist them to discoverppse and meaning within their
own frame of reference (Covey, 2004).

McKay, Bright, and Pryor (in press) recently congghitraditional trait-matching
approaches to career counseling with a chaos thapproach. Clients were
randomly allocated to traditional, chaotic, and tviat control groups. Outcome
measures were used to assess such variables sfact@n, self-efficacy, career
exploration, and irrational career-related belieéfore, after, and 1 month after the
counseling. The chaotic approach was found to lb@leq or superior to traditional
counseling and the control group on all the meashe concluded that approaches
using chaos theory that emphasize uncertainty,iragadt change, and adaptation
have a legitimate role in career counseling and b&ynore appropriate and better
received than the more traditional, static, matglapproaches.

Conclusion

In this article, we have attempted to indicatepb&ential worth of the Chaos Theory
of Careers (Pryor & Bright, 2003a, 2003b), whichymapresent a significant
development in the understanding of career behaVloe theory deals with reality as
individuals experience it as richly complex, noekn, and serendipitous. We believe
this is why when we present chaos theory in presems or individually in
counseling, so many people--professional counsatal client alike--can identify
with it. Chaos theory points to some of the negédctealities of career decision
making, such as chance, unpredictability, the 8naf knowledge at the point of
decision making, the limitations of goals, and tloalinearity of change. The Chaos
Theory of Career Development also links career ldgveent with some of the most
profound thinking in other parts of science (Pr§oBright, 2004). We suspect that
this approach is the only theoretically coherertoaat of chance, the unplanned,
and serendipity in contemporary career developntéebry. The approach is
inherently dynamic in nature and points to the ingoace of continual change and
adaptation in careers, because both the careettsosé around us and the world
around us change.
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4
Complexity, Chaos, And Nonlinear Dynamics: A New Rspective
On Career Development Theory

Career Development Quarterly March, 2005 by Deborah P. Bloch

The author presents a theory of career developaramiing on nonlinear dynamics

and chaos and complexity theories. Career is preders a complex adaptive entity,
a fractal of the human entity. Characteristics ahplex adaptive entities, including

(a) autopiesis, or self-regeneration; (b) open arge; (c) participation in networks;

(d) fractals; (e) phase transitions between ordetr ehaos; (f) search for fitness
peaks; (g) nonlinear dynamics; (h) sensitive depeod; (i) attractors that limit

growth; (j) the role of strange attractors in eneme; and (k) spirituality, are

described and then applied to careers. The adareludes with a brief case analysis
and implications for practice and research.

*kkkkkkkkk

The human experience of work varies from joy topa@eation, from the excitement
of the new to the boredom of "been there, done"tlkatr example, one would not
expect a successful American actor at the heightsopowers to say, "l felt desolate,
disinterested in my work. How did this happen to?m¥et, at age 55, this is just
what Richard Dreyfus said of himself (Weinraub, 200In contrast, at age 70,
Roget--doctor, explorer, inventor, and writer--as hetirement began work on his
plan for something unseen before. That something teabecome the familiar
Roget's Thesaurus. Jung (1933) aptly describedfis'sydilemma in Modern Man
in Search of a Soul. In it, he described what Heeddthe general neurosis of our
time." "About a third of my cases,” he wrote, "aeffering from no clinically
definable neurosis, but from the senselessnese@ptiness of their lives” (p. 61).
He continued,

It is difficult to treat patients of this parti cular kind by
rational methods, because they are in the main socially,
well-adapted individuals of considerable abilit y, to whom
normalization means nothing.... The ordinary ex pression for this

situation is: "I am stuck." (Jung, 1933, p. 61)

Again in contrast, the poet Donald Hall (1993) digsx his feelings about work in
"the best part of the best day,” as one in whidbstabedness occupies me from
footsole to skulltop” (p. 41).

Career counselors have taken as their mission temeople from being "stuck” to
finding the work that leads them to "absorbednessl, even more broadly, to work
with people at every stage of life--youth to adatitl, middle age to elder status--so
that all may achieve a sense of purpose and meanirige work they do. To
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accomplish this mission, career professionals hdexeloped theories and theory-
based methodologies and tools.

The predominant career theories, what might bedaltlassic career development,”
have been based primarily on the reductionist pgmasl of science prevalent in all
fields throughout the 19th and most of the 20thtwaes. Reductionist approaches
rely on an underlying understanding that findingl @volating all the parts will lead
to the total or sum of knowledge about a phenomamarganism, yielding reliable
predictions and replicable interventions. Thishis basis of what has been called the
scientific method. The focus is on identifying stures and processes. Reductionist
science has yielded many of the great discovehn@senrich contemporary life, from
antibiotics that increase life expectancy to comitations that appear to decrease
distances around the globe. The same is true ieecadevelopment. The two
theoreticians whose work exemplifies the best nicstire and process approaches
are, respectively, Holland and Super. The Careere@pment Quarterly annual
review for 2001 "indicates that Super and Hollamdtmue to have a substantial
influence on both research and practice in thed fiel career development and
counseling” (Whiston & Brecheisen, 2002, p. 126).atdition, the authors of the
review noted continued interest in the work of Bassand in social cognitive career
theory, two additional process theories.

However, in the late 20th century, many supposeédiynutable truths were thrown

into question not by those who simply questioneal ttiaths but by those who had
gone beyond doubting the individual beliefs to dmgthe very system of thought

in which the beliefs were constructed. The theofyralativity and subsequent

discoveries in physics overturned the assumeddiofiNewtonian or classic physics
as certainly as Copernicus and Galileo overthreaviiblief system of the ancients.
Investigations into complex phenomena in both thegsgal and biological sciences
have shown that an understanding of relationsigssuming structure and function,
is a more fruitful path to understanding all conxpémtities. These complex entities
include not only all of life from single cells tawman beings but also organizations
from ant colonies to corporations. Because it esrihture of each entity to adapt to
its environment and internal state to maintainlifes these entities may be dubbed
complex adaptive entities. The theories that erpthiese entities fall under the
rubrics of chaos theory, complexity theory, and Im&ar dynamics, the last being

the more general term. Career development thecaists researchers have yet to
explore these approaches in any detail. (A sear®@R¢C, all years; InfoTrac's One

File, all years; PsycINFO; and ProQuest's ABI amderdisciplinary Research

Library, 1986-present for empirical research raldte career and chaos, complexity,
nonlinear, nonlinear dynamics yielded a total ofotweports.) The career

development theory presented in this article fosuse relationship and nonlinear
dynamics. It is the theory of career as a compleaptve entity, a theory that

enables career practitioners to understand anciiexphat otherwise appears to be
the messiness of life, a theory that reveals thaetying order in what otherwise

appears to be random.
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It should be noted that Savickas (Savickas & Letf194) has been seeking

convergence in career development theories sinéeaat 1994. Subsequent to the
initial development of this article, | read Saviska(2001) outstanding piece that
summarized the major career development theoriesaggested a new approach to
a unified theory of career development. His appngaovided support for the idea

that | have advanced: career as a complex adagitiy. Savickas (2001) used the
word adapt in its variant forms 27 times in thisyter, and he used some form of the
phrase self-organizing 11 times. Furthermore, hphesized the constructivist utility

of a subjective narrative of one's career and supgoa model of career that

examines "transactional adaptation to the envirgniim@. 313). These transactional

adaptations are the "fithess peaks" of complex @dapntities as | have described
them.

It is interesting that the ever-widening and evarrowing webs of relationships that
are revealed in the examination of complex adaptwties can lead to an
understanding that, as Bronowski (1978) wrote is introduction to a series of
lectures to the scientific community, "the worldtetally connected: that is to say
that there are no events anywhere in the univetsehware not tied to every other
event in the universe" (p. 58). This sense of cotioe is the essence of spirituality.
In A Spiritual Audit of Corporate America, Mitrofand Denton (1999) found
virtually unanimous agreement on the definitionspirituality among executives,
managers, and workers at all levels in a varietyinofustries. In essence, the
definition had two components. The first was thaitigiality included a sense of
connection to something beyond the individual; $keond was that spirituality is a
search for meaning, purpose, and integration @ lif this article, | explore how the
currently prevailing scientific paradigm, careeasd spirituality are all entwined,
thus stressing relationships and meaning.

The New Theory

This article presents a new theory of complexitynreections and careers by (a)
describing the characteristics of complex adapémgties and nonlinear dynamics;
(b) applying the principles of complex adaptiveitezd to careers; (c) developing
conceptual links among the ideas of nonlinear dyogntareer development, and
spirituality; (d) presenting a brief case analysng complexity theory; and (e)
discussing possible implications of the theory foactice and research. (When |
searched the databases listed above using thesfaritual*, | found no reports of

research or theoretical articles.)

Characteristics of Complex Adaptive Entities

Complex adaptive entities share common charaatsisthether they are being
described in physics, in biology, or in the socsdiences. Eleven of these
characteristics are described briefly in this sectilt should be noted that | have
identified these characteristics from a broad hHseadings and observations (see
the Appendix for a list of the background readingd)e characteristics do not exist
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independently in some obscure, or familiar, textcomplexity science. Certainly,
others writing in this field might isolate a somewldifferent list or combine the
elements of this list into a different order. Irethext section, each characteristic is
applied to career development.

1. Complex adaptive entities, referred to from thasnt on simply as entities, have
the ability to maintain themselves, although tttemponents and even their shapes
may change. In this sense, they have life. Lifthesability of the entity to maintain
itself, or autopiesis. Life is self-organizing, ncontrolled externally. Life is the
ability to adapt internally to changing environnme(i¥aturana & Varela, 1972/1980,
1987).

2. Entities are open, that is, they maintain thdwesethrough the ongoing flow and
interchange of components or energy.

3. In these exchanges, entities are part of nesvofky entity is part of many

networks, which can be depicted not only as comizeaircles but as ever-widening
links to nodes beyond the entity itself. At the saiime, a particular entity may have
networks operating within it (Barabasi, 2002).

4. Entities are parts or fractals of other entitifach fractal has the entirety of the
organism within its shape. Ultimately, every organimay be seen as a fractal of the
universe. Fractals reveal themselves as irregutactares that are self-similar at

different scales of manifestation (Mandelbrot, 1982

5. Entities are dynamic. In the constant excharigerms, components, and energy,
they move between order and chaos. These phasgtibas are comparable to the
movement of water among its three phases: liquligd ©r ice, and gas or steam.
Phase transitions are the opportunity for creatiaitd the emergence of new forms.

6. During phase transitions, entities seek fitngsaks, that is, the point that will
yield the greatest chance of survival. Kauffmar9&)9nrote,

| suspect that the fate of all complex adapting entities in the
biosphere--from single cells to economies--is to ev olve to a
natural state between order and chaos, a grand comp romise
between structure and surprise.... The edge-of-chao s then also
arises as a potential general law. In scaling the t op of the
fithess peaks, adapting populations that are too me thodical and
timid in their explorations are likely to get stuck in the
foothills, thinking they have reached as high as th ey can go;
but a search that is too wide ranging is also likel y to fail.
(p. 15)

7. Phase transitions are best explained by nomlidgaamics. In linear dynamics,
there is an expectation that changes of equal sitlesroduce equal effects. There is
also the assumption that causation is, if not umahsional, then easily studied
through multiple regression methods. Complex edjti however, behave in
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nonlinear ways. Because the transitions betweeerrandd chaos are drawing on
multiple causes from multiple network relationshifyjem a continuing interplay of
the internal and external, it is often what woullvé been considered "noise" in
reductionist science that is of most importanceumderstanding the dynamics of
nonlinear entities.

8. Small change brings about large effects. Wittie nonrecurring, nonlinear
patterns, small changes may be seen to bring d@@é effects. This phenomenon,
known as sensitive dependence, is a quality of@thplex entities. No matter how
similar the starting states of dynamic entitiese @an be sure that they will "drift
apart" after a while (Banks, 2000).

9. As the entity moves through its transition, iaymretain its life and shape in
response to several types of attractors that liteitmovement and growth. These
limiting attractors can be described as point attna, pendulum attractors, or torus
attractors. As the name suggests, an entity shéjyed point attractor returns
repeatedly to the same state as if drawn by a nadwre entity shaped by a
pendulum attractor moves back and forth betweenitigatifiable states, just as a
pendulum swings from side to side. Finally, an tgnkeld in place by a torus
attractor moves around, and again around, in alergattern. Patterns formed by
torus attractors are often described as doughoutisagels, as round and round the
same circle the events go, never exactly reped#tiegselves, but never leaving the
circumscribed area. Imagine the events sketchiagittughnut. The more similar the
events, the closer the pencil lines will be to temter hole; the more varied the
events, the further out along the edge of the dougtihe pencil lines will be.

10. However, as the entity moves through its tteors, it may retain life through

the creation of new forms, a quality known as erecg. Strange attractors yield
entity shapes that are neither linear nor containdthen they are plotted

mathematically, the patterns form unique figurefractals.

11. Complex adaptive entities exist only as part nalsted inseparability or

connectedness. In other words, there are no lisysgems without interdependence.
Spirituality is the experience of this unity (Airel 1995; Goerner, 1994, 1995;
Kauffman, 1995).

To sum up this section, complex adaptive entifiesn evolution to single cells, can
be described as self-organizing structures thaptaftar continuing being, with
connections along networks that allow for open exge of matter and energy and
with the ability to use the border between ordedt ahaos for the creation of new
forms and for emergence to occur. In this bordéween stability and change, life is
unpredictable. Small differences in initial conalits, as well as small changes in the
environment, may result in wildly different resultShe moments on the border
between chaos and complexity afford the greatepbmpnities for growth (and
conversely for failure). In the next section, eatthe 11 points is applied to careers.
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Applying the Principles of Complex Adaptive Entgtito Careers

Living in the nondeterministic world of complexity confusing to humans. Humans
look for patterns, often yearn for certainty. Givdre actuality of life and the

predisposition to seek order, individuals often exignce their own careers as
illogical, having no clear relationships betweeticats and reactions. They believe
there is some sequence of work roles that theyxgpected to follow. They believe

that others make career decisions based on lolgiéal of past experience and that
others expect this logic of them as well, but iBatot what most people experience.
That is why many people seem to keep the realesta their careers secret. They
keep to themselves the strange links between evimks they describe as "just

luck" or coincidence. In truth, it is the secretesa stories that reveal the reality.
Career paths are characterized by unexplainedctoajes and apparent, but not
actual, disconnections.

Because human beings are complex, adaptive entitiescharacteristics of such
entities that were identified in the previous satiare evident in their lives, and, on a
smaller scale, in the complex adaptive entity ddirticareers. The characteristics
include the following elements: (a) autopiesis, swlf-regeneration; (b) open

exchange; (c) participation in networks; (d) fréstde) phase transitions between
order and chaos; (f) the search for fitness pgaisionlinear dynamics; (h) sensitive
dependence, or the potential for small changesritog babout large effects; (i)

attractors that limit growth; (j) the role of stgmattractors in emergence; and (k)
spirituality.

Autopiesis or self-regeneration. People continuadynvent their careers, moving

freely among, within, and outside the macrocycles @les previously identified as

the anticipated career paths of "healthy" individua#Vhether or not people receive
career counseling or participate in any career &tlut programs, they have careers.
This is not to suggest that the efforts of the eamunseling profession are in vain
or even unnecessary, but to point out that thar@igdea that career development is
a natural, internal process is borne out by theegtemce of career as a complex
adaptive entity.

Open exchange. Career requires a living human bodwhich it functions in
continuing exchange with all the entities of thatly. In addition, career cannot take
place for the individual alone. By its very natucareer requires participation in the
give-and-take of the outside world. These relatigus are complex and dynamic but
nevertheless hark back to the foundational workrahk Parsons.

Participation in networks. The relationships amdhg physical, psychological,
neural, and spiritual aspects of the individual &vever, neither unitary nor linear
but exist in interweaving networks. So, too, caieamn entity within the entity of the
individual, but it is also part of the surroundingtworks of education, occupations,
industries, particular employers, needs of the camity, local and global
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economies, and cultures--to mention just a few.séhse ongoing relationships that
operate, affect, and are affected by the entiyaah career.

Fractals. The career of any person is a fractahaf person's entire life experience.
In addition, it is a fractal of the entire work aecdonomic system. Because career is a
fractal of an individual's life, in examining a ear, an individual sees the patterns
and dynamics of the whole life. In addition, theesas of many people are fractals of
the workforce experience. They are fractals in tiaise parts are similar to the
whole. Like a hologram, they show the same featuaeddifferent levels of
examination--from the closest look at the smalidsment to the most distant view
of the whole shebang.

Phase transitions between order and chaos. Fraateadf being fixed in school or
work, an individual is thrown into change, from erdo chaos. Because careers are
part of relational networks and, further, becaudmsee rietworks are in continual open
exchange, career changes occur. These career shawagebe sought or thrust upon
the individual, but they are always part of thetieinal network whether experienced
as such or not. In this model, graduation, beirggdfiambition, illness, and virtually
any event are all potential sources of phase transi

Search for fitness peaks. During phase transiticasger is characterized by the
search for the best that each individual can imadaor her- or himself. However,
like all entities, the career search for fithesaksemay be limited by excessive
timidity or by risk taking, as well as by the netked relationships and exchanges
taking place all the time. With each phase tramsjtthe individual again becomes an
explorer of her or his own career.

Explorers live or die by first impressions. Is the approaching
inlet a shelter or a shoal-strewn trap? The figures beckoning
from the beach--are they friends or foes? Act too c autiously,
and you will discover nothing. Too recklessly, and you may end
dashed against rocks, or, like Magellan, lying on t he sand with

a spear through your gut. (Horwitz, 2002, p. 248)

Nonlinear dynamics. Each person's career developpagtern makes sense in terms
of that person's work life, the specific dynamidstlee environment in which it
occurred, and the internal dynamics of that per&m.too, people experience parts
of their careers that seem to form patterns fomthieut these patterns are either not
explicable, or are only partially explained, inner of the patterns of other careers.
The career development of each individual is aeseof choices that have internal
harmonics or resonances for that individual and aalg be understood in terms of
that individual.

Sensitive dependence, or the potential for smahgks to bring about large effects.

Apparently random, often small, events may leach#or career shifts. These small
changes can range from distant perturbations oétlb@omic scene to responses to a
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previously ignored interaction at work. Considez fferson who simply walks away
from a job because of the proverbial final straw.

Attractors that limit growth. Some careers appeabé¢ formed by point attractors.
Individuals with point attractor careers see onhe mccupation as possible and,
often, only one route into that occupation. Forregke, unforeseen changes in
personal circumstances or occupational opportitseich as industrial shifts or
international outsourcing of particular types abgoleave such individuals with no
sense of options or even possible areas of caxpéoration. Other careers appear to
be formed by pendulum attractors. Individuals ia ¢inip of pendulum attractors may
be unable to move forward, caught in the inertianalecision. Still other careers
appear to be formed by torus attractors, that astems are clearly repeated with
slight differences in each repetition. Careers feinby torus attractors may feel
comfortable, but the awfulness of the repeatecdtajy is the illusion of change
followed by the reality of being stuck. With eadincuit, there is awareness of the
hole in the doughnut, the abyss of the "stuck"texise.

Role of strange attractors and emergence. Stratigectars allow careers to take
new shapes and emerge in forms quite varied fromsetrseen before. Life has
surprises; unexpected trajectories arise. Everaigets in which an individual has
stayed within one occupation and industry, emergesnpresent to the extent that the
individual continues to learn--therefore emergeating a sense of satisfaction,
flow, and even joy. Fairy tales and legends ofcailtures often reveal common
strange attractors. In the tale of Sleeping Beatlty, prince's kiss is the strange
attractor that moves the princess from the statglesfp to the state of wakefulness.
However, it is the waiting for the kiss, the wadfiitself, that is another attractor that
keeps her asleep. In the story, the poisoned applee external circumstance, the
strange attractor that puts her to sleep. Princesad get off any easier in legend.
The prince, too, awaits the kiss of the beautifaidan to turn him from the outward
ugliness of a frog into his true self, or the panwanders forever in the woods,
searching for the princess he must rescue and kiss.

The phenomenon described as "planned happenstafMithell, Levin, &
Krumboltz, 1999) is another way of describing thaspects of nonlinear dynamics.
By examining the career decisions that arise thtougat appears to be serendipity,
one sees the operations of strange attractorshenes$ulting emergence.

Spirituality. Complex adaptive entities exist oy part of nested inseparability or
connectedness. In other words, there are no lisysgems without interdependence.
Spirituality in work is the experience of this yniCareer counseling is, in this sense,
spiritual counseling.

Links Among Complex Adaptive Entities, Spiritualignd Career Development

The similarities between the principles and effeofsnonlinear dynamics and
spiritual beliefs have been noted by writers in enthran one discipline. Kauffman
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(1995) described his work in evolution as "redisrawy the sacred.” The noted
economist W. Brian Arthur has described the comm@eproach as Taoist: "the
universe in Taoism is perceived as vast, amorphams| ever-changing. The
elements always stay the same, yet they're alvemrsanging themselves" (Waldrop,
1992, p. 330). Ainslie (1995) and Goerner (199495)9have shown how the
principles of nonlinear dynamics link spiritualiand psychology. In contemporary
descriptions of spirituality, there seems to be twemmonality of a sense of
connection (Mitroff & Denton, 1999). One may enwgrsithis as a connection to
something larger than oneself or to something dedneg it is beyond the material
world. At the same time, it is the material, and something larger and deeper and,
indeed, oneself are all "it," because "it" is tlh@mection, the sense of oneness.

The search for oneness is the essence of allusibeliefs and is expressed in many
religions. In Christianity, the worship of the Tityx-the Father, the Son, and the
Holy Spirit--is also the worship of One. This isdmn as the Mystery: three persons,
one God. In Judaism, a central prayer begins "leésrael, the Lord our God, the
Lord is One." Some people believe that this prayas written to help the early Jews
distinguish themselves from people who believeanamy gods. However, another
interpretation, one that is consistent with the leags generally placed on the word
one in meditation on this prayer, is that God egj@he. This image of oneness is in
the ever-repeated image of each of us as a mustadlin a sphere that is a mustard
seed in a sphere that is, in turn, a mustard seetthe sphere of the moon as
expressed in writings related to Kabbalah (Matt9@)9 It is Hanh's (1996) lotus
flower within each petal of a lotus flower. Bothtbiese images were described long
before the discovery of chaos, complexity, and mealr dynamics with its relatively
new vocabulary, yet both are perfect descriptidrtb® nested similarity of fractals.

A survey by Gallup and Jones published in 2000 gubtlvat more than three fourths
of Americans feel the need to experience spirigralvth in their lives. Gallup and
Jones noted that this percentage is up from 20%9®&v. Wuthnow (1998) has
described contemporary spirituality as a "seekipigtsality,” one in which people
“increasingly negotiate among competing glimpseshefsacred, seeking practical
knowledge and practical wisdom" (p. 3). In addifistudies in the United States and
Australia show that employees who work for compsiiigat they consider to be
spiritual are more productive and that they ars lély to leave those companies
(Mitroff & Denton, 1999).

In search of ways to connect spirituality and wdBkgoch and Richmond (1997)

brought together a group of commissioned writingsekplore the connections
between spirit and work from a number of theorétenad practical perspectives.
From this initial exploration, they moved to thevdlmpment of practical approaches
to help individuals experience the sense of comukass. In this second work,
Bloch and Richmond (1998) identified seven connactmetween spirit and work.

These connectors may assist individuals in maimginthe sense of

interconnectedness, a sense that is otherwise tifteting and difficult to act on.

The seven connectors are as follows:
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* Change: Being open to change in yourself andatbed around you

* Balance: Achieving balance among the activitieyaur life such as work, leisure,
learning, and family relationships as well as be¢abetween the old and new

* Energy: Feeling that you always have enough gnerglo what you want to do
* Community: Working as a member of a team or comityuof workers

* Calling: Believing that one is called to the wooke does by a particular mix of
talents, interests, and values

* Harmony: Working in a setting that harmonizeshmMine's talents, interests, and
values

* Unity: Believing that the work one does has agmse beyond earning money and
in some way serves others

These seven connectors also form the basis ofstiument, Salient Beliefs Review:

Connecting Spirit and Work (SBR; Bloch, 2003) desd to assess congruence
between individual and organizational values. TiBRShas been described in an
earlier article (Bloch, 2000).

Seeing work as spiritual enables each person tsidenhis or her contribution to the
world, to the ongoing creation of the universe.sTView gives value to each career.
At the same time that this view may save one freificenteredness, it also enables
a perspective that "Our individual microscale atfiin all its uniqueness can count
in a way classical science never imagined” (Goerb@95, p. 36). Finally, seeing
one's career as spiritual avoids the moral schizph between life and work. It
adds both an ethical dimension and a dimensioowef {o work.

Case Analysis: Marion's Calling

This section of the article presents the case afidviaand then applies complexity
theory to analyze it. The purpose of this sect®moi show how complexity theory
can offer a new perspective and approach to fansitaations.

The case. Marion is a 58-year-old counselor who Wwased in social service
agencies since obtaining her master's degree atallisensure 28 years ago. Getting
a degree in counseling had not been easy, but Méeib called to counseling and
had managed to get her degree by combining pae-tuiork and part-time study.
When she began work in her first job, she knew thatsacrifice had been worth it.
Marion has now been with the same agency for 18syéathe past 10 years, she has
moved into more administrative roles within therage At first, Marion enjoyed the
new challenges posed by her leadership respotigibilMarion also appreciated the
recognition of her combination of abilities that léhe upper management of the
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agency to move her higher and higher in the orgaioz. In the first few years in
leadership positions, Marion was able to resenexifip hours each week for work
with clients; however, as her leadership respolisds increased, her opportunities
for client contact decreased.

Now, Marion felt depleted. She felt she no longed lanything to give to the agency
or to clients. She questioned her earlier senseallihg and wondered what to do
next. She felt that she had dealt too often witthh $ame agency issues, had solved
those she could, and was just wasting her timedryo patch those problems that
could not be solved. On the rare occasions in whinehinteracted with clients, it was
only to help them navigate the shoals created leyuisolved agency problems.
Instead of feeling a sense of satisfaction in wagkwith clients, Marion felt annoyed
by them and guilty about her annoyance. Yet, Mak@s not ready to retire. She
looked forward with dread to the next years in whghe would just be marking
time. She was too young to retire, yet too tired anhappy to stay where she was.
Marion began to think about how she could move mémagement positions in other
fields, but none seemed particularly attractive.

In the course of her work, Marion attended a siwatiference of counselors working
in similar agencies. Not at a workshop but at dorimal gathering, one of these
counselors spoke of her own sense of calling and iaaffected her work with
clients. The proverbial light bulb went on in Mari® mind. She had not lost her
calling, but her current work situation did notoall her to enact it. Marion
recognized that, indeed, she needed to stay ifidldebut not in her current job.

The analysis. Marion's distress was a sign of plrassition. Internal dissatisfaction
with her environment was taking its toll on her ¢imoal well-being and on her
health, as evidenced by her fatigue. Marion waglen the grip of a torus attractor
as around and around she went in the endless of/geoblems caused by the low
funding and high client demand faced by the agel@ch year she thought the
promotion or shifting of her responsibilities froone unit to another would make a
change. Yet, with each change, the situation reedaine same. As her sense of "fit"
with the environment waned, she moved closer tobbeler between order and
disorder. She was in a state of high sensitive midgmce. Indeed, this was the kind
of situation in which less controlled people mapexence "the straw that broke the
camel's back"” and simply quit in a moment of ang@rtunately for Marion, she
found herself in a situation in which another atoa was presented, an attractor that
fostered emergence. Hearing the younger counspkaksof her sense of calling
brought Marion back to her own younger sense df Séle left the meeting prepared
to take the risk of leaving her current job, bubwing that she wanted to remain in
the field, indeed return to counseling. Her callihgr personal strange attractor, was
strengthened.

Of course, this is not the end of the story. Marmoay need help to follow the
moment of inspiration she experienced, and she meeds help in identifying the
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kind of job or self-employment that will enable herwork directly with clients and
provide the level of income and other job satistactactors that she needs.

Implications for Practice

| am grateful to participants in two workshops-Melbourne and Sydney, Australia,
in February and March 2003--for their contributidaghe implications of the theory
for practice.

1. In working with individuals, understand that thygportunity for creativity occurs
at the transition points. Everything depends orr¢apgnizing phase transitions, (b)
recognizing attractors of the past, and (c) seekingss peaks.

2. Classic career development theories and relagtdiments and methodologies of
structure and processes explain parts of the wihaleare not additive. The place to
begin in practice is with the whole.

3. Mosca (1995) suggested that narrative and pkayhe most effective methods for
helping clients and students seek happiness. Hieedigfiappiness as

[T]he potential to be totally consonant with wh at is as it
unfolds. It implies the nonjudgmental transcendence of the
linear blandishments of point, limit cycle [pendulu m], or
carefully tessellated tori attractors. It is allowi ng oneself to
choose to go with the ontogenetic or intuitive drif t. (p. 181)

Narrative approaches are certainly not new to cadewelopment. As Savickas
(1997) wrote, "The empirical tradition of rationahreer counseling does not
encompass complex human qualities such as spartsoiousness, and purpose.
Science examines parts; personal stories explaiwkiole” (p. 9).

4. Listen to the stories to help individuals fifek inks and nodes of their networks.
Use storytelling to help clients identify who thaye--not just their occupational
titles--and where they fit in the larger picture.

5. Provide paper and crayons or markers or otheanmef expression through
playful activities.

6. Knowing that change is inevitable but uncomfoleéa use the concepts of
complexity theory to help reduce client discomfddelp clients recognize their
transferable skills as a way of reducing the didoohof chaos.

7. Help clients understand the power of small ckarand help them identify those
they might attempt.

8. Explore how individual careers are kept alivg: foint attractors, pendulum
attractors, torus attractors, or strange attractGareer interests, career anchors,
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social and socioeconomic constraints, habits odiémd other internal and external
factors are examples of possible attractors. Ileatie’'s own patterns and dynamics
and how they influence one's work.

9. Help clients and students appropriately as$esdégree of risk that is appropriate
during phase transitions.

10. Help clients who want to rush off the edge lrdas to see where, in the past, the
rushing itself has been a torus attractor anddetbhsatisfying outcomes. Recognize
one's own discomfort at the edge of chaos and tloush clients away from the edge

of chaos.

11. Recognize the need to feel connections--th@gi aspect of work--and make a
space for clients to discuss this in their stooieplay.

12. In career education or career development progy stress the opportunities
presented by phase transitions because change anliycertainty.

Implications for Research

1. Avoid quantitative studies that ignore smalffatiénces in measurement. Kellert
(1993) asked, "Why was this limitation so unexpécéad so unwelcome?" and
answered, because there is an assumption in Westiemce that one does not have
to take into account a small difference or vaguenes measurement. "[T]his
assumption, that a small amount of vagueness irsumeaents will lead to only a
small amount of vagueness in predictions, meetseatdchallenge from entities with
sensitive dependence on initial conditions” (KeJI&B93, p. 43).

2. Avoid studies that examine phenomena in isatatichis is related to the "view
that the universe should be approached as a doheof individual entities with
nonrelationship properties,” properties that redeans mistakenly believe "have a
pre-existing and infinite degree of accuracy, whiastifies their representation by
real numbers" (Kellert, 1993, p. 46). In career edlepment, this means avoiding
studies that center on isolated assessment oesttervalues, family background, or
any of a host of variables to which numeric or alpdtic codes are assigned.

3. Foster studies that use case study and othdtagiwa methodologies to develop

pictures of how the networked interrelationshipsl aonlinear dynamics of phase
transitions and attractors work in the complex &alapentity of career so that

through the examination of an increasing numbetasks, counselors can arrive at
approaches that are more and more useful andtthatsognize the uniqueness of

each individual.
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Conclusion

William Butler Yeats (1928/1962) began the poem ‘@i Schoolchildren™ by
describing a man questioning a nun about the @arildr a classroom. The nun says,

The children learn to cipher and to sing,
To study reading-books and history

To cut and sew, be neat in everything
In the best modern way--(pp. 114-115)

Modernism, classic physics, and classic careerldpreent were all based on the
same model, a model that has continued to influemeeh of Western thinking even
into the 21st century. It is a model of orderlindasthin the orderliness, all could be
separated and then recombined because there vigist avay to be found. Indeed,
one could cut and then sew. But listen to the fugake in which Yeats (1928/1962)
rejected that model.

O chestnut tree, great rooted blossomer,

Are you the leaf, the blossom or the bole?

O body swayed to music, O brightening glance,

How can we know the dancer from the dance? (p. 116)

This is the picture of the world that has been gshdhvough the work of physical,
biological, and social scientists who embrace maar dynamics. It is a picture of
wholeness and relationship, of ever-swirling dyranof dancing molecules, and of
work that is intrinsically and inextricably linkeéd the essence of each individual and
the whole of the world in which we individuals live

APPENDIX

In addition to the references cited, the followingckground readings contributed
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social dimensions of life into a science of susthitity. New York: Doubleday.

Gentry, T. (1995). Fractal geometry and human witdeding. In F. D. Abraham &

A. R. Gilgen (Eds.), Chaos theory in psychology.(Ag5-155). Westport, CT:
Praeger.
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5
A Constructivist Look At Life Roles

Career Development Quarterly Dec, 2005by Pamelia E. Brott

The author reviews the literature related to litdes and describes a variety of
techniques that can be used from a constructiaséer counseling perspective.
Seven counseling techniques are included: life espa@ap, life line, life-space
genogram, life roles circles, life roles assessmiget role analysis, and goal map.
Framed from the storied approach (P. E. Brott, 200dnstructivist applications to
co-construct, de-construct, and construct the tdietife story are presented.
Applications for use with diverse populations anggested.

*kkkkkkkkk

Most career counselors will credit Donald Superhwiiteir understanding of life
roles. However, other theorists include aspectdifefroles in their approach to
counseling, such as Adler's lifestyle (Shulman,3%hulman & Mosak, 1988) and
life tasks (Mosak & Dreikurs, 1967); Glasser's (@0@enetically encoded needs; and
the existential philosophy dealing with identitglationships, and the search for
meaning (May & Yalom, 1995). Theories of developtaso reflect the concept of
life roles when addressing identity (e.g., Eriks@®63) and developmental tasks
(Havighurst, 1972). In the field of career counsglia number of approaches have
taken career counseling beyond job placement. Ebempf these approaches
include that of Gysbers and Moore (1973), who cptedize life career
development as the interaction and integratiorhefrbles, settings, and events in a
person's life. Brown (1996) presents a values-haketistic model of decision
making. Hansen's (1997) Integrative Life Planningded (ILP) integrates life roles
into the career decision-making process. Furthezmbfe roles are a focus of
postmodern approaches to career counseling, sutttose of Blustein (1997), Brott
(2001, 2004), Peavy (1997), and Savickas (1993).

The postmodern, or constructivist, counseling pseces based on the client's
subjective narrative or life story, with the coulesas a collaborative partner both in
the client's personal awareness of past and prekapters and in the client's action
steps in building a preferred way of being in fetwhapters (Brott, 2001; Bujold,
2004). The constructivist approach reaches beydwed ctient's worker role and
occupational decision making. Clients are activdigpants in becoming aware of
and exploring the variety of life roles (e.g., werkfamily, relationships, learner)
and their own sources of beliefs (e.g., experienoexlia, family). Acknowledging
the synergy among the life roles and the belieftesysof the client marks a
refreshing direction for career counseling. It isrexthan "test them and tell them"”
and more than "true reasoning” for finding thébBtween person and occupation.

Given the variety of counseling perspectives thaluide aspects of life roles and the
emphasis in career development on life roles,ithcertainly an important issue for
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counseling in general and career counseling inquéat. In fact, a recent issue of the
Journal of Vocational Behavior (Young & Collin, 200 was devoted to
constructivism. The purpose of this article as astactivist look at life roles is
twofold. The first purpose is to provide a reviewW the theoretical models that
contribute to the counseling profession's focudiferroles. The second purpose is to
present seven counseling techniques that can berpm@ted into the career
counseling process with a focus on life roles framonstructivist career counseling
perspective. The career counseling techniquesfarspace map, life line, life-space
genogram, life roles circles, life roles assessirigatrole analysis, and goal map.

Theoretical Basis for Life Roles

The Adlerian lifestyle assessment (Shulman & MosEK88) explores the client's
subjective frame of reference from three perspestiv(a) the client's basic
orientation to life, (b) the client's social intst¢hat begins in childhood and involves
finding a place in society and acquiring a senseetdnging and of contributing, and
(c) the client as understood from a social contbldsak (as cited in Corey, 2001)
presented five life tasks that include relating dihers, making a contribution,
achieving intimacy, getting along with oneself, addveloping one's spiritual
dimension. These can be related to the respedfevedles of relationships, work,
family, self, and spirituality. Reality therapy, dgal on choice theory, poses that
human beings are born with the genetically encadeeds of survival, love and
belonging, power, freedom, and fun (Glasser, 2000g client's quality world is
explored to determine how he or she meets thes#sn&bese needs are reflected in
various life roles, such as work, relationshipg] Bsure. The existential philosophy
of significance in life includes striving for idetyt and relationship to others as well
as one's search for meaning (May & Yalom, 1995)amegfulness is found in
engaging in life through creating, loving, workirajyd building. These may be seen
as the life roles of family, relationships, workdsactualization.

Most introductions to career development includeess (1980, 1990) conceptual
model of the life rainbow and the longitudinal t@wrensional graphic depicting the
nine life roles that are played in four theatersoas progresses through the five
developmental stages. The life roles are childdestty leisurite, citizen, worker,

spouse, homemaker, parent, and pensioner. Thetli@aters are home, school,
community, and workplace. The life stages are dgnpwkploration, establishment,
maintenance, and decline. This conceptual modewallus to see that we are
involved in several roles simultaneously and tleég affect each other (Zunker,
2002). Later, Super (1990) created the Archway rmealelarify the influence of

biographical-geographical, psychological, and secimomic components on career
development. Collectively, these models visuallgresent the life-span, life-space
approach to career development that is synonymdtbstiie name of Donald Super.

It seems that the initial ideas for Super's thedrfe-span, life-space began forming

in the late 1930s with his interest in work andwaations, developmental studies,
and occupational mobility (Gysbers, Heppner, & Jaum 2003; Super, Savickas, &
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Super, 1996). The reference to life roles can lbeett at least as far back as
Davidson and Anderson's (1937) research on ocarztimobility with the
relationship between the worker and the roles bgld person outside of his or her
work life. Another reference (Davidson & Andersd®40) appeared in a report on
occupational trends in the United States that &steal the influence of an
individual's occupation on his or her place in sbtgi circle of friends and
acquaintances, use of leisure time, political iatibns, interests and aspirations, and
boundaries of culture.

In one of his earliest writings, Super (1942) wraieout vocations and leisure,
positing that the industrial revolution had shoemAmericans' workday and work
life, thus increasing interest in leisure actistid_eisure activities were outlets for
interests and abilities that were not fully usedvere not being satisfied on the job.
By 1980, Super was integrating social role theany icareer development as he
called attention to the relationships of job roleish other life roles (e.g., family,
leisure, learner, citizen) and the concept of salkence, which is the importance of
each role to the person. Super's (1990) life-spfmspace approach was presented
as a life-career rainbow of life roles in a schemlife space.

In the field of career counseling, life roles haleen the basis of numerous
applications dealing with adolescent career devetog (Amatea & Cross, 1986),
university students (Anderson, 1995), adults (Ohieme, 1989), women's issues
(Crozier, 1999), dual-career couples (Hall & Huetdf 2002), and families
(MacDermid, Leslie, & Bissonnette, 2001), as wslir@ernational applications (e.qg.,
Stead & Watson, 1998). Research studies that haa# dith life roles include
clients with diagnosed cumulative trauma disordBrale et al., 2003); clients with
spinal cord injury (Quigley, 1995); college studel@velopment (Niles, Sowa, &
Laden, 1994); gender differences (Cinamon & Ric@02); dual-career couples
(Rajadhyaksha & Bhatnhagar, 2000); and internatipeaspectives, such as the Work
Importance Study (Super & Sverko, 1995). For thekNlmportance Study, the five
major life roles or activities identified for thaternational research project were
study, work, home and family, leisure, and commuadtivities or service. The most
widely used standardized assessments in thesergks&adies include the Values
Scale (Nevill & Super, 1989), the Salience Invent@tevill & Super, 1986), and the
Life Roles Inventory (Fitzsimmons, Macnab, & Cabget985).

Other authors writing in the field of career deysitent and counseling have
contributed additional considerations on the cohadplife roles. Brown's (1996)

values-based, holistic model marked a shift in ftheus of career development
theories. This approach emphasized that values @lpgrt in decision making for
career choice and that career decisions relatedhe¢oworker role should be
considered in relation to other life roles. Hang@897) has written about the
obstacles to women's career development that iachethder-role socialization, role
conflicts between marriage and work, focus on raggj lack of work orientation,

and sexism and gender discrimination. Her ILP modeorporates career
development, life transitions, gender-role socalan, and social change. The ILP
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model is seen as a lifelong process of identifyang integrating our primary needs,
roles, and goals within ourselves, our work, and family (Zunker, 2002). Other
writers (e.g., Forrest & Mikolaitis, 1986; Gilligan977, 1982) have suggested that
the client's identity is reflected in relationala®, such as women connecting with
others and men differentiating themselves from mstheThese authors have
contributed additional considerations when looketglife roles, such as values,
gender, and socialization.

More recently, the constructivist perspective omeea counseling has emerged.
Constructivist approaches to career counselingaele suited to incorporating life
roles in the client's formulation of a subjectivarnative frame of reference. The
constructivist approach holds that clients consttineir own personal meanings and
that these personal meanings are reflected ingoaispresent experiences in a variety
of life roles. The counselor co-constructs (uncewaard explores) with the client the
life story that has been and is currently beingdivThe themes across the client's life
experiences reflect the personal meanings heldhbyctient. By de-constructing
(opening up) these themes, the client is able ® diferent perspectives, find
exceptions, imagine different experiences, andaletle client's preferred way of
being. Clients have the opportunity to construcili{ar) their future story based on
the personal meanings that they wish to implemantheir lives. A number of
authors have written about the constructivist aaceenseling approach (e.g., Brott,
2001; Peavy, 1997) and the use of qualitative assests to explore the client's life
story (e.g., Brott, 2004; Okocha, 1998).

In my storied approach (Brott, 2001), | have usedimber of techniques related to
life roles in order to co-construct, de-construid construct the client's story. The
lifeline technique is used to uncover themes, peophd significant life events as
perceived by the client. The career genogram isl igeuncover and explore the
client's gender-role and life roles beliefs. By &gigg the client in self-awareness
and self-assessment, one uncovers the underlylngsran which future choices and
decisions will be made. The exploration of lifee®lis a strategy that will reveal the
personal meanings of the client. The life rolesles (Brown & Brooks, 1991) is an
excellent example of a counseling technique thgages the client in a qualitative
review of interrole relationships.

Given the history of life roles in counseling arm tpostmodern movement toward
client narratives, there is certainly an opportymar career counselors to meld these
two foci through the use of a variety of counselteghniques. Techniques that
address these foci include, but are not limitedhe, life space map (Peavy, 1997),
life line (Brott, 2001; Goldman, 1992; Okocha, 1R98e-space genogram (Brown

& Brooks, 1991; Gysbers & Moore, 1987; Okocha, 1)9%& roles circles (Brown

& Brooks, 1991), life roles assessment, life ralalgsis, and goal map (Brott, 2004).
Following are descriptions of each of these sevechrtiques that may be

incorporated into the counseling process that fdmoih on life roles and on the

client narrative. The techniques may be used stegarmar with two or more selected
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to provide a collaborative process that builds awass and leads to client action in a
preferred way of being.

Life Roles Counseling Techniques

The storied approach (Brott, 2001) context is useddemonstrate a variety of
techniques that focus on life roles. The emphas@anithe counseling process rather
than on the techniques, with the process represdrteo-construction (uncovering),
de-construction (opening up), and constructionh@aiimg) of the client's story. When
using the storied approach, counseling technigueselected to illuminate the life
story and personal meanings of the client.

Co-Construction of the Client's Story

During this phase of counseling, the counselor alenht are able to establish

rapport, place the client as expert in his or ierdtory, and develop an atmosphere
of collaboration in the counseling process. A numbktechniques can be used
during this phase, such as the life space maplitiée life-space genogram, and life

roles circles.

The life space map (Peavy, 1997) is drawn by tlenttbn a blank sheet of paper,
with the counselor providing a variety of explorgt@rompts. The activity begins
with the counselor describing that the blank pagd e developed with
representations of what the client is currentlyking, feeling, and doing in relation
to the presenting concern, which is the reasorclieat has come to counseling. The
counselor asks the client to draw a circle on thgepthat represents him- or herself;
the circle may be drawn anywhere on the page toesept where the client is
currently feeling within in his or her space. Thextirequest is for the client to draw
a circle for each important person in the clientsrid, give the name of the
individual, and draw a double ring around thosespes who are related to the
client's presenting concern. These circles are mraw the paper in a spatial
relationship to the client (e.g., close, overlagpidistant). The life space map that is
co-constructed can be discussed as it relatesetelint's relationships, emotional
references to the presenting concern, and the y@teneanings and interpretations
provided by the client as the life space map isvdra

The life line (Brott, 2001; Goldman, 1992; Okocl®98) is a technique that will
reveal the client's past and present life storys la graphic illustration of events,
people, and perceptions that will uncover themesrageanings in the client's story.
On a blank sheet of paper, the client is instru¢tedraw a horizontal line through
the middle of the paper; at the left edge of theepdhe client writes his or her date
of birth and at the right edge of the paper, tagldgte. The counselor introduces the
storied approach as a framework for uncoveringctiapters in the client's past and
present story. Chapters are represented by liteestasuch as before starting formal
schooling, elementary school, middle school, highosl, college, first job, and
starting a family. The client is asked to markaifthe line significant starting points
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for each chapter and note on the page the yeae#uwht chapter began. Prompts by
the counselor engage the client in exploring sigarft events (e.g., What are the
high points you remember in this chapter? Whattheelow points?), important
people (e.g., Name the people you remember irctiapter, What is the significance
of each person?), and adjectives to describe thpteh (e.g., Give two adjectives
that best describe how you remember this chaptgrour life). As chapters are
explored, the counselor asks the client to titee¢hapter (e.g., Thinking back on this
chapter in your life, what is the title of this gter?). The life line is continued
during the construction phase when future chapbérthe client's life story are
identified.

The life-space genogram is a variation on the teclenused by family therapists
(Bowen, 1978; McGoldrick, Gerson, & Shellenberded99). Career counselors use
the occupational genogram to explore careers andpations of a client's family
members (Brown & Brooks, 1991; Gysbers & Moore, 7,9®kocha, 1998). The
life-space genogram is used to illuminate life sades perceived by the client with at
least three generations of the client's family udeld. An important aspect of this
activity is to engage the client in defining what or she means by family, and the
counselor needs to be open to the need for ingudfamily bushes" so that
significant others who are not related by direatifg lines in the family tree can be
included in the genogram. The basic guidelinesther activity are as follows: (a)
Males are represented by squares and females areseated by circles; (b) a
horizontal line connects a husband (square) and (ifcle) who are on the same
plane to the left and right of each other; (c) dtgh are denoted by a respective
figure (e.g., square for male, circle for female)dw the parents with a line drawn
down from the horizontal line connecting to eacliddh figure and listed in birth
order with the oldest to the left and the youndeshe right; (c) relationship of the
client to other family members is a color-codect li{@.g., red line indicates warm
relationship, blue line indicates cold relationghif@) an x is placed in the shape if
the person is deceased; and (e) for each familybegnthe name and current age are
indicated. Names of other significant people in thent's life can be listed at the
bottom of the page as "bushes" in the client's gexma. Once the three-generation
genogram is constructed, the counselor asks thatdb fill in next to each person's
name the occupations held, geographic locationwhare each person has lived,
leisure activities enjoyed, and a quality admired each individual. Reflective
questions posed by the counselor are used to unemekexplore a variety of life
roles: What were the family rules growing up? Waed your current family rules?
What has been your role as child? As parent? AmgbHow have the life roles of
[select someone from the genogram] changed overgaies? Who in your genogram
do you admire or look up to? What do you admirthat person?

Life roles circles is a variation on the assessmémtterrole relationships described
by Brown and Brooks (1991). The activity beginshaatdiscussion of what life roles
are and involves the client in identifying the Iif@es he or she has experienced and
is currently experiencing. On a blank sheet of papee client is asked to draw
circles representing his or her current involvementhe identified life roles, with
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the size of the circle representing either the irtgogee of the role or the amount of
time spent in the role. On another sheet of paperglient is asked to draw the same
life circles representing a point in the futurethwthe size of the circle again
representing either the importance of the roleheramount of time to be spent in the
role. The discussion will explore the relationshiyggween and among the life roles:
conflicting roles, complementary roles, and compémy roles. Barriers and
problems that the client may encounter can be dssml with a focus on how to
overcome and solve the problems. Role salienceébeagxplored to assist the client
in identifying and accommodating the importance ofriety of life roles. An action
plan can be devised to begin the first steps iningofrom current life roles to future
life roles based on the client's values and litepl

De-Construction of the Client's Story

The de-construction phase of counseling "openseSpaud provides other points of
view to the client's story and challenges the cdndé society's role expectations for
the client. Counseling strategies are focused quloerg the origin of values and
beliefs, assessing their importance, and detergihow values and beliefs will be
lived in future chapters of the client's story. Tdlent's choice of life themes that
hold importance can provide the motivation anddios for future chapters in his or
her life story. The life role perspective playsatpn the de-construction phase of
counseling by allowing the client to expand theirdgbn of career from being
narrowly defined only as the worker role to beingrenbroadly defined as living a
life through multiple life roles.

Building on the activities from the co-constructiphase (e.g., life line, life-space
genogram), the counselor engages the client ife adies assessment. The counselor
asks questions to probe and define the clientisegaind beliefs: What themes do
you see so far in your life story? What continuatiptivates you in your worker
role? In your family role? In your leisure role?ytiu could do one thing differently
in your life, what would it be? How would your lifee different now? Why would
you want to do that differently in your life? Whabuld [name of significant person
from client's past] say is your motivation in lif&@he counselor may prefer to use a
sentence completion technique (Lock, 2000) to prae define the client's values
and beliefs: If | had a million dollars, | would.One thing | would change in my life
would be...; | daydream most about...; People whawk me well think | am...; In
school, I did (do) best in/when.... Reviewing tlife role choices that have been
made and allowing the client to think of "what wauave been" had the other
choice been made high-light how current choicesi@mice future life experiences.

Another aspect of the de-construction phase of selurg deals with the dominant
social discourses related to life roles. Feministrapists and others who have
adapted the feminist therapy model provide a warddt techniques to help both
women and men differentiate between what they hasen taught is socially
acceptable or desirable and what is actually hedtith them (Enns, 1993; Sharf,
2000; Worell & Remer, 1992). By addressing thiseaspmluring the de-construction
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phase, the client is encouraged to overcome stgremtand negative self-talk. One
technique that addresses culture and gender isstleslife role analysis.

Life role analysis helps the client to examine ttests and benefits of role
expectations as defined by culture and gender.clibet is asked to recall parental
messages related to family and work. The counsa$tis the client to identify
positive and negative consequences (e.g., coskfibeonf these messages. The
counselor can place the messages in the contegb@méty's role expectations by
exploring with the client the influences from mea@iad popular culture (e.g., TV,
movies, advertising) that socially construct theseeriences. Together, the client
and counselor de-construct these messages in twdg) open the space for the
messages the client wants to change and develogbandake a plan to create a
place for these messages in the future chaptersvidw of the life roles assessment
to integrate the life role analysis is a bridgettie construction phase as the client
develops a future orientation.

Construction of the Client's Future Story

The construction phase focuses on the future ctaptethe client's life story. The
chapters are developed across the life roles aedrate the values and beliefs that
have been identified by the client. Action plans developed that identify the steps
to take, anticipated barriers, and resources tocovee the barriers.

Future chapters in the client's life story can éensas the "possible selves" of what
clients might become, what they would like to beepmnd what they are afraid of
becoming (Markus & Nurius, 1986). Other writerswighis future self-concept as
the "potential social Me" (James, 1910), the "atgal" (Freud, 1925), "how | should
be" (Rogers, 1951), and "the Dream" (Levinson, }9T8is future self-concept is
linked to motivation with specific, organized, coei® action steps toward future
goals; this motivated action is seen as a vitat parthe self-concept (Markus &
Nurius, 1986; Robinson, Davis, & Meara, 2003). Eheblent steps are actions or
behaviors that can be enacted to realize positates of being or avoid negative
ones and facilitate an optimistic belief that cheng possible (Markus & Nurius,
1986). Self-directed goals serve to guide and eggubehavior by providing a road
map connecting the past and present to the fulysdgrman, Bybee, Terry, & Hart-
Johnson, 2004). When goals are directly tied tategjies or action steps, the more
likely they are to be carried out (Gollwitzer, 1996

A review of the client's life roles assessment s excellent place to start the
construction phase to develop future chapterssrohher life story: What is the first
step you can take to move this life role from whieiis to where you want it to be?
What is your time frame for making that happen? Wither steps do you need to
take? What are the barriers to your ability to agplish this step? What resources do
you have to overcome those barriers? A goal mapasaist the client in visualizing
the steps to take, obstacles that may impede, nesotio overcome the obstacles,
and a clear focus on the goal. Brott (2004) usedeapage visual of a road to move
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the client from the bottom of the page (i.e., whitye client is today), with footsteps
to start the journey (representing action stepsjyrda road with forks and bends
(anticipated obstacles), across bridges (represgemgsources for overcoming the
obstacles), and to the top of the page where ibatd goal has been written. Dates
can easily be added to identify a time frame fergbal map.

The life line that was begun during the co-constomcphase of career counseling
can now be expanded into the future. A blank sbégtaper is given to the client
with the instruction to draw a horizontal line thgh the middle of the paper and put
today's date on the left edge and an arrowheadeatight edge. The client picks a
point in time from the future that identifies a heohapter. The next chapter is
constructed to embrace the client's preferred wayeog through a variety of life
roles. The counselor and client identify the valaad beliefs that will be a part of
the various life roles. Once the future chapterasstructed and titled, the counselor
can assist the client in identifying the steps tetd to be taken now to begin the
journey into the next chapter. During terminatitime client will tape together the
two pieces of the life line that represent paséspnt, and future chapters and then
title the life story.

Constructivist Applications of Life Roles in Carg@ounseling

Life roles are important to career developmenthat tthey expand the focus of
counseling from occupational concerns and job phere to life stories that
empower clients. The concept of life roles is agadlle to a variety of clients and
different presenting concerns. Dual-career parfn@remen; men; adolescents;
diverse populations that include race and ethnigfy men, lesbians, and bisexual
and transgender persons; and persons with disabnitll benefit from the life roles
perspective. Presenting concerns that relate tasfaetion, actualization,
socialization, and expectations can be viewed fadife roles perspective. These life
roles may include learner, family, relationshipsrker, leisure, and community.

Dual-career partners may have concerns about kugoreship between home/family
and worker roles, role overload and role conflisatisfaction, relocations,

competition, dealing with stress, occupational esigmpes, and gender-role
expectations (Hall & Huenefeld, 2002; Reardon, Letampson, & Peterson, 2000).
These concerns may be co-constructed and de-cotestrthrough the life roles of

worker, partner and family, relationships, andueassto allow clients an opportunity
to understand and explore their personal narras/ét exists and to develop their
future narrative in preferred ways.

Women's career development issues may arise frei ¢bnsideration of gender-
role socialization, role conflicts (e.g., familydamork), and relational needs. These
issues may be explored through a variety of raleduding family, relationships,
worker, leisure, and community. The relational eshtthat generally arises for
women can be viewed from the perspective of a nurmbmles and explored to find
ways to meet the need to relate with others. Singi¢hers may need to find a
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balance between the family role and other life sole.g., leisure, community,
relationships).

Men's career development issues may include gentesocialization; the gendered
workplace context; and the importance of perfornearachievement, and success.
The life roles perspective is an avenue for mesxfdore the context of gender, one's
needs and motivation, and life satisfaction. Idgmg his current life roles
participation and setting a direction for wherephefers his life roles participation to
be may open up opportunities for the male cliergriach family, relationships, and
leisure roles to complement the worker role.

It is important to address life roles before aduwdith, and the benefits of providing
opportunities for adolescents to participate ircl@osl counseling program should be
acknowledged. School counselors can expand thewoscounseling programs to
reach beyond career education (e.g., career deggrcapeakers) and postsecondary
plans (e.g., work, college) that have a narrow $o@n occupations. Career
development should include understanding lifestgled identifying goals for
personal success and satisfaction, which can reteesugh the life roles of learner,
worker, family and relationships, leisure, and camity. School counselors have
many avenues for presenting life roles, such ass@m guidance units, group
counseling, individual counseling, and parent etdangrograms.

Counselors are often challenged when working wiikkerde populations to
understand the client's perspective. The constigtt@pproach, with the counselor
and client collaborating to co-construct, de-camdtr and construct the client's
narrative, provides an opportunity to address thallenge. With a focus on life
roles, it is not necessary for the counselor t@bexpert on issues relating to race
and ethnicity, sexual orientation (e.g., gay meesbians, and bisexual and
transgender persons), older workers, and indivglwath disabilities. Rather, the
counselor approaches the counseling process witbsity and a wanting-to-know
attitude that will enrich the counselor's experentknowing and understanding the
client's frame of reference. Using the life rolesgpective is an excellent way in
which the counselor and client can identify thentee and issues in the client's
present life story and develop a future life stayysupport and enhance his or her
preferred way of being. llluminating the life role$ family, community, leisure,
worker, and learner through the client's life stacknowledges the influence of the
social context and mores of society with the opputy for the client to embrace,
weave, or reconstruct these influences in futusptdrs.

Summary

With a long and successful history within counsglithe life roles perspective has
provided an insight into the client's lifestyle,eds, significance, decision-making
style, and personal narratives. Thanks to the sdmwork of Donald Super, social
role theory has long been associated with careamsmling. Standardized
assessments (e.g., the Values Scale, the Saliamgentbry, the Life Roles
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Inventory), research studies, and internationalspestives have expanded the
profession's understanding of and interest in tdées. With the dawning of a

postmodern perspective, career counselors moved the role of expert to the role

of collaborator in the client's story. For some stauctivist writers, the concept of

life roles has been integral in the developmenthef counseling process. For this
article, a storied approach was selected as therpgd counseling process to co-
construct, de-construct, and construct the cliestosy with the focus on the client's
life roles.

The life roles perspective provides the career selam with a framework from
which to explore with clients their identity, madivons, and preferences in
constructing a life story. The life roles perspeetcan be used with a variety of
clients in career counseling to move from a narfeeus on occupation to an
integrated life story frame of reference. The teghes described in this article
include life space map, life line, life-space geramg, life roles circles, life roles
assessment, life role analysis, and goal map. HBneypresented as a constructivist
look at life roles.
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6
A Grounded Analysis Of Career Uncertainty PerceivedBy College
Students In Taiwan

Career Development Quarterly Dec, 2005by Hsiu-Lan Shelley Tien
Chia-Huei Lin, Shu-Chi Chen

The authors examined career-related uncertaingesewed by college students in
Taiwan. Five hundred thirty-two Taiwanese studeetponded to a free-response
instrument containing 3 questions related to caueeertainties: (a) the sources of
career uncertainty, (b) the experiences at the mowfefeeling uncertainty, and (c)
coping efficacies toward the uncertainty. Responsege sorted into categories
within each question based on the grounded theethaodology (B. G. Glaser & A.
L. Strauss, 1967). A hypothetical model was devetbim describe college students'
perceptions of career uncertainties, experiencefealing uncertainty, and coping
efficacy toward the uncertainty.

kkkkkkkkkk

Career uncertainty plays an important role in ahvidual's career decision-making
process. In Taiwan, the rapid fluctuations in sh@aonomic, and political situations
influence the structure of the world of work as wad the career development of
individuals. About 2 decades ago, the progressohemics, technology, and social
welfare was more stable, and college students laad opportunities to enter the job
market. It seemed that they did not have to wobgua their future, nor did they
encounter the problem of career uncertainty. In phst 7 years, the newfound
political power assumed by a different party is @ast stable. In addition, many
people lost family members and jobs in the eartkgubhat occurred September 21,
1999. The political issues, social problems, anstable economic development are
interwoven and have influenced the opportunitycitme of the work world. Career
uncertainty has now become an important issue toonsidered during the career
planning process of college students. During tlyeats of college, the rapid changes
of the external environment force students to myothkir decisions from time to
time. In addition, environmental changes also iriice the development of students
personal values and interests. These interacti@welen an individual and the
environment continue to play an important rolehie process of career development.

Another aspect of the cultural background rela®edraiwanese college students'
career uncertainty is the educational system irwdiai Career counseling in the
school setting has been sacrificed to the overemiphan intellectual learning.
During the period of compulsory education, whichfrism first to ninth grade in
Taiwan, most students are encouraged to perforrhomeh variety of achievement
tests in order to earn admission to excellent usities. The students spend too
much time in study and do not have enough oppdrésnior self-exploration, nor do
they have the chance to explore the world of wéikihe college and university
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stage, the students suddenly feel uncertain abbat they really want to do or what

they might be able to do regarding a career. Nargar courses are beginning to be
provided in most of the high schools. Career plagréourses are also popular in
colleges and universities. However, unplanned esveftén lead many people to alter
their career directions. Therefore, it is importémtexplore the sources of career
uncertainty and help college students develop gg@te coping efficacy.

It is clear that uncertainty plays an importanerol an individual's career decision
process. Several studies found that career indecisias prevalent among college
students in Taiwan (Lin, 1989; Tien, 2001, 200%,Xi990). In Tien's studies, about
two thirds of college students were undecided altbeir career futures. The
undecided group, which was defined by the autheoming to Marcia's (1966,

1980) concept of identity status, included the angitype of undecided (which was
called indecisiveness), the explorative type ofaanded, and the career diffusion
group. These students were undecided about theeicéuture because of lack of
exploration, lack of a feeling of crisis and/or aoitment to certain job fields, and
other varieties of personal or external barriefeese barriers and difficulties were all
possible causes of the individuals' career uncetai

Betz and Voyten (1997) believed that decision-mgkself-efficacy is a major
predictor of career uncertainty. The concept off-efficacy originated from
Bandura's (1986) contention that people who beliavilieir ability to successfully
complete the tasks required to achieve an outcamenare likely to engage in and
persist at those tasks. Gender role socializatightmalso influence an individual's
career uncertainty, especially for women who intetad pursue positions in
traditionally male-dominated fields (Dawson-Thr&atluba, 1996).

Career uncertainty might also be caused by cebainers perceived by individuals.
Gottfredson (1981) emphasized the importance ofingividual's recognition of
career barriers in three domains: self-conceptiossonomic environment, and the
interaction of self-concept and environment. Rusaet Rush (1987) specifically
examined women's views of 28 internal and extdoaaliers to management careers.
London (1997), on the other hand, stated that cabegriers stem from the
individual, the work environment, and a combinatodrthe two. He further proposed
an emotional and cognitive model of coping witheearbarriers. In Taiwan, Xie
(1990) explored the relationships among careersaseimaking self-efficacy, sex
role attitude, field independence, decision-malghyde, and career uncertainty. The
results indicated that the variable self-efficacyaswhighly correlated with the
participants' career certainty. In the current gtuge also want to explore college
students' coping efficacy related to perceived taggy.

To further examine the cross-cultural influencestuan students' careers, we believe
that the ecological structures also have to bentaki® account. Sue and Sue (1999)
pointed out that some cultural values that aresatio the Asian American group are
deference to authority, emotional restraint, artdrichical family structure. Cultural
values common to Asian people include collectivisognformity to norms,
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emotional self-control, family recognition througithievement, filial piety, and
humility. This culture is categorized as a groujewoted culture; therefore, issues of
family, conforming to authority, and collectivismneamost important (Pope, Cheng,
& Leong, 1998). To be successful means to honorbaimg) pride to the family. The
individual's career development does not exisinas@ividual problem but within an
embedded network of family obligations and expéatat

Hartung (2002) emphasized that collectivism relgtesitively and significantly to
family expectations of and influences on occupaiatecision making and planning.
Collectivism also relates positively to extrinsionk values stressing relationship to
others (e.g., altruism, associates, and supervigbayions) and relates negatively to
intrinsic work values signifying personal gaingg(eachievement, independence, and
way of life). In the current study, we also belidhat the family issues are important
sources related to the individual's career ungestaind coping efficacy.

To be more specific, the meaning of career uncagstan the current study was
defined as "any factors that make the individuasl funcertain of their career
future.” Even some of those who have decided wiatot in the future might still

feel uncertain about what could happen in theieeajourney. There might always
be something that is not under their control. THeai of career uncertainty is
different from the concept of barriers and diffioes in that career uncertainty is
even more subtle. It focuses on the individualdifgs of inability to control a

situation and the sense of efficacy to cope witlcurnstances. If an individual is
aware of the uncertainty, he or she will be mormfootable with recognizing and
coping with the inevitable occurrence of uncertaifige reality of uncertainty must
be incorporated into the career decision process.

The purpose of the present study was to explorestheces and experiences of
career uncertainties perceived by college studaraiwan. Coping efficacy related
to uncertainties was also examined. More concretely used grounded theory
analytic strategies to describe varieties of carewrertainty perceived by college
students, their experiences in encountering thasertainties, and coping efficacies
perceived by these college students. We then usedfiedings to propose a
hypothetical model to describe these aspects avdrase college students' career-
related uncertainties. As a result of our reviewlitefrature and our previous work
with this population (Gelatt, 1989; Ito & Brothegel, 2001; Lin, 1989; Swanson &
Tokar, 1991; Tien, 1998, 2001, 2005; Xie, 1990), wad several general
expectations regarding the results of our investga (a) Career uncertainty is a
typical problem for college students; (b) sourcds college students' career
uncertainty are related to the individual, the emwment, and the interactions
between the two; and (c) internal/psychological artkrnal/environmental support
are the two main types of coping efficacies forlage students facing career
uncertainties.
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Method
Participants

The participants were 532 college students (213 amen319 women; 151 freshmen,
150 sophomores, 121 juniors, and 110 seniors) fsewen different colleges in
northern Taiwan. All participants were taking carestated courses at the time when
they completed the open-ended questionnaire. Titeitlve participants, the second
and third authors visited these career developrlasses, explained to the students
the purpose of the study, and asked for their gurtsecomplete the questionnaire in
class. The final sample represented a range ohgdifferent colleges and 32 majors,
including English, Chinese, history, music, civillttire, accounting, physics, applied
math, electrical engineering, medicine, nursingl education.

Instrument

We developed the open-ended Career UncertaintytiQoeaire (CUQ) to explore
career uncertainties perceived by college studdrts. CUQ included three open-
ended questions related to three themes: the soofdeeling uncertain about one's
future career, the experiences at the moment dinfeeincertainty, and coping
efficacies related to career uncertainty. More sjgadly, the main questions were as
follows: (a) Do you feel uncertain about your cardature? What kind of
experiences make you feel uncertain about the d@tyb) How do you feel about
those uncertainties? What kind of experience i$?tlaad (c) What did you do or
what would you do to cope with those uncertainti@s@ you satisfied with the
coping results or do you feel confident of copinghwthose uncertainties?

The CUQ was developed in an open-ended way beeaibelieved that the bottom-
up approach is the best way to explore the coltgdents' feelings of uncertainty.
The students can express any feelings and expeseabout their future. This
approach of collecting data can provide informatiodigenous to the student
cultures in Taiwan. The questionnaire required appmately 20 minutes to
complete.

Data Analyses

The three authors of this article formed the redesaeam for data analysis. All the
participants' responses were coded and classiitedseveral categories based on the
grounded theory method (Strauss & Corbin, 1998 ditounded theory method is a
comprehensive method of data collection, analyaisl summarization whereby a
hypothetical theory might be constructed. In theeegch process, data collection,
analysis, and theory or concept construction oconcomitantly and thus stand in a
"reciprocal relation" (Strauss & Corbin, 1990, ) 20 each other as theoretical
constructions are repeatedly verified by the datavever, due to time constraints,
we did not collect data, analyze data, or consttiaebries repeatedly. Instead, we
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scrutinized the data collected in this study ineortb propose a hypothetical model
describing the career uncertainties experiencebdnyanese college students.

The data were analyzed by using the following psecéa) creation of a transcription
derived from the open-ended questionnaire and isgruib) identification of
irrelevant or contextual material, (c) identificati and coding of meaningful units,
(d) assimilation of meaningful units coded into ceptual categories, (e) grouping of
conceptual categories into domain categories, radkeyelopment of core categories
(Frontman & Kunkel, 1994). In Steps (a), (b), @hd (d) of the process, the three
authors read the responses and generated thenepenttently. We refer to Step (¢)
as "open coding.” In Step (d), similarity companiscategorization, and definition
for each of the conceptual categorization were ggsed. We denote this step as
"axial coding." After open coding and axial codinge then worked together to
discuss and agree on specific category themeseps§e) and (f), which is the step
of "selective coding."

To describe this more specifically, we scrutinizlked meanings of each participant's
answers in the CUQ and recorded each meaningful amiseparate cards (open
coding). We then compared these units, classifyiregn into different types. We

then provided a name for each type (axial codifigje similarities among the

category names were further examined and sortedliet core categories (selective
coding). Each core category was given a "catedueyne.” The hypothetical model

was then established, based on these themes,dobaethe career uncertainties and
coping efficacies perceived by the participants.

During the process of data analysis, the three Cdi@stions were analyzed
separately. For the first question, which focusedidentifying sources of career
uncertainty, we collected approximately 248 meafuingesponse units (open coding
procedure). These units were then compared withammher for similarities and
subsequently grouped into 23 categories (axialmgp@rocedure). A new name was
given to each of the 23 categories. This processoaiparing, categorizing, and
providing names for categories was repeated uhél ¢ore categories (selective
coding) were created and considered saturated.

Results
Sources of Career Uncertainty

After the procedure of open coding, axial coding] aelective coding, the sources of
career uncertainty were ultimately classified inthree main categories:
internal/personal (26.2%), external/environment46.8%), and the interactions
between personal and environmental factors (27%).adbpted the classification of
internal versus external because it sounds logiodlhas been adopted by previous
studies related to career barriers or career aecdifficulties (Crites, 1969; Farmer,
1976; Harmon, 1977; Russell & Rush, 1987). We adtedcategory of interaction
between internal and external because recent sthdiee examined those factors in
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a more complex way (Gottfredson, 1981; Swanson &af01991). We agreed that
the sources of career-related uncertainties areplcaed and need to be examined
from a more detailed viewpoint.

The result of the grounded analysis indicated thatpersonal/internal sources of
career uncertainty included abilities (e.g., lovores on the Learning Ability Test
[LAT]; 21.5%), changes in interest (21.5%), perdohaalth problems (18.5%),
ability and performance in students' respectiveonsaj15.4%), ambiguous goal
setting (12.3%), lack of long-term time frames $4)6 unfamiliarity with personal
interests (3.1%), and religious beliefs (3.1%).

Environmental/external sources of career uncestaginsisted of the following
factors: unexpected events (24.1%), rapid changethe social environment and
labor market (19.8%), high unemployment rate (19R#)ily expectations/pressure
(15.5%), difficulties in choosing an ideal major.§%), changes in the educational
system (7.8%), unfamiliarity with the future job rket (3.4%), and peer competition
(2.6%).

The categories of interactions between the persamalthe environmental (P X E)
include influence from significant others (26.8%garning experiences (23.9%),
career information processing (20.9%), mispercegtiof the working world
(11.9%), role model change (9%), do not know howntike a decision (4.5%), and
multiple role conflict (3%).

Experiences at the Moment of Feeling Uncertainty

The experiences at the moment of feeling uncestaintluded five categories:
physical (5.2%), behavioral (9.9%), emotional (%6)3 cognitive (3.6%), and
existential ultimate concerns (5%). Almost all bktfeelings experienced by the
college students in this study at the moment oeuamty were negative.

Physically, students reported feeling tired, dizaymb, and sleepless and being
unable to think. Behavioral responses included krmiwing what to do, feeling
inadequate to do anything, and avoiding actionlikg@® of helplessness, fearfulness,
anxiousness, depression, loss, nervousness, unieappemptiness, discouragement,
and disturbance are several main types of emoti@sdonses that students stated
they experienced at the moment of experiencing ntmiogy. Negative self-attitudes
included lack of confidence, insecurity, powerless) self-doubt, and identity
failure. In addition, some participants mentionadsiential ultimate concerns, such
as the meaningless of life, isolation, irrelevarafeone's existence, death, and
contemplating the end of the world.

Coping Efficacies Related to Uncertainty

Coping efficacies reported by participants were fbkowing core categories:
personal/psychological adjustments (45.8%); physamjustments (9.6%); social
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support networks (25.8%); searching for informati(i®©.3%); religious beliefs

(0.5%); and cognitive changes in attitude, such@@eptance of the current situation
(8%). Most of the reported coping efficacies wezactive types of adjustment, that
is, adjustments to change oneself. Only a few @pénts actively changed their
environment, such as changing their majors. Ppéids believed that exploring
one's interests, abilities, values, and beliefsnigortant for self-adjustment at the
personal/psychological level. To achieve self-amipent at the physical level, most
participants mentioned exercising, taking a walking shopping, traveling, and
sleeping.

Discussion

The focus of this study was to investigate the exarelated uncertainties perceived
by Taiwanese college students. The results emeaoymm a hypothetical model to

describe the sources of career uncertainty, expesge of uncertainty, and coping
efficacies perceived by college students in Taiw@ine model is represented in
Figure 1.

The Hypothetical Model of Career Uncertainty

As shown in Figure 1, the hypothetical model cdsstd three parts. At the top of
Figure 1 are sources of career uncertainties, whitiude personal factors,
environmental factors, and personal-environmenitdractions. In the middle are
experiences at the moment of feeling uncertaintesg feelings include five core
categories: physical, behavioral, emotional, cogait and existential ultimate
concerns. At the bottom are three core categorfesoping efficacy: physical,
psychological/cognitive/religious beliefs, and sbcsupport network/information
search.

The interactions between the three levels of theoty are relatively complex. As
indicated in Figure 1, Experiences at the MomentFe&ling Uncertainty is the
central part of the model. Those uncertainty fegistem from different sources of
problems such as personal and external barrietstakitions between feelings of
uncertainty and coping efficacies results in Rgdlieneralization About Self and the
World of the Work, the outside circle around thecemiainty experience circle in
Figure 1.

[FIGURE 1 OMITTED]

Career uncertainty perceived by college studersslisefrom three core categories:
internal, external, and interactions between the #s asserted by previous studies,
this three-group categorization is more prevalented than the earlier internal-
external dichotomous category (Gottfredson, 198&ndon, 1997; Swanson &

Tokar, 1991; Tien, 1998).

External/Environmental Factors as Sources of CdJeeertainty
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External/environmental factors were most frequentgported as causes of
uncertainty by participants in the current studjudents perceive these factors--
which include family expectations, societal changeblic policy, political issues,
labor market, and learning environment--as sigaiftc sources of career
uncertainties. Most of these factors are similarcameer barriers and difficulties
perceived by college students in making careetaéladecisions (Tien, 2005).
Interactions among these factors are also impodadtmay be related to changes in
career plans. The need to change career plans ngges even more types and
sources of career uncertainty.

There are two ways to change one's career plaasigehoneself and/or change the
environment. In recent years, political and ecomomioblems in Taiwan have
significantly interfered with the career developmeh many students. More than
10% of college students delayed their graduatio2064 (Ministry of Education,
2004). Many of them attended graduate schools inmatedg after they completed
their undergraduate studies. One reason for thiltrs that it is very difficult for the
"fresh graduate” to find a job. They are forcedctmnge themselves, learn more
about the working world, become more self-awarel/@nearn another degree or
certificate to find a job. This idea of coping withcertainty--either changing oneself
or changing the environment--is just like the cqutoaf the activeness/reactiveness
type of work adjustment proposed by the Minnesdtaofy of Work Adjustment
(Dawis & Lofquist, 1984).

In our consideration of the environment, we dividkeithto two categories, objective
and subjective. Objective environment is percessiedlarly by most people. It is out
there and might not influence the individual. Telividual will not change it.
Subjective environment, on the other hand, is peededifferently from individual
to individual and could influence a given individlaadecision-making process. In
many cases, the external environment is genuinetyob the individual's control.
The reality generalization about self and environtnthe outside circle around the
uncertainty feelings circle in Figure 1, is therefemportant in career planning. In
this study, the reality generalization about seld éhe environment is interpreted as
the effects of an individual's use of one or maspig efficacies. It is a new status
of self separated from the experiences/feelingmeoeértainty.

Internal/Personal Influences on Career Uncertainty

In the category of personal sources of career tenogy, many students indicated
low LAT scores as the cause of uncertainty. The L&TRn important admissions
factor for high school students hoping to enterestain college department in
Taiwan. Students risk being denied admission todiygartment of their choice if
their LAT scores are not sufficiently high. Onceeois accepted to a college,
changing majors is a very difficult process. Thdfiailty in studying in the
department of their choice might also be a reastwly students report feeling
ambiguous about their current major or are foroeatlinquish their interests.
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Unexpected events, including those originating fnpensonal health problems, are
additional sources of uncertainty for the future@nf® careers require physical
strength, such as civil engineering. Unstable healtght interfere with students'
future career plans and thus influence their ctirsbort-term goal setting.

Sometimes the unexpected events may also havesth#ice in the family and thus
force individuals to compromise and/or give up paed career plans. In Taiwan,
family expectations have always played an importatg in the individual's career
decision. As a part of the Eastern culture, we eamie the importance of the self in
relation to others. We also encourage and valuenemdependent self-construal.
According to Sharkey and Singelis (1995), an irgpahdent self-construal can be
defined as a flexible and variable self. Centralthe interdependent self is the
concept that the self and others are intertwinealleCtivists give priority to the
goals and needs of the group rather than to thvair goals and needs; collectivists'
occupational choices should reflect less on thein eandividual preferences and
more on what their in-groups expect of them.

Regarding the influence of religion, only 2 studerdferred to their religious beliefs
as sources of career uncertainty. For those whoirarthe process of identity
formation, religious beliefs might be a significaohuse of career uncertainty
(Marcia, 1980).

Existential Concerns Could Be a Positive AspedExgieriencing Uncertainty

For most college students, the experience of fgelincertain might always be
negative, such as physical exhaustion, psycholbgmaerlessness, low self-esteem,
and the inability to accomplish any goals. Very fetndents mentioned emptiness,
meaningless of life, irrelevance of one's existeramed the existential ultimate
concerns proposed by Yalom (1980). Existentialmdte concerns often result in
negative thoughts but could potentially be a pesifiorce if the individuals who
experience them can gain insights from them. Egpeing such negative thoughts is
an important and valuable process for college stisd® go through.

Coping Efficacy Related to Uncertainty

As indicated in Figure 1, coping efficacy relateddareer uncertainty could be a
three-dimensional framework: physical, psychologicanitive/religious beliefs,
and social support network/searching for informatio

Physical adjustment. Physical types of coping agiats include exercising, taking
part in leisure activities, sleeping, singing, amgling. This type of coping serves
primarily as a short-term adjustment by helpingvitihals relax and re-energize.

Psychological adjustment. Psychological types opimg which consist of

psychological/cognitive adjustment and seeking supghrough religion, are the
primary strategies adopted by students. In thiglystypsychological types of
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adjustment included increasing cognitive awarenessl task-approach skill
exploration. It is likely that students would bebhefrom developing positive

psychological attitudes such as tolerance for anityigresilience, and openness
toward new experiences. Lee and Johnston (2001 ha&siged that diversity factors
such as gender, race, socioeconomic status, arglorelare also important to
consider in the process of career counseling. 8geskupport through religion and
acceptance of one's current situation are basicatinitive types of coping.

Gelatt (1989) sees positive uncertainty as onéefalternatives to rational decision
making. However, the nature of rational or lineacidion making does not fit the

nature of the contemporary work environment. Initoll such decision making

may not be consistent with actual human experieht®yv does one cope with

perceived uncertainties, which could potentiallcurcat any point during one's

career development? Our findings suggested thatiygshoughts, such as viewing

uncertainty as a kind of challenge, could be a gdwhce for the college students to
create a meaningful career. Career uncertainty dvtdgicome an opportunity for

them to set a new goal. A certain degree of unicgéytavould then be a positive

facilitator for their career development. In theif&se language, the word crisis
consists of two characters. The first one meansdei®@us,” and the second one
means "opportunity.” Positive cognition as a reactd uncertainty can help students
calm down, create problem-solving strategies, agad Ithem to a new career
direction. Career uncertainty would be a positiw@ing point in such a scenario.

Career counselors should also consider encouragirgnts to be flexible with their
goals so that they can be open to new informattudents are often able to
successfully attain their original career goalsmlany cases, however, students can
benefit from reassessing their goals if they kéepriselves open to new information
and new experiences. This is also a new idea diyremcouraged by positive
psychologists (Seligman & Csikszentmihalyi, 2000).

External and social supports. Information seekind aocial support networks are
two important sources of coping efficacy. Typesnddrmation searching as a coping
strategy include reading literature, magazines, aeli-help books; attending
lectures; and finding electronic resources.

Interpersonal skills and resources are becomingeasingly critical for career
development. The current study found that inteiqueaisnetworks serve as important
resources of coping efficacy when students encountecertainty. In the
contemporary world, people develop competency withe context of collaboration
with others. Communication skills learned are tfarable to different job
environments and are therefore valuable.

Support from family members, friends, professorg] aounselors plays a vital role
for college students coping with the career ungasgtaPalmer and Cochran (1988)
emphasized the importance of strengthening fanolydls to support adolescents as
they make the transition to the adult world, notihgt the support from family
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members and friends was an important source oégelstudents’ coping efficacy. In
our study, some participants indicated that thaygho social support by talking to
parents, friends, professors, and counselors dsawély reading about the successful
stories of others. In the career domain, some @ffitidings suggested that siblings
provide essential supportive functions for an imtlnal's career development
(Blustein et al., 2001). Some siblings even ses/eole models for the individuals in
the process of their career exploration. Givenrthedative proximity in age and the
high likelihood of being involved in each otherare@er development process, a
sibling relationship could serve as an importantree of support when an individual
feels uncertainty in facing the career decisiompdschultheiss, Kress, Manzi, and
Glasscock (2001) analyzed interview data from aigraf urban college students and
identified multidimensional aspects of social suppand role model influences
within their family systems. Such role models imt#d parents, siblings, and other
relatives. McWhirter, Hackett, and Bandalos (19@@ljcated that perceived support
from the father was directly associated with pesigffects on educational plans and
career expectations for Mexican American high sthgds. Other studies also
demonstrated the importance of supportive influenftem parents, friends, and
teachers (Fisher & Stafford, 1999; Paa & McWhirg900). The prominent function
of relational support and family roles in careevalepment was also supported by
Blustein et al. Family supports were also importsmtirces of coping efficacy for
individuals from various ethnic groups (Gomez et 2001; Juntunen et al., 2001;
Pearson & Bieschke, 2001).

Implications for Practice and Research

The nature of the working world has changed comaldg over the last 2 decades
due to the political and economic instability inivian. These changes have caused
more career uncertainties for college studentsethéoung graduates with no job
experience often cannot find a job immediatelydwihg graduation. Many college
students put off their graduation or attempt tao#nn graduate school. The findings
in this study have a number of implications for thieire of career counseling.

It is conceivable that the participants' perceptiboareer uncertainty may reflect the
Chinese culture's emphasis on collectivistic rathan individualistic orientation in
decision making. Cross-cultural psychology positat tculture imperceptibly, yet
powerfully and pervasively, influences human bebaand interaction (Markus &
Kitayama, 1991). Interpersonal resources such eslsskills and contacts will be
increasingly important for college students. Inaatel or incomplete perspective of
oneself, lack of occupational knowledge, and difties in knowing how to combine
self-knowledge and occupational knowledge are thtite important issues in career
counseling.

Gysbers, Heppner, and Johnston (1998) provided lestibomodel for career
counseling. Building strengths is an important fcaof that model, which
emphasized that career counselors have to go begsselssing students' current
statuses and consider how to develop their poteMitchell, Levin, and Krumboltz
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(1999) argued that the nature of the work enviramni® no longer compatible with
the kinds of linear, rational planning approacted have traditionally been used by
career counselors to help clients make decisiodspdan their future. It has been
assumed that chance plays an important role fondimidual's career development.
Helping the clients learn to turn chance events prbductive opportunities would
therefore be an important task for contemporarynselors. Dealing with chance
events is also related to clients' coping efficagunselors can also help students
understand the benefits of mentoring and encourthgen to seek out such
relationships.

Miller (1995), on the other hand, suggested thadraer counseling framework based
on chaos theory may help clients accept uncertaidiychell et al. (1999) also
elaborated the idea of planned happenstance aedexsshat unplanned events are
both inevitable and desirable. Openness to expmgers believed to be an important
attitude that could lead to positive outcome. Wiethie field of career counseling and
development, need to develop career programs toueage college students to be
open to new experiences, enhance career oppoesindnd seek for meaning of
work and life.

Conclusion

The current study examined Taiwanese college stsdgmrceptions of career
uncertainties. Sources of uncertainty, experiengg® at the moment of feeling
uncertain, and coping efficacy are three importasties in analyzing the obtained
data from the open-ended CUQ developed for thidystio summarize, types of
career uncertainty sources included internal/peisoexternal/environmental, and
interactions between the two. Experiences of uacgst consist mainly of negative
emotional feelings. However, existential concerescpived by the individuals could
potentially be transformed into positive thinkingce the individuals attain helpful
insights from dealing with such concerns. Copinficaty is represented by a
threefold framework. To facilitate college studéntsreer development, it is
important to help them explore feelings of uncetiaiand learn how to cope with
such feelings. Facilitative programs of this kirdilel be developed in future studies.

In conclusion, the results of the present studyalg generalizable to the college
students in Taiwan. Further and deeper explordlioyugh other qualitative methods
such as narrative analysis could be conducted tterstand the detailed coping
mechanism toward career uncertainty. Future studirsalso be conducted to further
examine the gender differences or cultural diffeesnin college students' perception
of career uncertainty and coping efficacy. Withpesd to career counseling practice,
it is important for career counselors not to ignoneertainty but to incorporate the
strategies to help college students cope with toetainty.
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7
INCOME: A Culturally Inclusive And Disability-Sensi tive
Framework For Organizing Career Development Conces And
Interventions

Career Development Quarterly Dec, 2005by David B. Hershenson

This article demonstrates how the INCOME model BRveridge, S. Heller
Craddock, J. Liesener, M. Stapleton, & D. Hershan&®02; D. Hershenson & J.
Liesener, 2003), developed with special referemc@drsons with disabilities and
from diverse backgrounds, provides a framework doganizing, selecting, and
implementing concepts from career theories andecanéervention practices. Rather
than using stages or processes typical of existarger development theories, this
framework uses J. E. Helms's (1995) multicultu@aistruct of statuses, which may
occur or recur in any order or combination. Theaéeer statuses in the INCOME
framework, which occur across demographic and alltgroups, are Imagining,
iNforming, Choosing, Obtaining, Maintaining, anditig.

*kkkkkkkkk

Currently, almost a century after being identifesda domain of counseling by Frank
Parsons (1909), the career area encompasses a farugel of theories of career
development and a wide array of facilitative andhedial career interventions

(Liptak, 2001; Niles & Harris-Bowlsbey, 2005). Umnfionately, these theories and
interventions emerged, for the most part, from edéht historical roots (career
theories from personality theory and career intetioes from applied counseling

practice) and so are not consistently coordinatéti wach other (Hershenson &
Liesener, 2003; Savickas & Walsh, 1996). Furtheanquestions have been raised
about the applicability of many career theories gterventions to diverse segments
of the population (based on gender, race, cultbaakground, sexual orientation,
disability status) that were not included in theve&lepment of these theories or
interventions (Arbona, 1996; Curnow, 1989; Fitzégti& Betz, 1994; Leong, 1996;

Pope, 1995; Szymanski, Enright, Hershenson, & §#in2003). Finally, it has been
observed that no existing career development thiscatycomplete theory, let alone a
comprehensive model of the career development psad&avickas & Lent, 1994).

In reality, there will probably never be a singlmified, comprehensive theory of
career development and intervention, because tleercdevelopment process is too
complex, too dependent on the idiosyncratic intewac of personal and
environmental variables, and too contextually deteed. Nevertheless, a common
framework within which to fit both career theorynstructs and interventions that
have been empirically validated (e.g., S. D. BraiRyan Krane, 2000) could be
helpful in systematizing the field and in determopiwhere lacunae exist. Moreover,
to be useful with today's clientele, the framewarlkst be applicable to a diverse
population. This article proposes that the INCOMd&hfework can fill this role. This
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framework was originally developed to conceptualine career development of
persons with disabilities (Beveridge, Heller Cracklo Liesener, Stapleton, &

Hershenson, 2002) and subsequently expanded ire socomake it applicable to

career counseling with diverse populations (Hersben& Liesener, 2003). As

Hershenson and Liesener indicated, "INCOME is idéehas neither a theory of
career development nor a model of career counseling rather as an inclusive
framework to assist career counselors in respongdiygiematically to the great

heterogeneity among those with whom they work"3@6). The framework aims to

be inclusive by (a) including concepts from as wedeange of career development
theories as possible, (b) including both careereltgpment and career intervention
considerations in a common universe of discounse,(a) seeking to be applicable to
diverse population groups. This article seeks tmalestrate the applicability and

utility of the INCOME framework for career counsgjipractice.

Career Statuses

The INCOME framework uses the concept of careetusts (Beveridge et al.,
2002). To understand the utility of this concepheomust examine existing
approaches to career development. On the badmssaéxamination, | concluded that
most theories (other than matching models that dbfocus on developmental
processes, such as Dawis, 1996; Holland, 1992pRsr4909; and Rounds & Tracy,
1990) can be placed into one of two categoriegestaodels or process models.
Stage models view career development as a seriesqofential steps, focusing on
one step at a time that must be substantially aptshed before the person can
move on to the next step (e.g., Ginzberg, GinsbAsglrad, & Herma's, 1951,
periods of fantasy, tentative, and realistic; Sigpefl990, stages of growth,
exploration, establishment, maintenance, and de&gsment; Tiedeman's, 1961,
stages of exploration, crystallization, choice,c#fpeation, induction, transition, and
maintenance). Process models focus on one asptwt oéreer development process
(e.g., early childhood experiences [e.g., Bordimcihnann, & Segal, 1963; Roe,
1957], social learning [e.g., Lent, Brown, & Hadket996; Mitchell & Krumboltz,
1996], the role of values [e.g., D. Brown, 1996¢cidion making [e.g., Katz, 1966;
Peterson, Sampson, Reardon, & Lenz, 1996]) to xeugion or minimization of
other aspects (e.g., intervening experiences, emviental constraints, nonrational
aspects of decisions).

Rather than using either stages or processes, thwitin attendant problems, the
INCOME framework adopts Helms's (1995) concept tafuses, presented in her
multicultural model of racial identity developmentlielms defined statuses as
"mutually interactive dynamic processes by whictpeason's behavior could be
explained" (p. 183). She found the concept of segupreferable to that of stages
because (a) a person could simultaneously "exaititides, behaviors, and emotions
reflective of more than one stage...; (b) ... stagems to imply a static place or
condition that the person 'reaches’' rather than dymeamic interplay between

cognitive and emotional processes...; and (c) eeithheory nor measurement
supports the notion of the various stages as niytaeatlusive or ‘pure' constructs”
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(Helms, 1995, p. 183). Similarly, the concept o&tstes appears to be more
reflective of in vivo career development than stageecause statuses have no
implication that a person must substantially achieme status before progressing to
the next status. A person can skip or return tats, and statuses may recur in any
sequence. Moreover, a person can simultaneouslyn beultiple statuses. The
concept of statuses appears preferable to themotiprocesses because statuses are
more inclusive; that is, a given status can encaspaultiple processes. Finally, the
concept of statuses derives from Helms's inclusiudticultural model of racial
identity development and so may better fit the digepopulations that experience
career development (i.e., women and men, old andg/omembers of minority and
majority groups, persons with and without disal@). Indeed, Helms and Piper
(1994) suggested the applicability of the concémtatuses to the study of the career
behavior of diverse racial and cultural groups meXican society.

The framework proposed here consists of six statusmagining, iNforming,
Choosing, Obtaining, Maintaining, and Exiting, thatials of which form the
acronym INCOME (Beveridge et al.,, 2002). Structufeddback from groups of
counselors to whom these six statuses were pres@rershenson, 2001) indicated
that (a) each of the statuses can be found in &hheec patterns of at least some
members of each of the diverse population groudslanthere does not appear to be
any career behavior of members of any of theserskvgroups that does not fall
within one of these statuses. | next define thesestatuses and indicate concepts
from existing career development theories thatag@icable to each status. Then, |
provide examples of career interventions appropriat assisting a person in each
status. Finally, | discuss the use of this framéwnrcareer counseling practice.

Imagining Status

Imagining is the status in which the person becoavesre that work, occupations,
and jobs exist or that occupations or jobs that@hlee was not formerly aware of
exist. As Beveridge et al. (2002) posited, thistustaincludes three types of
imagining: awareness (e.g., realizing that theuish a thing as work, that there are
occupations such as being a carpenter or a competenork systems manager, and
that these phenomena have direct relevance to lfnesmtasy imagining (e.g.,
playing nurse or firefighter, having adult careaydreams about being in a different
occupation or a different job), and reality-basadagining (i.e., limiting one's
imagining to those occupations or jobs that onesbes are possible in light of one's
belief about one's capacities, resources, and appby structure).

Awareness begins in early childhood, with the obastson of a family member going
to work or doing work at home and by exposure tages of work on television and
other media. Then, at school, children do schodtvasrd homework. Furthermore,
many elementary and middle schools seek to prooaeer awareness, as called for
by the National Career Development Guidelines @&t Occupational Information
Coordinating Committee, 1992). The concept of faytamagining has been
identified by Ginzberg et al. as the first of théree periods of the occupational

98



choice process, by Super (1990) as the first sgbsté his Growth stage, and by
Tiedeman (1961) in the first stage of his Anticipatperiod. As Lewin (1936)
pointed out, it is easier to move on the level afithsy because there are fewer
barriers present. This proposition was supportedGioyzberg et al. (1951), who
concluded, based on their study of boys, that énethrliest stage of the career choice
process "a child is free from any urgency to dedh is occupational choice in a
concrete manner. He can choose any occupation learé fare no limits to his
fantasy” (p. 63). Children engage in fantasy imengjrirom a very early age, and this
behavior continues through adulthood, as may berred from movie attendance
figures. The early onset of fantasy imagining meas parental influence and early
life experience must significantly affect the pregebecause these are the principal
stimuli available to the very young. Therefore,sb@areer development theories that
posit early childhood influences on career develepin{Bordin et al., 1963; Roe,
1957) but have failed to receive substantial erogirsupport in terms of their effect
on adolescent or adult career choices, might weNe useful if applied to the study
of career fantasy patterns in childhood and later These theories should be tested
for their applicability to the Imagining status. &kgy-based imagining is affected by
factors addressed in social learning career thébeynt et al., 1996; Mitchell &
Krumboltz, 1996) in terms of developing values @own, 1996), attitudes, and
expectations about work and occupations that déternvhat the person considers
realistic. Reality-based imagining is also affedgdGottfredson’s (1981) process of
circumscription (i.e., eliminating occupationaleatiatives primarily on the basis of
gender and social class stereotyping). Blau andcBnia (1967) status attainment
theory is relevant to reality-based imagining beeaudike Gottfredson's concept of
circumscription, it emphasizes family social staassa determinant of an individual's
level of occupational aspirations. Imagining statusot limited to childhood but can
be present at any point in one's career. Adolesaedtadult career fantasies and
daydreams fall within this status, as do adolescant adults who become aware of
options of which they were formerly unaware.

iINforming Status

The status of iNforming encompasses attaining tre¢ fwo of Parsons's (1909)
"three broad factors” in the choice of a vocatitfl) a clear understanding of
yourself, your aptitudes, abilities, interests, #@mbs, resources, limitations, and
their causes; (2) a knowledge of the requirememd eonditions of success,
advantages and disadvantages, compensation, oppedu and prospects in
different lines of work" (p. 5). Thus, formal andfarmal self-assessment and career
assessment are major sources of input while thieichal is in this status, as are
obtaining and integrating career information. While the iNforming status,
individuals develop a conception of their work catgncies (i.e., work habits,
physical and mental skills that are applicable orky and work-related interpersonal
skills based on feedback about these competerrapstheir school or work setting
(Hershenson, 1996). Individuals also acquire a eptian of the supports and
barriers to their career progress that both theeigerculture and the local school or
work culture provide. The information about onegéldm family, teachers, peers,
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and employers), about one's competencies, aboutvtnEl of work, and about

cultural supports and barriers determines one'secaself-efficacy and outcome
expectations (Lent et al., 1996). Career self-affjcand outcome expectations, in
turn, serve to filter what career information i&ea in, cognitively processed, and
retained for consideration. Following the exampd¢ By the Myers-Briggs Type

Indicator ("iNtuition" following "Introversion"), his status of the INCOME

framework is identified by its second letter, N aioid having two statuses start with
the letter I.

Choosing Status

Choosing, the third status in the INCOME framewdgkthe status in which the
individual integrates information about self andatthe world of work and selects
an occupation, job, or educational program from rgrihose known to the person at
the time that the choice is made. This status,th@gewith the next two statuses of
the framework (Obtaining and Maintaining), derivenmh Danley and Anthony's
(1987) Choose-Get-Keep model for employment of @essin psychiatric
rehabilitation (Beveridge et al., 2002). The Chagsstatus incorporates the third of
Parsons's (1909) three broad factors in choosiwgcation, "true reasoning on the
relations” (p. 5) between self-knowledge and knaolgeabout occupations. In more
contemporary terminology, this involves the procefssareer decision making (e.g.,
Mitchell & Krumboltz's, 1996, social learning thgoof career decision making;
Peterson et al.'s, 1996, cognitive information pssing model; Tiedeman's, 1961,
pioneering model of career decision making). Givka focus of this status on
decision making, the literature on differences ecidion-making style (Arroba,
1977; Harren, 1979; Herr & Cramer, 1996; Johns@&?,8) and on the validity of
conscious decision making as a construct (Kriesi®@8) is applicable to this
status. This status also encompasses Ginzbergs(1#51), Gottfredson's (1981),
and Super's (1990) concepts of compromise and Supsscess of synthesis in
arriving at career decisions. Furthermore, Masld#@87) hierarchy of needs may
affect the choice process in that higher level saedy enter into the choice only if
lower order needs have been sufficiently satisfiedally, because people generally
seek occupations that they believe will be congrueth their personalities, abilities,
and needs, trait and factor theory (Rounds & Tra®&@0), the most recent iteration
of the theory of work adjustment (Dawis, 1996), dddlland's (1992) focus on
person-work environment congruence are particulapiylicable to the choice made
while in this status.

Obtaining Status

In the Obtaining status, the individual seeks abthios a job, preferably in the
occupation of his or her choice or in as closelatezl an occupation as possible.
This status includes preparing for, implementimg] auccessfully concluding the job
search process (i.e., job finding, networking, nesupreparation, employment
interviewing skills, negotiating). These topics stitute much of the literature on
employment counseling. This status is reflecte8atomone’s (1982) fourth stage of
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career counseling, which involves implementing aeea decision through job
placement or starting one's own business. Thisistat also informed by human
capital theory (Becker, 1964), which concerns pespivillingness to invest in
further training in order to obtain a better payiot after the completion of that
training. Also, accident or happenstance theoryp(@la& Salomone, 1990; Mitchell,
Levin, & Krumboltz, 1999) is relevant to this stafuhat is, unplanned or chance
encounters that catch a person's attention canrbed into career opportunities. The
environment is a major determinant of outcome ie t@btaining status. The
economy affects the availability of jobs in the dabmarket. Also, family,
community, and cultural influences may particulaffect this status (e.g., child care
considerations, transportation accessibility, fgnwbntacts within a company or a
union, institutional racism, affirmative action moés). As Miller (1999) noted, for
members of marginalized groups, the reality of thecupational opportunity
structure and the person's perception of it arequigatly more important
considerations in career development than the pargaerests, abilities, or values.

Maintaining Status

Maintaining status involves the process of adaptimgperforming in, and sustaining
an occupation or a job. This status includes Ssip@990) Establishment and
Maintenance stages. This status involves the dymarteraction between the person
and the environment that is the focus of personrenment (PE) interaction theories
(Dawis, 1996; Rounds & Tracy, 1990). The focuslos$ tstatus on the relationship
between the person and the work setting makes adjdstment theories particularly
applicable to this status. As Dawis stated coneogrhiofquist and Dawis's theory of
work adjustment, "A basic tenet of the theory &t therson and environment attempt
to achieve and maintain correspondence with eabbr'dip. 81). | have posited
(Hershenson, 1996) that work adjustment was the suthree components: work
role behavior (the interaction between the persoam®k personality and the
behavioral expectations of the work setting), tgmkformance (the interaction
between the person's work competencies and the relglirements of the work
setting), and worker satisfaction (the interacti@ween the person's work goals and
the rewards and opportunities offered by the wattirsg). In this status, the work
environment and the cultural context are highlyuantial in enhancing or blocking
successful outcomes. Therefore, organizationalecatteeory (Hall & Associates,
1986) is also particularly applicable to this statéinally, because Maintaining
involves balancing work and other life roles, Stgpkfe-career rainbow is applicable
to this status.

Exiting Status

Exiting, the sixth status of the INCOME framewoirkyolves the process of thinking
about leaving or actually leaving one's currentational situation. Because exiting,
by definition, involves a transition, Schlossberd®84) transition theory is
particularly applicable to this status. Exiting enmgpasses not only getting fired or
retiring but also being promoted to a differentipos or departing voluntarily from
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one's present position to enter a new work setingvocational (e.g., volunteer)
experience. Stressful life event theory and rese@folmes & Rahe, 1967) indicate
that being fired, being promoted, and retiring altestressful events. Several factors
may cause an individual to move into involuntarytifg status, including poor job
performance, employer downsizing, and reaching matomg retirement age.
Voluntary exiting may result from such factors askl of job satisfaction, lack of
opportunities for advancement in one's preseningetbr intolerable conditions in
the workplace. In these cases, work adjustmentriggedDawis, 1996; Hershenson,
1996) are applicable to this status. Maslow's (}198&rarchy of needs may also be
germane to this status in that a job taken toafijarticular level of need may have
succeeded in meeting that need, motivating thevitidal to seek a different job that
will meet a higher level need. For example, anviaiial who became a stock-broker
to meet financial needs might, once those needs hagn met, exit that occupation
and become an artist to fulfill creative, aesthetieeds (e.g., the French
postimpressionist painter Paul Gauguin). An indrgldmay be in the Exiting status a
number of times over the course of her or his caaad may consider exiting while
in other statuses (e.g., while simultaneously naammg one job and imagining
himself or herself in a different job) but then dkcnot to act on it. When exiting
involves retiring, Super's (1990) Disengagemergesia relevant, as is Richardson's
(1993) work on the personal and societal meanihgstioement.

Career Interventions

Having examined the six statuses of the INCOME #&waork and career
development theory concepts that are applicabkeatd of these statuses, | present
some examples of career interventions that arenpettto each status. Because an
individual may be in more than one status at threesime and statuses can occur
and recur in any order (e.g., one may obtain a murabjobs before maintaining any
job; or one can simultaneously maintain one jokagme oneself in a different job,
and seek to obtain a third, still different, jolthe career counselor may have to
engage in interventions aimed at several statutdbeasame time or in rapid
succession. For example, a client who lacks fumdddod or shelter may have to
deal with obtaining a paying job before taking thme to become informed of all
preferable occupational options.

Moreover, the same intervention technique can seifferent functions for persons
in different statuses. For example, interest inogaes can expand the range of
options of which the person is aware for someonthéImagining status, clarify
areas of interest for someone in the iNformingustaharrow the focus for someone
in the Choosing status, suggest related fieldsséoneone in the Obtaining status,
assist in planning next steps in career pathingdéoneone in the Maintaining status,
and ease transitions by suggesting alternativesdimeone in the Exiting status.

Finally, because there is good meta-analyticalenaé concerning the effectiveness

of different components of career interventionsSBrown & Ryan Krane, 2000),
all interventions should be structured to incorp®ies many as possible of those five
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components determined to be most effective: "(1)ittewr exercises, (2)
individualized interpretations and feedback, (3)rleioof work information, (4)
modeling opportunities, and (5) attention to buntgsupport for choices within one's
social network” (S. D. Brown & Ryan Krane, 2000,7d4). Given these caveats, |
present some examples of interventions that addhesssues associated with each
status.

Imagining Interventions

Imagining, as the status in which the person besamare of the existence of work,
occupations, and jobs that he or she was formerdyvare of, suggests the utility of
interventions such as career awareness educatiodedy imagery, exposure to
representations of occupations in one's immediat@ranment and in the mass
media, and narrative approaches to career cougs#tat emphasize career as
constructed life story (Cochran, 1997; Peavy, 199M)e first three of these
interventions provide sources for new awareness tlaa last of these interventions,
narrative career counseling, facilitates the irdégn of newly discovered career
possibilities into one's personal history.

iNforming Interventions

The status of iNforming is concerned with gainingpwledge of oneself and of the
world of work. Relevant interventions include fodmand informal career
assessments and self-assessments; computerizedsetbments; career genograms;
printed, video, and computer-based occupational labdr market information;
feedback from academic and from career and techreclucation courses;
informational interviews; job shadowing; volunteeexperiences; hobbies;
internships; and trial employment.

Choosing Interventions

Choosing is the status in which the person integrétte self-knowledge and career
information that are then available to her or himd,aon that basis, selects an
occupation, job, or educational program. Relevamterventions include the
application of decision-making models (e.g., Dudte¥iedeman's, 1977, model for
career exploration and commitment; Gati, Fassa, @rhiner's, 1995, sequential
elimination approach; Lent et al.'s, 1996, sociagrative approach; Mitchell &
Krumboltz's, 1996, learning theory of career colinge Peterson et al.'s, 1996,
cognitive information processing approach to cagmgeblem solving and decision
making), decision-making aspects of computer-assisareer guidance systems such
as DISCOVER (ACT, 2000) and SIGI Plus (Educatiomakting Service, 1997),
career development courses and workshops, trabferskills analysis, and
counseling or mentoring to address family or pesrsgure and environmental
barriers.
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Obtaining Interventions

In the Obtaining status, the person seeks andrsbtajob in the field of his or her
choice or in as closely related a field as possiBlelevant interventions include
equipping the person with job search skills (laogtjob leads, networking, resume
preparation, job interviewing skills, negotiatingptaining training in required job
skills, using employment or job placement servigesticipating in job fairs and job
clubs, developing and using career portfolios, gaing and advocating against
barriers, and converting trial or probationary emyphent into a regular job.

Maintaining Interventions

Maintaining status involves adapting to, performingand sustaining an occupation
or a job. Applicable interventions include life echnalysis, career coaching, career
pathing within the work organization, using feedbdmm performance reviews,
participating in job-related continuing educatideyeloping and using new skills as
required by changes in the way the job is perforngedsultation with and advocacy
on the part of the person's employer to improvejdhesite or working conditions,
and supportive follow-up with former career clients

Exiting Interventions

Exiting status involves thinking about leaving artwally leaving (voluntarily or
involuntarily) one's current position. Relevantementions include job change
counseling; transition counseling (Schlossberg4).98nd, possibly, grief counseling
in the case of involuntary exiting. Because exiimdrequently stressful, even in the
case of a promotion, stress management training eayeeded. If the postexiting
goal is retirement, applicable interventions in€ugbreretirement counseling
(Richardson, 1993) or retirement counseling (JetSm=ait, 1993).

Applying the Framework

In applying this framework to select an appropriatervention, the counselor must
address three considerations. First, in which INEDOBtatus or statuses is the
individual engaged, and in which of these statuseshe problem located? A
corollary to this consideration, if the individual having simultaneous problems in
more than one status, is which should be addrdgsédr should they be addressed
simultaneously? The answer to this will depend loa telative severity and the
interaction of the problems, as is the case inygés of counseling. That is, the
decision on whether to first address the most sepesblem, the easiest problem to
solve, or the problem that is basic to the widasgge of other problems depends on
the client's personality and life situation. Secowtien a career problem exists in a
particular status, is it primarily caused by fastavithin the individual, by factors
within the environment, or by a combination or mamion of the two? Career
development inevitably involves the interaction viln the individual and the
environment. Family, school, peer group, work gsegitisubculture, and society
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provide expectations, values, options, barriersl @wards that largely shape the
goals and course of the individual's career devatyg. At the same time, the
individual's capacities and internal career ageiiiter and reshape environmental
influences. As Rounds and Tracy (1990) noted, "fitueess of PE fit is reciprocal,
involving the individual shaping the environmentaintext and the environment
influencing the individual” (p. 18). Third, what giee of intervention is needed to
resolve the problem: facilitation or remediatione(shenson, 1969)? Facilitation
involves supporting natural career development ggses to take their course, such
as telling a student or client who is in the iNfang status about the Guide for
Occupational Exploration (Farr, Ludden, & ShatkR01l) or other sources of
occupational information, or helping a person ia Mbtaining status prepare for a
job interview. Remediation, however, involves woikwith the individual to change
behaviors or environmental factors that impedeitkié/idual's career development
process, such as helping a student or client in Gheosing status deal with
domineering parents who are pressuring the persorenter an inappropriate
occupation or working with the employer of a womarthe Maintaining status to
eliminate a corporate glass ceiling.

Using these considerations, interventions thaappropriate to the client's problems
in each respective status can be selected. Forpeamdisplaced homemaker may
have to deal with issues of giving up her formee r(Exiting), determining her
marketable skills and the workplace options thataen to her (iNforming), finding
a job to meet her immediate financial needs (Obtg)n and then Maintaining that
job while Choosing one more to her liking. Usinge tlheoretical constructs
associated with each of these statuses as anl ioftecklist, the counselor can
explore the client's issues in each status. Faarieg, as the client is in the Exiting
status, is she having problems with making the sitemm, with stress, or with
grieving for her lost role as a homemaker? Onceithdetermined and the primary
locus (in the person, the environment, or PE icteva) and severity (requiring
facilitation or remediation) of the problem havesbeascertained, status-appropriate
interventions suggested by the framework can béiexpprhus, the counselor may
use Schlossberg's (1984) transition counseling cggbhr or stress management
techniques to assist this client to deal with Egtissues, may direct the client to
self-assessment instruments and to local labor ehamkformation to address
INforming issues, and may help the client prepafarational resume to assist in
Obtaining a job. Then, the counselor could offgpmmrtive counseling to help the
client Maintain herself in her current job whileathding the client decision-making
skills so that she can Choose a personally fulfilloccupation. Each intervention
should incorporate as many of S. D. Brown and Rgeame's (2000) components of
effective career interventions as possible. Fomgta, the decision-making skills
training could include written homework, occupatibnnformation, personalized
feedback, and modeling.
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Conclusion

The INCOME framework was designed to be inclusivat is, to use constructs
applicable to diverse clients (men and women, yoand old, different ethnicities
and sexual orientations, minority and majority ordt backgrounds, with and
without disabilities), to encompass concepts fromwide range of career theories,
and to suggest a variety of career interventionpliegble to each status.
Furthermore, the INCOME framework allows researshéo put theoretical
constructs of career development and career imgores into a common frame of
reference. The framework itself, its six constitustatuses, the actual relevance of
the suggested interventions for each of thesessafland the extent of applicability
of the framework across diverse populations neebdetempirically tested. At the
same time, because INCOME is intended as a frankef@ororganizing as broad a
range of career theory concepts and interventiangassible, it would not be
consistent with its function to compare the INCONtEmework with any single
theory or intervention. Part of the rationale faogosing INCOME is that no
existing career development theory is a completd aomprehensive theory
(Savickas & Lent, 1994) nor is there ever likelyb® one. Moreover, by grouping
constructs from a variety of theories within a #ntNCOME status, each status is
necessarily broader in scope than any individualcept from any given theory.
Interventions are only to be included within theCRME framework if their
effectiveness has been empirically demonstrateds,Tthe INCOME framework is
not intended to replace any career theory or ieteen. It is not in competition with
them but seeks to integrate and enhance their iboiitns. When alternative
frameworks are proposed, however, the merits of IGOME framework should be
tested against them.
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8
The Internationalization Of Educational And
Vocational Guidance

Career Development Quarterly, Sept, 2005by Mark L. Savickas,
Raoul Van Esbroeck Edwin L. Herr

The authors identify and discuss the main themes fthe discourse on the
internationalization of educational and vocatiogaidance at the 2004 Symposium
on International Perspectives on Career Developmeosponsored by the
International Association for Educational and Vama&l Guidance and the National
Career Development Association. Participants fro®@ dountries discussed
international perspectives on and comparative feataf educational and vocational
guidance. They concentrated on issues of desigmagadapting models, methods,
and materials for career education and counselihgee additional themes revolved
around the importance of public policy initiativeésining enough practitioners to
meet the growing international need for career isesy and the promise of
information technology for expanding the deliverly elucational and vocational
guidance and for supporting career counselors.

kkkkkkkkkk

Globalization of the world's economies is causingide cultures to become more
alike through trade, immigration, and the exchaofénformation and ideas. It is
also changing the way the world works. Today, imdiils around the world are
experiencing a transformation in forms of work, tlkecial organization of
occupations, and the personal experience of cafelers, Cramer, & Niles, 2004).
This break with past practices in the work worlds Heeen accelerated by rapid
advances in information technology and the ememgeridknowledge societies. In
response, educational and vocational guidance ipeactin many countries are
changing to better assist the world's workers adaptheir new situations. As
occupational roles have become more alike in diffecountries, guidance practices
in these countries have also become more similais growing similarity among
guidance practices in many countries has made #siple to envision the
internationalization of educational and vocatiorlidance. This international
perspective may be evolving, in part, because nootmselors are receiving their
training abroad and more counselor educators saadahg international conferences
and studying abroad. Through the exchange of irdtion and ideas in international
journals, Web sites, and national conferences witarnational participants, the
internationalization of guidance even touches celans who choose to stay at
home. Internationalization of guidance denotes phecess of designing career
interventions and services so that they can betedafor local use in various
languages, regions, and cultures. Internationalizgaplications of guidance
interventions should be easily adapted to the oustand languages of users around
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the world. The localization of these practicescaidirse, requires the addition of local
components, data, and sensitivities.

The internationalization of guidance differs fromogs-cultural and multicultural
approaches to guidance. A cross-cultural approgammes how cultural differences
in developmental, social, and educational expedsnaffect both individual

vocational behavior and career guidance practi&asulticultural approach seeks to
transform guidance so that it critiques and adéwssolistically current

shortcomings, failings, and discriminatory pradicen career services while
advancing social justice and equity. We view crog$dral guidance as comparing
features between countries and multicultural gusdams comparing features within
countries among diverse groups. In comparison rnate@nalization of guidance
deals with the process of "globalocalization,” whimeans importing general
knowledge about work, workers, and careers and tmbapting it to the local

language, customs, and caring practices of eadhtigo{Bavickas, 2003).

To promote the internationalization of guidances thternational Association for

Educational and Vocational Guidance and the NatioBareer Development

Association cosponsored the 2004 symposium on riatiemal Perspectives on
Career Development. The articles in this specglasreport the contributions made
by the participants at that symposium. The goathef symposium was to initiate
dialogue among specialists from 46 countries aliogrnational perspectives on
public policy, resource commitments, theoretical dels, delivery methods,

deployment of practitioners, and intervention ouotes. The structure of the
symposium relied on seven working groups who initeemtly convened to hear an
invited address or plenary session. Participandstbdimit themselves to remaining
in one discussion group for the duration of thea®-theeting. This limitation meant
that no single individual had a good overview oé ttontributions from all the

groups. The lack of overview is redressed to soamgek in this special issue, which
makes available a summary of the contributions emcerns of each group. In
addition, this special issue concludes with a surgnma the summaries that

identifies and discusses the main themes that esdefgom the participants'

perspectives on, thoughts about, and worries ower ihternationalization of

educational and vocational guidance.

Certainly, as reported by Feller, Russell, and Waid (2005), the symposium
reflected the growing international interest in emar development and planning
programs. This is due, in part, to the globalizattd economies that affects where
work can be found and who has access to it. With ékpansion of the global
economy, an increasing number of world workers seeking educational and
vocational guidance for themselves and for themili@s. The symposium provided a
forum for colleagues from 46 countries to discuss turrent status and future
possibilities for educational and vocational guicaround the globe. By design of
the organizers of the symposium--Raoul Van Esbroso#t Edwin L. Herr (the
second and third authors of this article)--the asstons were focused on general
issues of international interest rather than orti@dar concerns within specific
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countries. Attention was focused on having guidape#essionals from different
countries engage in dialogue about mutual problemd how they might be
addressed. Part of this sharing involved the exgbanf models, methods, and
materials for direct service delivery. In additibm issues of service delivery and
professional practice, much discussion concentratedhe importance of public
policy work. A third concern that drew much attentidealt with the training of
practitioners to meet the growing internationalchése guidance services.

Counselor Shortages and Training Issues

One of the most significant issues raised by thdigg@ants in the symposium
concerned the shortage of counselor training progrand professionally trained
counseling staff to deliver career services to \itlials who need them. Many
countries that are developing their guidance sesvieport that there is a serious
shortage of trained counseling staff to meet tredaef their citizens (Watts, 2005).
There appears to be a need for countries with fidaleloped training programs to
share the expertise of their counselor educatodsnaaybe even adopt a train-the-
trainers approach to enlarge and improve the cdamdeaining programs in
countries where counselor training programs areljaginning. This training could
be best provided by counselor educators taking ampporary residence in the
countries they are serving. As discussed duringsimposium, a model in which
universities with advanced programs in counseloucation and those with
beginning counselor education programs form linkageght prove quite effective.

The shortage of career counselors, or maybe laclowhselors interested in careers
work, is problematic even in countries with numerouell-developed counselor
education programs, because these programs oftkrd@nin their curriculum just a
single course on career development and couns@fiagung, 2005). In the United
States, for example, counselor education prograwiich once centered on
vocational guidance, have marginalized career deweént training (Watts, 2005).
A surprising number of counselor education progrdmsiot have a faculty member
with a specialty in career counseling; this resintthe career course being taught by
adjunct faculty or by 1st-year assistant profess@&ren in the United States, a
surprising number of counselor education programgeha single course at the
master's-degree level and no course at the dodewal. Part of the reason for the
omission of career counseling from the mission ainyn counselor education
programs seems to be that their students want td'therapists,” not career
counselors. This accounts for the strong interesse program have in producing
marriage and family counselors, psychotherapistsl mental health counselors.
Practitioners in these specialties often do nale/étaining in careers work.

To address this estrangement between counseloatedsi@and career counselors, the
National Career Development Association and theoéission for Counselor
Education and Supervision have formed a joint cassian. Despite the efforts of
this commission, led by Sunny Hansen and Dennig€lgels, at this point in time,
training in the techniques and tools of career seling appears to be in incipient
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decline in the academy. Because the need for cacegrseling in the United States
Is not declining, a new discipline has grown tovle career services, namely career
coaching. Another response to the need for caszeices is cybercounseling. Career
coaching and cybercounseling have emerged as newpatons in the opening
created by the gap between the societal need feercaervices and the disinterest of
the counseling profession at large. Hansen (2088png others, has lamented the
"deprofessionalization” of the career counselimdgdficaused by the anyone can do it
mentality of "substitute practitioners" such aseesrcoaches and cybercounselors.

The Promise of Information Technology

Given the shortage of trained counselors, someviohaiils and countries look to
technology to fill the gap (Watts, 2005). They m@mive a need to maximize
technology's potential to serve an ever-expandeigos career development needs
(Feller et al., 2005). Although technology certgihas the potential to be a great aid,
the greatest disparity in career service delivenprg the countries participating in
the symposium concerns access to information tdogposuch as the Internet, CD-
ROM, and computer-based career guidance progranasyMf the participants
reported that the citizens in their countries haditéd access to information
technology (Hartung, 2005).

In countries where access is widely available, idd8pwlsbey and Sampson (2005)
pointed out that hardware is advancing more quitikdy the conceptual applications
of it in educational and vocational guidance. Wissl delivery, broadband, and
handheld devices make it possible to deliver cameg®rmation or guidance at a
place and time that meets the needs of diversatsliddvances in the conceptual
foundations laid by past and present systems stijgetsn the future career decision
makers will have ongoing access to records in wiiddy have stored personal
information, assessment results, educational ga$fowork histories, occupational
databases, decision-making algorithms, and motigaiiudio/video programs. As
one example, Richard (2004) and his colleaguediatAssociation of American
Medical Colleges have already implemented just sushistem. Starting with the 1st
year of medical school and running throughout tleaireer as physicians, doctors
will have available on the Careers in Medicine V&b a personal cumulative record
of their career assessment results, educationatfopoy work history, and
occupational information.

Another exciting application of information techagy to careers work is being
developed by Bimrose, Hughes, and Brown (2004 )nigl&d. They are constructing
Web sites that support career counselors. In duesepcareer counselors will have
available Web sites that provide access to labakebanformation, educational and
training information, research-driven guidelinesowb best practices, guidance
materials, continuing education programs, and naaddr forums for discussing
current issues.

115



Although there is growing excitement about the #agpibn of information
technology to career service delivery, some paaditis urged caution because
several ethical issues arise when using the Intéondeliver computer-based career
guidance and counseling (Harris-Bowlsbey & Samp&26005). In particular, there is
concern about the quality of the assessment amdniation resources provided on
some Web sites as well as about the quality ofieesvprovided at a distance by
practitioners with limited awareness of local caiwdis, events, and cultural issues.
Although there was extensive discussion of theeissf both counselor training and
the use of information technology, by far the mestely discussed issues dealt with
the models, methods, and materials for providingicatonal and vocational
guidance.

Internationalization of Guidance Theories, Techegjwand Tools

A major topic was the export and import of caremurseling models, materials, and
methods. At issue was the appropriateness of adpiteories, techniques, and tools
constructed for use in one cultural context for use different cultural context.
When a country begins its investment in providirggational guidance, the early
practitioners often import and then adapt the nmmdelethods, and materials that
they have seen used successfully in other countvidsle these adaptations are
useful, they have limitations. So, in due courke, gractitioners begin to design and
develop indigenous tools and techniques that betiértheir culture and express
their preferred ways of providing help to others.

Many of the participants in the symposium agreedl tthe major international
challenge in this regard is to bring forward whaishmeaning beyond their
immediate settings and is common across culturescf@rd & Lenz, 2005). This
often means that counselors in different countuss the same constructs but that
they develop local linguistic explications and @iemal definitions of those
constructs. For example, some counselors have tegpathe Career Maturity
Inventory (Crites & Savickas, 1996) and found ib®useful in their country yet not
as useful as they had hoped it would be. Rather djacting the construct of career
choice readiness because the Career Maturity lowertid not work as well for
them, they refine the construct of career choi@ireess in ways suited to their
context and then devise inventories and tests @suore their new definition of the
construct. Savickas (2003) referred to this proessglobalocalization.” Constructs
such as readiness, interests, and abilities usaadlyrelevant, but counselors must
apply them with culturally sensitive measures aratemals. After adapting general
knowledge from other countries, it seems that celans in many countries that are
just now originating career services then develew and innovative models based
on their own experience.

Theories

The need for new models, methods, and materialsapig originates in the diversity
of societal questions that have progressively eaterqn the field of career
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development and self-construction. Consideratioem$temic issues has prompted
the adoption of new ways of viewing old problemsnfgtimes the problems look
quite different through the lenses of constructivisaction theory, and systems
theory than they do through the lens of logicaligpasm. This new look has
prompted emphasis on context and cultural diversityluding both cross-cultural
and multicultural concerns. It has also promptedave away from grand theories
and metanarratives to more specific models and kwawledge. In response, new
models for educational and vocational guidance heneerged. Newer models
discussed at the symposium included action thesejf-construction model,
transition model, dynamics of entering the work&roarrative in career guidance,
dilemma approach, interactive identity constructiamd paradoxical theory. All
these theories recognize culture and context amghasize self-construction and life
planning more than matching and making a choice.

Techniques

These new models have each advanced interventiain ishmore holistic and
comprehensive. An emphasis on viewing career dpusdnt in the context of other
important life roles and from a perspective of tifie span was an obvious theme
repeated throughout many papers and discussiortheatsymposium. There is
burgeoning awareness worldwide that career devedapns no longer just about
"getting a job." In fact, it is more about learnihgw to live a full life in which a
career is only one aspect (Feller et al., 2005)c&@irse, this holistic emphasis calls
for more counseling and less guidance (Guicharde&z, 2005), yet there are not
enough counselors to provide this service.

The group led by Feller et al. (2005) identified sonsiderations when designing or
adapting career interventions to a new culturatexdn (a) sensitivity to the values
and belief systems of the individuals who will lexv&d; (b) appreciation for their
social expectations about work roles; (c) attentimkey decision-making points and
transitions in that society; (d) understanding #ewonomic climate in terms of

globalization, unemployment, and political stalilife) regard for the available
resources and support from governments and inetigjt and (f) design of

implementation methods that fit public policy, lbgaactices, and availability of

information technology.

Tools

The group on assessment, led by Watson, DuarteGiavih (2005), emphasized the
difference between using psychological inventorigsch as those that measure
personality traits (e.g., the Self-Directed Seatdbjland, 1994) and psychosocial
inventories (e.g., the Career Maturity Inventoryit€s & Savickas, 1996) that
measure adaptation of the person to the commutavi{n, 2004). The group
focused on the issues of cultural validity andualt specificity in career assessment.
Watson (2004) examined Leong's (1996) descriptiothese terms. He concluded
that most attempts to address the issue of culturareer assessment had focused on
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cultural validity that is, validating the use ofrear tests with different cultural
groups based on Westernized theories of constaarcurrent, and predictive
validity. Watson argued for more use of Leong's edad cultural specificity, that is,
the exploration of concepts, constructs, and motleds are specific to a cultural

group.

In that same discussion group, Duarte (2004) as$dhtat defining career tests as
culture fair, culture free, or culture reduced wastdated. She proposed that
ecological validity was a more useful concept thahure itself. This implies that to
assess behavior in a particular culture, test ogvaént should be based on situation
sampling (defining the relevant and observable @spef a particular career
construct), function sampling (refining test itemmsterms of how they could be
operationalized within a specific cultural contex@ind the identification of
differential variables and context information (fexample, patterns of cultural or
subcultural rewards).

The Role of Guidance Practitioners in Public Polimyiatives

A final thematic thread that ran through the préstgons and discussion at the
symposium was the importance of viewing educatiamal vocational guidance as a
sociopolitical instrument for advancing nationaktgo Goodman and Hansen (2005)
identified a conclusion that emerged strongly freiriually every presentation in
their group's discussion. There is a gap, ofterfiopred, between policy and reality.
Although every nation about which they heard hadi#dble policies and had made
genuine attempts to assist its citizens with cadeselopment, many individuals do
not have access to quality services or, in mang;asy services at all.

Both Plant (2004) and Watts (2005) pointed out thatance plays a role for both
the individual and society--a classic pair of pexwes. These two views should
complement each other, but often they do not. intistory of guidance, the two
views were called "guidance" and "selection.” Tqdée proponents of each view
may be pitted against each other in debating issibeman resources development
versus social inclusion. Guidance must straddle fimece between fostering
individual development and economic developmentvelibeless, guidance has its
historical roots and contemporary commitments ie #gocial welfare work of
supporting and helping the socially excluded whearrisk because they are poor or
disabled or are immigrants or the "wrong" raceet. #\t the same time, educational
and vocational guidance workers are employed bietsdanstitutions that serve the
greater good in terms of economic development. Thuslance professionals must
actively advance public policy initiatives and ihgional reforms that serve both
individuals and society.

Related to this concern, Plant's (2004) group eraththe enduring question of how
can we ensure access to career services for alidndls and groups. Participants in
the symposium worried that economic competitiorthi@ global marketplace might
be increasing social exclusion and exacerbating grablems caused by such
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exclusion. Plant asserted, rightly, that a wayaduhis is the strategy of "upskilling"
the labor force through the use of a lifelong l@agrperspective. What is needed is
"education, education, and education.”" Guidanceahassotal role to play in this
strategy by helping people to access training ahataion, to unfold their potential,
to have their real competencies recognized ancedited, and to offer them support
services as they traverse their life-long learrmpagh. This may be done by offering
outreach guidance services to workers who may bislgtlow paid, or low skilled.
To create better access to guidance for thosesin of social exclusion, these
services should be provided in the actual workplatcguidance corners staffed by
educational ambassadors and learning advisersri@ffeducational and vocational
guidance services in community-based sites and @atkplaces would enable
guidance to play a more significant role in ternigosmulating and implementing
social inclusion policies. Locating guidance seegioutside schools and universities
would also address the problem of the servicesdawmtg widely available to adults
(Watts, 2005).

Conclusions

The main conclusion of the symposiasts was that #mgagement in dialogue about
international perspectives on and comparative feataf educational and vocational
guidance around the globe provided a comprehensiderstanding of the issues
faced by scholars and specialists concerned with ititernationalization of

educational and vocational guidance. This symposhatped to establish a new
network of practitioners and professors who areredted in the internationalization
of guidance to meet the needs of world workers iglabal economy. As they

returned to their home countries to continue thark, they brought fresh ideas and
enlarged perspectives to their colleagues and tslidrurthermore, their thoughts
about the problems and prospects for internatiedicational and vocational
guidance have sharpened the field's focus on wbialidcbe done to expand and
improve career services for the world's citizend amfurther the debate about the
internationalization and localization of the careeunseling profession itself.
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9
Career Theory From An International Perspective

Career Development Quarterly, Sept, 2005by Jean Guichard Janet Lenz

The Career Theory in an International Perspectreei highlighted 7 approaches:
action theory, self-construction model, transitimodel, dynamics of entering the
workforce, narrative in career guidance, dilemmpragch, and interactive identity
construction. Three main characteristics appeabe¢ocommon to these different
contributions: (a) emphasis on contexts and cululikeersities, (b) self-construction
or development emphasis, and (c) a constructiviggrspgective. Such
conceptualizations are quite distinct from the mdtghand tools most often used by
career and school counselors in their daily astisitA proliferation of models was
noted. The need for new models, methods, and rakterobably originates (a) in
the diversity of societal questions emerging in fibéd of career development and
self-construction and (b) in some differing poiats/ziew regarding goals of personal
and career development interventions.

kkkkkkkkkk

Career theory provides a foundation for personat arareer development
interventions. These interventions aim to help pedimd answers to personal and
career development questions that stem from thietabcontext in which they live.
For example, in Western societies during the ttammsifrom a predominantly rural
society to a predominantly industrial society au®00, a key focus was helping
young people find suitable apprenticeships. Thendieis that societies give to
these career questions lead to two consequencetheOone hand, these questions
differ from one culture to another. On the othendhan industrialized societies, the
questions evolve along with the contexts in whitdytare expressed.

The questions that society submits to individuggarding their fundamental life
choices are likely to differ significantly in "inddualist” and "collectivist” societies.
An example of these differing points of view wasnsned up by Hofstede (1991) in
this way:

Individualism pertains to societies in which th e ties

between individuals are loose: everyone is expected

to look after himself or herself and his or her

immediate family. Collectivism as its opposite

pertains to societies in which people from birth

onward are integrated into strong, cohesive in-

groups, which throughout people's lifetime continue

to protect them in exchange for unquestioning

loyalty. (p. 51)
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Hofstede (1991) pointed out that today's indusheal societies are, as a whole,
individualist ones. In these societies, two mapmtdrs played an important role in
the evolution of career counseling questions duttireg20th century--transformations
of work organization and employment distributiorddhe development of schooling
and school systems (Guichard, 2003). It seemsthieat is a link between forms of
work organization and career development questidosording to Touraine (1955)
and Dubar (1998), three major forms of work orgatians successively emerged
during the 20th century. Concurrently, three mageer counseling questions were
expressed. The career guidance question, inducétebypccupational work system”
that dominated at the beginning of the 20th centwas, "How can individuals be
helped to find an occupation that fits them be3t® "Taylorist” work organization,
which began to develop in the 1920s, led to anotipesstion, "How to help
individuals find a job setting that fits them bésihe "technical work system,"
which developed as a consequence of automatioripladhird question, "How can
individuals be helped to capitalize on their dieerexperiences and define
occupational and personal plans?" Most recentlg, dglobalizations of economies
and work prompted a growing instability in peopletcupational and personal life.
This led to a new question, "How can individualshieé¢ped to cope with the multiple
transitions they face during the course of théa?Ii

Schooling, which increased considerably during 2@h century in all wealthy
societies, became more differentiated in thoseetiesi because of a need to enroll a
growing number of socially heterogeneous pupilscaBse of this development, a
new question was submitted to each student andyfathich kind of education or
training should | choose, considering my schoolltesand interests; explicit and
implicit rules for allocating students in the diéat tracks, schools, subject matters,
training, and so on; and my personal and familyeetqtions regarding my future
social and occupational positions?" This questamhtb a more specific counseling
question, "How can students be helped to make sutgtision?"

These five societal questions may be combinedarttcoader question, representing
the current view of the societal issues relatingpéosonal and career development
interventions. It may be phrased thus, "How canhet individuals direct their
lives, in relation to the contexts in which theye a@ambedded?" This synthetic
guestion encompasses all previous questions. Iteages issues that relate to the
"choice" of a career, the integration of a workuaiion, the development of
competencies, and the coping with transitions aauogiin the person's personal and
professional life.

Career theories can be considered as reconstruofidhese different questions
within the framework of certain scientific modelsganing that in each case, the
initial societal question is "re-elaborated” orrtfalized." "Formalization" should be
understood here in the sense of a conceptual reaotisn according to the state of
the art in the field of social and human scienddmt is precisely what early career
theorists and practitioners did with the questitigw can we help individuals find
the occupation that suits them best?" They recocistd it in the form of the
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following scientific one: "How can we best matchdividuals and occupations?"
Their answer was in terms of capacities, interestd,values.

These differing questions guide the positioninga&th contribution presented as part
of Group 1's focus, Career Theory in an Internaid®erspective, in relation to the

other presentations. These contributions diffemfreach other along two major

dimensions. The first dimension is the oppositicgtween the approaches that
consider the diversity of cultures and the appreadhat are embedded in the culture
of today's industrialized countries. The secondirditon concerns the target of a

given theory: Is it focused on occupational acyivir does it consider personal

construction in all its aspects? As will be seamjrdy the symposium the primary

emphasis was placed on this last view.

Articulating Universal and Local Considerations

During the symposium, Richard Young (2004) and J&aichard (2004; the first
author of this article) each presented general tsoder understanding the
intertwining of universal and particular phenomemal processes that determine a
career.

Cultural Sensitivity, Action Theory, and the Hetigs of Theory

Young's (2004) analysis stemmed from the obsematiat many counselors face
localized, culturally specific issues pertinenttiheir clients' career development. If
career theories and the interventions that flowmmfrthese theories are to be
meaningful and used by counselors, they must tefiteccomplexity and specificity
of their culture. This issue of whether career thesoshould be more culturally
sensitive arises in the context of increased allttwntacts between peoples, the rise
of multiculturalism within national groups, the gih of globalization as an
economic and political force, and dissatisfactionthwapproaches to career
development that do not explicitly address cultufbere are several ways that
cultural diversity makes certain aspects of catieeory problematic--particularly the
ethnocentric view and the "time-boundedness"” of thareer construct,
epistemological paradigms that reduce culture teadable to be controlled, the
discourse of globalization that may have the effdfcharmonizing theories across
cultures, and career theory's highly individuatistrientation.

The attempt to make career theory more culturahsgive hinges on distinguishing
between grand theories that take a universalisipgetive and the particular theories
or local narratives that are more culturally respo&. The challenge is to find what
is common across cultures in such a way that Ipedli particular theories have
meaning beyond their immediate setting. Understandiheory as a heuristic that
both counselors and laypeople use in their everydag enables us to connect
culture and career in a new light, one that illua@s more culturally sensitive
conceptions of career.
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The contextual explanation of career from the pmsBpe of action theory is based
on the notion that, regardless of culture, peophesons are goal directed. The
construction and coalescing of actions over the lmmm are termed career, which,
in turn, provides an important link to culture. @ué represents ongoing,
intergenerational, shared, and joint processes tb#éct actions, projects, and
careers.

Using this broad conceptual approach, action thpaoposes the following six steps
to more culturally sensitive career theories, tleothat will, by their nature, be
localized and particular. The first two steps orierdividuals to these processes:
understanding culture as a fluid and dynamic padsactions (and careers) and
establishing links between career and culture l®yngethat culture and career are
complex, higher order constructs, both incorporptintion. At the specific level, one
begins with the narrative and folk explanationst i@ unique to the culture and
show how meaning is constructed over medium angeioperiods of time. To bring
this process beyond just narrative, a further sgepo observe naively in local
communities to uncover the specific behavior, ititerality, and meaning of career-
related actions. Furthermore, recognizing ongoiraggsses reveals the projects and
careers that are constructed from observed actadsin which larger and larger
social networks participate. Finally, subjectingveaobservations and reports of
ongoing processes to systematic analysis shifts bgs for these theories to
sophisticated and detailed descriptions of actio grojects consistent with
conceptualizations and evidence.

Self-Construction

In his self-construction model, Guichard (2004)oabsticulated some universal
human characteristics and phenomena that are ptoggven societal contexts. The
analysis combines three fundamental proposals.fif$teproposal is a sociological

one that stresses the history of individuality,ttis of individuals conceived as

autonomous beings endowed with an inner sensevidludils construct themselves in
a specific way, in relation to specific modes datieg to themselves that prevail at a
given moment, in a given society (Foucault, 198388). Each society is

characterized by an identity offer of various sbcetegories (e.g., gender, religion,
occupation, typology, characterology); each indrald can recognize herself or
himself and/or recognize others as belonging to onenore of these categories
(Dubar, 1998). This identity offer is more or ledwersified, depending on the

dictates of the individual's society. In indusidaet societies and a global economy,
this identity offer is diverse and evolving. Eacoldividual is engaged in a continuous
self-reflecting activity. Individuals construct theelves according to several
different self-relating modes in relation to thentaxts in which they interact.

Psychologists speak of a plurality of "self-consgmnd sociologists of a "plural

(wo)man."

The second proposition, a cognitive one, stateshibeause of their interactions and
interlocutions in a given social context, indivitRiaonstruct, in long-term memory,
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cognitive structures that allow them to organizeirttconception of others and
construct themselves. These structures can belddiatity frames. These identity
frames are relative to all kinds of social categsri gender, religion, sexual
preference, occupation, and so on. Cognitive fraanesstructured sets of attributes
that have default values (Minsky, 1975). The ddfaallues of identity frames'
attributes are social stereotypes (for examplegfault value "masculine” given to
the attribute "gender" of the identity frame "eregn’). These frames create in
people's minds a system of (cognitive) identityrfess. This system constitutes this
individual's internalized representation of thenitiky offer of the society in which
she or he interacts. As with any cognitive strustuthese identity frames are
substrata of representations, judgments, and a&ctibhey are the grounding of
others' perception and of self-construction in tdgnforms. An identity form
constitutes a "view" of some other individual oself-construction, according to the
structure of one of these frames. Subjective ithefdrms are forms in which a given
individual sees and constructs her- or himselff-&ahstruction, in a particular
subjective identity form, leads to giving some [aar default values to the
attributes of the underlying frame: the individtialentizes" herself or himself (Tap,
1980).

The last proposition, a dynamic one, contendshbatan conduct cannot be reduced
to a simple reproduction of internalized behavidemrned during previous
experiences. The dynamism of the self-construgbimtess originates in a tension
between two fundamental types of reflexivity. Reiffle self-anticipation describes
the primordial process of relating to oneself, whatan (1977) termed the mirror
stage. Around 12 to 15 months, before masteringuage, the child creates a
primordial mode of relating to oneself, in whichesbr he anticipates herself or
himself in a deceptive image (as the image in tireom--an autonomous and unified
individual--when, in fact, the child still experiegs herself or himself as dependent
and multiple. Thus, in this primordial mode of teig to oneself, the "me" present is
created as oriented according to an imaginary éutu¥ This primordial reflexivity

is temporally oriented and creates the dynamisitih@findividual. It constitutes the
foundation for future identifications (of self-cangction in certain subjective
identity forms). It is a "dual" relation to oneselbecause it is not fundamentally
mediated by others: It is instead an "I-me" refléyi

The "trinity reflexivity" of the "person dialogicalnterpretation” (I--you--s/he;

Jacques, 1991, p. 52) constitutes another modelafian to oneself. The trinity

reflexivity implies the three positions of "I," "wd and "she/he" that is language
mastery. "Person" is defined by this internal aeaxal trinity dialogue that consists
of an ongoing circulation between these three jost (a) "I" who enunciates

something to "you," (b) "you" who answers "I," af@)l "she or he,"” who is spoken of
by the two dialoguing "yous." Fundamentally, selfisciousness is "trinity,"

grounded in a dialogue articulating these threeitipos. It is a process of

"personalizing”--a process of self-constructiorageerson in a society of persons.
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Help Clients Cope With the Problems They Face

Five contributions to the symposium were focusedmarvention models to help
clients cope with the problems they face. Each rhieders to some specific societal
contexts; nevertheless, they do not exclude passidlaptation for use in other
cultures. These contributions were (a) the tramsitnodel by Nancy Schlossberg
(2004); (b) the practical implications of reseamh dynamics of transitions in
Switzerland by Jean-Pierre Dauwalder (2004); (& tise of narrative in career
guidance in the United Kingdom by Hazel Reid (20@d) the dilemma approach by
Wouter Reynaert (2004); and (e) the Argentine pwkoeducational, and career
development programs by Diana Aisenson, Gabriekerson, Fabian Monedero,
Silvia Batlle, and Leandro Legaspi (2004).

The Transition Model

The transition model (Schlossberg, 1981, 2004; &sllerg, Waters, & Goodman,
1995) serves as a guide for practitioners, reseascland clients as they try to
understand the confusion and mystery surroundingt tmnansitions. No transition is

exactly like another. Nevertheless, transitions loarcategorized according to three
major types. "Anticipated transition" refers to orajife events that are usually

expected to be part of adult life, such as marrybegoming a parent, starting a first
job, or retiring. "Unanticipated transition" desa&jes the often disruptive events that
occur unexpectedly, such as major surgery, a seram accident or illness, or a
surprise promotion or factory closing. "Non-evergnsition” pertains to expected

events that fail to occur, such as not marryingadp@nable to afford to retire, or not

being promoted.

The transition model consists of three major praoss. The first proposition is that

transitions change an individual's roles, relatigps, routines, and assumptions.
Everyone experiences transitions, whether theyeaeats or non-events, anticipated
or unanticipated. Transitions alter individuals’eb--their roles, their relationships,
their routines, and their assumptions. It is net tifansition itself that is critical, but

how much it changes an individual's roles, relaiops, routines, and assumptions.
The bigger the change, the greater the potentiphainand the longer it may take to
incorporate the transition and move on in life.

The second proposition is that transitions takestend people's reactions to them
change, for better or worse, while they are undgrwa first, people are consumed

by their new role--being a new graduate, a new widan unemployed worker, a

recent retiree, and so on. Schlossberg (2004) nibigtd persons in transition are
eventually able to move away from past roles andraoe new ones but may
initially teeter between both while adjusting teeithnew situation. The process of
leaving one set of roles, relationships, routireas] assumptions and establishing
new ones takes time. For some, the process hagasilg and quickly, for others it

might take years.
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The third proposition is that people differ in holney cope with what seems to be
the same transition, often coping well with onensiion but feeling ineffective
dealing with the next one. How can this phenomebenexplained? How can
individuals be helped to handle a given transitidiw?answer these questions, the
transition model identifies the features commonaliotransition events and non-
events, however dissimilar they appear. These ffesitare the potential resources or
deficits an individual brings to each transitiorhe} can be described as the 4 S
system for coping with transition:

* Situation: This refers to the person's situatadrthe time of transition. Are there
other stresses? For example, if one person redimeshis or her significant other
becomes critically ill, coping with retirement magcome difficult.

* Self: This refers to the person's inner strenigthcoping with transitions. Is the
person optimistic, resilient, and able to deal waimbiguity? Clearly, what one
brings of oneself influences how one copes.

* Supports: The support an individual receives lmattis available at the time of
transition is critical to his or her sense of wading. If, for example, a new mother is
single, with no support system, this situation banextremely challenging, and the
adaptation might be slowed.

* Strategies: There is no magic coping strategyh&athe person who uses many
strategies flexibly will be better able to cope.rlexample, a person who handles
transitions just by talking to others may be besenved by using additional coping
strategies, including exercising, gathering infotiorg brainstorming, or joining a
support group.

In summary, the transition model intends to clatify transitions that people are
experiencing by identifying (a) the degree to whibRkir life has been altered, (b)
where they are in the transition process, and l{e)resources they can apply in
making it a success. The model provides a cogniti@mework that counselors,
coaches, and others can use in listening to clieetping them assess their resources
for dealing with change, and identifying ways t@sgthen their resources.

Entering the Workforce: Research on Dynamics oh3iteons in Switzerland

The research presented by Dauwalder (2004) cotestitan example of studies
conducted under the auspices of the concept ofitram. A longitudinal study was
done with four waves of measurements over a 5-ymeniod (1997-2002).
Participants were 423 young people who were making transition from
apprenticeship to work in five domains (cooking,nnkiag, nursing, sales, and
electronics). On each occasion, they answered atiqueaire. In-depth studies
assessing social interactions at work by way afaydn one case and physiological
indicators of stress in the other case were coedueith subsamples of participants.
The groups differed significantly on the variabfgai control. For example, those in
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the nursing group perceived a loss of control avee and quit jobs frequently. This
IS in contrast to participants in the banking grouwmo reported an increase in
perceived job control. Groups differed in the ektenwhich they had a resigned
attitude toward the job. Women reported a greaasas of well-being than did men.
With regard to cultural differences, comparisongevmade between French and
German speakers. French-speaking youth scoredrioghbe self-esteem variable.

Dauwalder (2004) noted that this research provitesl snapshots in time of the
various groups with respect to single variablesdidtnot tell the individual stories
and might have obscured levels of complexity. Hggssted that the key is to
consider configurations of variables. In fact, agpdéime 16 possible configurations of
four dichotomized variables, only four variablesveel as "attractors" for nearly all
of the observed transitions over time. Despite, thesy few individuals kept exactly
the same configurations over time. Understandiagsitions might be facilitated by
looking at the common rules behind those attractbos example, in this study,
trying to have no job change, combined with posiwttitude toward the job, seems
to be the rule governing most of the observed itians. Formerly identified
discriminating single variables, such as percejobdcontrol or belonging to specific
professional groups, however, proved to be otlittélp for understanding observed
transitions. Dauwalder stressed the importance utfiré research involving
configurations of interacting variables rather thr@search on single variables to
better understand the complex dynamics behind woetchoices and transitions.

Narrative and Career Guidance in the United Kingdom

Interpretative and narrative-based approaches tagce in a postmodern world
constituted the core of Reid's (2004) contributiotthe symposium. Narrative-based
approaches emphasize the need to explore meanialiplayng clients to construct a
career narrative that resonates significantly whitkir values and interests for life, not
just for a job. When trying to build a new identitgdividuals can be overwhelmed
by the problems they face and will find approadiws$ do not engage with the social
interchange in their lives to be unrealistic.

Criticism of a humanistic, narrative approach can rbade if the model views
individuals as the sole author of their story. Gerd1994) stressed that personal
narrative is arrived at through interaction withhers, including the helper.
Therefore, the reality test of career/life narrativork with a young person needs to
focus on both self-esteem and the esteem of othensler to recognize that actions
occur in a social context and in an interactive ldioFurthermore, this action
orientation moves a narrative approach out of @spective past. Young and Valach
(2000) noted, "Once we bring narrative into field#®e action and culture, we begin
to address the problem of the separation of nagatnd reality. Narrative is more
than persons spinning stories as they sit in granchairs” (p. 186).

Narrative-based approaches can help place comieteiforeground. Rather than use
theory that is more concerned with general lawkedfavior, they place the focus on
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the interaction between the adviser and young peasal locate this within what is
meaningful for the individual. People do not sepatae rest of their lives from the
career choices they make. Decisions in a changioddware influenced by and
grounded in prior experience. Allowing individuadstell their stories can help them
construct and understand their concept of caredmdmat is possible.

Narrative-based approaches pay due attention tpdison's story by recognizing the
importance of identity-related goals that help edygersonal preoccupations. Thus,
the approaches are goal oriented, but they plaaks go context, leading to realistic
plans. Narrative approaches acknowledge individi@ds and contextual influence
and change, thereby challenging self-imposed (lgjt "horizons for action.” By
using testing and enactment steps, they can ergow@waense of achievement and
agency. Finally, they avoid the "revolving door'hdyome, because clients are less
likely to be offered quick-fix solutions. Narrathmsed approaches appear to offer
an insightful way of working with individuals whdong-term benefits are really the
goal.

The Dilemma Approach

Reynaert (2004) presented the dilemma approaclkdbas a constructivist view, as
one of the theories in the field of career develeptnn the Netherlands. In a world
characterized by fading standards, norms, and salseciety, organizations, and
individuals need a new perspective on work and neosistruct their identity in
interaction with others. The career dilemma apprgaastulates the existence of a
fundamental dilemma that exists beneath the suidédedecision, questions about
person-environment fit, lack of career informatiggmor communication in work
situations, loss of meaning in work, and so on. ripl@s of dilemmas are
involvement versus distance, external versus iatdotus of control, safety versus
risk, conflicting values (e.g., economic versusicafl), shame versus pride, and
individual versus common interest. Such dilemmas aeated in early childhood.
They are connected with uncertainty in criticauattons when individuals must
show who they really are and what they really stmndAccording to this analysis, a
dilemma can block an individual's energy, theredgypsng vitality and strength.

In this model, during the "tuning phase" of a calimg intervention, individuals
receive support to recognize their personal dilem@wunselor and client choose an
actual situation reflecting the client's greatestaern. Then, three key questions are
examined: Who is involved in it (context)? What tiaes client done (behavior)? and
How has she or he felt (emotions)? The key questiglicit information about
clients' convictions--their values, strengths arnehknesses, and important rules of
conduct. They also elicit an impression about a@ntk learning strategies.
Sometimes, these strategies are one-sided, for @&ardients repeat again and
again a cognitive approach to problems, or thelpdolonly their feelings. They do
not have a great deal of imagination or are nopj@of action. Convictions and
learning strategies determine the way clients euigietheir dilemmas.
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The second step of the dilemma approach involves dbunselor choosing a
theoretical model that fits the client's particuddemma. This could be any available
model: communication, transition, values, spirifiaid so on. It also could be a test
or an assessment. The model is used to creater@inigadevice, consisting of
exercises aimed at stimulating clients to try ddfe learning strategies, reflect on
their convictions, see things from another perspectexperiment with different
behavior, and so on. The fundamental goal is toemdients create a career that
gives them vitality.

In most cases, the discovery of a fundamental daiaenappears to enhance clients'
freedom to choose and to energize them. They hatderstand their fears, anger, or
loss of energy. It seems that such an approacls glvem a new vocabulary for
deconstructing old coping routines and constructieqy ways of developing their
careers.

Argentine Personal, Educational, and Career Dewedop Programs

Aisenson and her colleagues (2004) based theiroapprto personal, educational,
and career development programs on the postulateifttihe objectives of such
interventions are founded on theoretical basesethieeoretical foundations should
be based on research that provides them with mgaamad puts them in context
according to the population involved.

Theoretical models must be built in such a way thlitenable counselors to address
the issue of transitions and take into accounttmaplexity of the different kinds of
effective inclusions (i.e., entry into higher eduea, the labor market, or both) of
young people as they build their life paths. Sirk@®86, the Vocational and
Occupational Guidance Department of the UniversityBuenos Aires has been
conducting research, providing community servicGay] training counselors. One
core idea of its approach is that institutions ragdg between youth and society can,
in inconsistent situations, provide support ang hy@ung people overcome crises of
meaning and values by guiding their actions anthguag their identities (Aisenson,
2002; Berger & Luckman, 1966). This Argentine agmio to personal and career
development includes the issue of subjectivity ritdg, self) in its multiple
interactions with the social contexts. Psycholdgixacesses that are linked to social
processes in the contexts in which individualsrate are analyzed. This research
and model provided by the Argentine panel memberstribute significantly to
understanding the career contexts of young peapldeair society; the significant
problems they face; and the role of "career work"identifying, analyzing, and
addressing these problems.

Conclusion: What About the Issue of "Choosing a atmmn"?

Three main characteristics appear to be commoh teeacontributions made during
this symposium: (a) the emphasis placed on contdscultural diversities, (b) the
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emphasis on self-construction or development mo@@ bn occupational choice or
occupational career development,

and (c) constructivist approaches to these questiSuch conceptualizations are
quite distinct from the methods and tools (e.gmpoter software, tests, information
resources, questionnaires, guides, career educhtmrhures) that are most often
used by career or school counselors in their dadlyvities. This conclusion was

made by Robert Reardon, who noted, first, that pattans continue to exist, jobs
continue to be described and posted, and peoplgnaento work in organizations

(including staffing services companies) and, sectmat most vendors in the exhibits
during the conference were selling systems basepeoson-environment matching
models.

Capitalizing on Holland's (1997) observation thatlividuals engage in career
planning and problem solving with the use of a peat career theory (PCT),
Reardon noted that people may seek help when BI@iris no longer effective and
they need assistance from an expert in the fidherdfore, the longstanding person-
environment theories have a natural, heuristicejabecause it can come down to a
matching process for most people. This is verylyikbe reason that Holland's Self-
Directed Search (SDS; 1994) has been translatedajpproximately 25 languages
and is very likely the most widely used interestentory in the world. The SDS s,
however, not simply a person-environment matchiegia; it makes use of a
client's occupational aspirations, seeks to idgntifultiple options for further
exploration by clients, and uses raw scores innaulsition that can easily be
understood and discussed by clients. In this sehgealso reflects a constructivist
view of career development.

Holland's (1997) theory of vocational personalitigas not the only theory not
discussed during the symposium. Some examples delmahat are based on solid
theoretical references and many empirical studigstiat were not the focus of
presentations included the person-environment-spaedence theory (Dawis &

Lofquist, 1984), the cognitive information-procegsiapproach to career problem
solving and decision making (Peterson, Sampsonz,L& Reardon, 2002), the

theory of circumscription and compromise (Gottfi@us2002), the analysis of the
psychological processes in the evolution of ocdopat attitudes and preferences
(Huteau, 1982), the inventory of activities systd@arie & Hajjar, 1987), and many
others. Such a proliferation of models in the fieldcareer development and self-
construction (as opposed to the "matching modelt #as dominant for more than
half a century) can probably be partly explainesiseen in the introduction, by the
diversity of societal questions that have progkedgi emerged in the field of

vocational, educational, and personal counselimonduhe 20th century.
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10
Career Development And Guidance Programs Across Culres:
The Gap Between Policies And Practices

Career Development Quarterly Sept, 2005by Jane Goodman Sunny Hansen

The authors summarize the presentations and disagsontributed to the
symposium International Perspectives on Career IDpaeent by members of Group
5, who considered the topic of the structure amozation of career development
programs in different nations. A capsule picturetlodé national setting, primary
goals, components, objectives, and implementatiategies is presented. Papers fell
largely into 4 categories: national programs wékiesal components; large, but more
specific programs, serving a national populatiangléer programs serving diverse
populations; and focused programs. One theme ewhesttengly from virtually
every presentation: There is a gap, often profolredween policy or vision and
reality. Although every nation about which partenips heard had laudable policies
and had made genuine attempts to assist its peafielife career development,
many individuals do not have access to qualitygvan any, services.

kkkkkkkkkk

Group 5's focus in the symposium organized by titermational Association for
Educational and Vocational Guidance and the NatioBareer Development
Association was the structure and organizationaséer development programs in
different nations. The planning committee descrittexigroup's focus in this way:

There are large differences in the way in which car eer
development provisions are made available among

countries and regions. These  structures  have
considerable influence on what  the guidance
practitioners can do and how it has to be done. The

impact on the efficiency and outcome of certain

technigues and methodologies is related to these

structures and the policies, legislation, or other

factors that shape such structures. Developing a

comprehensive view of the structures in which progr ams
of career development  function may  increase
international understanding of why guidance methodo logy

IS often different across settings and nations.

The group's chairperson pointed out that it isi@diff to discuss the structure and
organization of career guidance programs withoutinga something about the
context in which programs are being developed. Witk in mind, participants were
asked to provide a capsule picture of the natieatling, along with the definition of
career guidance being used in each country. Th&y \akre asked to describe the
primary goals, components, objectives, and impldatem strategies. Additional
information about context included describing priynpopulations, a brief history of
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career guidance in their country, and the theakframework used, if any. They
were also invited to share information about progriunding; involvement of
government, business, and industry; and the trgirwailable to career service
providers.

Questions were raised about programs for specifipulations, such as ethnic
minorities, girls and women, persons with disaieiif and others. Another important
guestion was on the effectiveness of programs haedniethods used to evaluate
them. Presenters were asked to describe how preghawve changed over time.
Because of time limitations and the differenceshi@ stage of career development
and guidance across countries, the speakers weableoto address all questions.

The papers presented fell largely into four categomational programs with several
components by country (e.g., Australia and the &ghiStates); large, but more
specific programs, serving a national populationg.(e United Kingdom and
Slovenia); smaller programs serving diverse popiat(e.g., Torres Strait Islanders,
Colombians, African Americans, and Finns); and &sxliprograms such as career
centers in China, lack of career counselor trairpnggrams in Japan, and adult
programs that address gender issues of women amdhntiee United States.

Because of the nature of the group's topic, whiels vo learn about how the wide
range of ways that nations are approaching theletig®@ of helping their citizens
prepare for, find, and manage the transitions aacistbns necessary in today's
global world of work, the members of the group dmt invest time in coming to
conclusions. They instead attempted to learn altbet programs of career
development in diverse nations and provided theodppity for several additional
members to provide information about their coustprograms. One theme emerged
strongly from virtually every presentation: Thesea gap, often profound, between
policy or vision and reality. Although every natiabout which the group heard had
laudable policies and had made genuine attemmsdist its people with life career
development, many individuals do not have accespi&dity, or even any, services.
We present the papers approximately in the ordewhich they were delivered
during the symposium.

Wendy Patton (2004), from Australia, continued ttheme of the differential
between the ideal and the real in her paper asshenarized the state of career
development policies and realities in Australia, peasizing recent changes in
coordination of efforts, federal support, and cre@dding and standards. The
discussion included a question about counselodestiicaseload, which she said was
typically 1 counselor to 1,500 students. She wa® asked to describe TAFE
(technical and further education). It was notecgbyme participants that the programs
and services provided by these institutions seebetquite similar to those provided
by community colleges in the United States.

Career development work, originally called caregidgnce, is a term applied across
a spectrum of career-related processes, includmeg provision of information,
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counseling, curriculum, and program interventiosisch as work experiences, and
the coordination of events, such as career markatsconducted by a large variety
of professionals, including teachers, counselaord,Greer advisers. Recently, career
has been related to life-long learning, especiallth the creation of a National
Careers Task Force responsible for oversight oft ppokcy and practice. A recent
development is the Australian Blueprint for CarBerelopment.

In Australia, career education is the responsibdit states and is inconsistent across
them. Career education has received little attantiocurriculum reforms across the

country and, in the postschool context, is consideto be uneven, although a

number of tertiary institutions have begun offeroageer development programs as
credit-granting elective units. Targets for thegreons have moved from students in
secondary schools to people at all ages and cdealopment stages. There has
been a dearth of training provisions for careeretigument practitioners.

Regarding the provision of guidance services, thestmlian House of

Representatives Standing Committee on Vocationalic&ibnal training has

recommended that career education be a mandatdrgfghe core curriculum of the

compulsory years of schooling, distinct from voeca#il educational training

programs; that all secondary schools have at leestfull-time professional career
adviser who has appropriate specialist trainingd atmat the professional

development needs of career educators be bettahmeth appropriate training and
a clear-cut set of standards for delivery of caeshrcation in schools. Although the
Australian Association of Career Counselors hasresged the need for quality
standards of training, an overall lifelong careevelopment strategy has not yet
been articulated.

Norman Gysbers (2004), from the United States, sanazed in his paper the history
of the K-12 comprehensive guidance movement, inctuthe trend that guidance in
schools includes vocational and educational guidanith an early emphasis on
holistic and developmental programs, such as tdeseloped by the University of
Missouri and the University of Minnesota. Recenttpunselors are paying more
attention to the personal/social needs of theidestts, as defined in the new
standards of the American School Counselors AsBogia Gysbers described
comprehensive guidance and its alignment with anédetandards, including a
guidance curriculum and individual planning.

After hearing Gysbers's (2004) paper, participamdgdered if the curriculum was
provided for students of all ages and if counseleese the sole providers of this
curriculum. He explained that in an ideal progratudents of all ages were to be
served by counselors but that many schools useer,otiften less well-trained,
personnel, and in many places, elementary studaggs 5-12 had little counseling
available except through teachers. The issue airyheersus reality in schools was
raised here, an issue reiterated often in the wgrkroup, as was the need to work
with administrators and school district policiedeTinitiative for implementing a
comprehensive program often comes from an indilidoanselor in a school or

138



district rather than from administrators or schgoVerning bodies. In responding to
another question, Gysbers indicated that keepimgopal and career guidance
functions separate by having different people miteuthe different types of guidance
has been less effective in meeting students' nbadshaving well-trained counselors
responding to and providing programs that addresstagrated set of needs.

Sasa Niklanovic (2004), from Slovenia, gave detal®out specific issues of

guidance in Slovenia's Public Employment Servidevé&hia, a developing country,

joined the European Union in 2004, after a 7-yeacgss, and Niklanovic stated that
Slovenia was highly developed compared with otlesy European Union countries.
He told the group that the Employment Service alv8hia, for which he worked,

was very strong, providing primarily job placemeetvices. Approximately 5% of

staff are psychologists who are trained to prowiaere intensive counseling, and
schools also have counselors. Staff members haveyad their customers, and the
satisfaction rate is about 50%; however, he peecedavproblem in that the indicators
used to evaluate such programs were all quanttatie believed that they also
needed to use qualitative measures. There is eedamgudging outcomes solely by
the number of people placed into jobs or into tregnfor jobs; that perspective

eliminates the role of counseling and the needsdv¥iduals. The aim is to keep the
guidance principles but be less mechanistic in bewices were provided.

Niklanovic was also asked to describe policy dutlest are seen as a distraction
from career guidance. The answer was that employrservice personnel must
spend a great deal of time dealing with benefitd algibility and monitoring the
activities of the unemployed as they look for a job

Niklanovic continued the theme of the policy-praetgap by describing to the group
that school counselors have similar jobs to thosscibed by Gysbers, with

problems similar to those in the United Stateshim difference between policy and
practice. In addition, policies are still focusadreducing unemployment rather than
looking at longer term interests.

Agnes Mieko Watanabe-Muraoka (2004), of Japan, ehodocus on three critical
issues in her paper on the three major prograntsaateaneeded by Japanese society.
She first described four major developments. The&yewintroduction of a career
education program for 1st through 12th gradersiegel education reform, career
programs for highly educated women, and career gamant programs for
midcareer workers. Second, she identified four cetency areas for these programs,
based on the American National Occupational InfaimnaCoordinating Committee
model: future planning, information management,isien making, and human
relations. Her third major point was that theraiseed for professional training for
career counselors.

Watanabe-Muraoka (2004) expressed concern abodathehat counselor training

in Japan has now become a business, with emphaselapting the U.S. Career
Development Facilitator training model to preparareer advisers (career
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paraprofessionals). No university has provided aeara development training
program in graduate schools, as has been done ldrtited States.

Sunny Hansen (2004; also an author of this artiftejn the United States, gave a
brief history by decades of career developmentaander guidance over the last 40
years in her discussion on adult career developmpegrams. Consistent with the
theme of career development over the life span lantting on Gysbers's K-12

Career Profile, she provided examples of careeeldpment programs for adults:
traditional-age college students and adult learnardividuals in business and

industry, human resource personnel, women and culiliral populations, and

additional specific and multilevel populations. Hpaper provided a selected
overview of adult career development programs (tioét in the United States, the
term career development rather than career guidanesed to discuss programs for
adult populations). Such programs began in the 49Vi¢h the advent of the adult
development movement.

Hansen (2004) pointed out that the systematic progrin colleges and universities
often had a career center as the most visible caengo She also noted the trend
toward organizing specialized college and univgrsiareer centers in various

academic disciplines, such as liberal arts, medjcitbusiness, technology,

agriculture, and other fields. Career centers lase been created to serve specific
cultural groups and for persons with disabilities.

Programs for specific adult populations were algedc(e.g., programs for women
and specific multicultural populations). Multilevprograms (kindergarten through
adult) such as the National Career Development éinigs and BORN FREE, the
recently updated University of Minnesota multimethaining program to expand

career options and reduce sex role stereotypesvfonen and men, were also
described. Hansen (2004) also discussed IntegrhtigePlanning, a holistic model

that she developed for the career development wfsadt seems clear that although
the United States has created a number of adultaida programs, the people--
from college students to midlife adults to olderulést-who receive the most

attention are college students and unemployed |adlifte gap between the ideal of
life span career development and the reality ob@adevelopment programs for
adults is still wide.

During the discussion, Jeff Garis, of the Unite@dt&t, described a collaborative
relationship between Florida State University dmel Peoples' Republic of China to
help China develop college career centers. He itbestrthe deep sense of
responsibility felt by Chinese universities to @atheir more than 9 million
graduates annually in jobs and stated that it malylve an impossible task. His team
found that career center staff had little formalrting in career development, which
presented a challenge as they attempted to chamgeoffices of career assignment
to true career centers. Florida State is workinthwis Chinese counterparts in an
ongoing training relationship.
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Xiaolu Hu, who is now with a university in the Uit States but was originally from
China and had just returned from a visit therepoesled to Garis's presentation. She
agreed that the universities have a responsiliditplace students, as both students
and the universities agree, but that placing stisdisroften not possible. The training
that students receive is frequently too theoretiodlead to easy placement; this is
true even at the graduate level. This situation legsto real problems and a
problematic gap between students’ expectations wadity. Hu stated that
universities are looking at creating learning sbesethat focus more on the career
implications of various courses of study.

She also discussed the problem of forced earlyeragént, which happens at age 50
for women and 55 for men in China. She believetl ifiwrement at these ages forces
people to retire when they are too young and csesteietal problems of how to
support such a large group of the nonworking pdmnaOne response to addressing
many of these problems has been the formationpsbfessional association similar
to the National Career Development Associationh@ligh here the gap is between
desired policies and the reality of students' liviksseems again to show a gap
between what is wished and what is real.

Heather Jackson (2004) reported on a unique appré@ccareer guidance for
workers in the United Kingdom's National Health ez (NHS), for which she

worked. Employees of the NHS in Britain were theyéa of the program. The NHS
Is working to develop programs for change and tat its own university. The
National Health Service University is responsibte more than 2 million NHS

employees. NHS is the largest employer in Europkthe third largest in the world.
The government ensures that the health and saialsector reviews its practice in
light of social, demographic, environmental, andhtelogical changes. Jackson
identified three barriers to learning: individuatgate of readiness, level of self
confidence/self-esteem, and motivation. The siz& @mplexity of the NHS make
change and modernization a real challenge. Shestdsed that effective information,
advice, guidance, and personal support are reqtorestkle the barriers to access.

Twinet Parmer (2004), from the United States, prexk a paper on career
development programs for African Americans thatragdsed the questions: Has the
concept of career development and its many faaguately addressed the career
needs of African Americans based on their workdny& Specifically, has career
development examined the cultural context, lifestydnd identity issues from a
holistic perspective of African Americans that asistent with race and class issues
across the life span and life context? Her papegrded from the theme of the gap
between policy and practice to suggest that ap@tappolicies to meet the needs of
African Americans might not even exist.

Parmer (2004) stated that discouragement abouttiygsivork experiences is
common among African Americans; many do not haveeradreams, except for
hopes of "making it big" in sports or entertainmedthers only dream of a "good
job," defined as a blue-collar occupation providerpugh money to lead a middle-
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class life and to have security, requiring hard kvbut having little educational
requirements; however, many African Americans wéler work in legitimate jobs.
Furthermore, they have the highest unemploymeatinathe United States, officially
about 10%, although this probably is an underesérbacause discouraged workers
are often not counted in government statistics.

Parmer (2004) reminded the group that African Awgeers' history of work is
unique. A history of slavery is different from atary of immigration. Emancipation
changed the situation of American Blacks from #thployment (as slaves) to a
group with high rates of unemployment. She suggdestat work provides purpose,
meaning, and direction to life and criticized tlaeK of relevance of many career
development theories to Blacks and other minorit®se presented her holistic
model of culture, identity and lifestyle, life spaand life context as a suggested way
to improve career development models to better niket needs of African
Americans.

In Anna Lichtenberg's (2004) presentation on pcattisteps for developing
resources for an indigenous population in Australie described the current career
development situation for Aboriginals and Torregafbtislanders, in particular the
barriers they face and their disadvantaged comditidhe labor force. For example,
they have higher unemployment and lower litera@ntthe Australian population in
general. Lichtenberg then described a project ¢@nam of research and strategic
consultation and then resource development) dedignameliorate these conditions.

Lichtenberg (2004) concluded that the usual Westavdels for career development
seem to be less effective with this population siated that new, collaborative, and
more holistic research approaches may be requoedentify appropriate career
practices strategies and resources. She also emgthabat new approaches and
ways of thinking will be needed if career counselare to empower young people to
live and work in this new era. This presentatioovped reinforcement for Parmer's
contention that current models do not necessarigetnthe needs of African
American youth and adults, again pointing up the gat only between policy and
practice but the gap in knowledge about what maaesd policy for increasingly
diverse populations and cultures.

Heli Piikkila, from Tampere, Finland, delivered aper, coauthored by Helena
Kasurinen and Elise Hanninen (2004), that descripegects that promoted the
social inclusion of young people in Finland. Ondhad projects described was aimed
at young people who do not complete basic educatiograms or who do not find
"a study place" after graduation. The project wagcted by a consortium of
stakeholders, including representatives of edueatiabor, teachers' union,
municipalities, and students, among others. Alsgawoized collaboratively by
various stakeholders, a second project focusedtudtests in the final stages of
compulsory education and those in transition betweemary and secondary
education. The third project described was a spectram in Tampere that again
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focused on mobilizing assistance for students wightmeed extra help to navigate
their transition from school to work or further edtion.

Marcela Mesa (2004), from Colombia, described loemtry's career programs in a
presentation on vocational guidance in ColumbiacaBee only about half of
Columbia's students go to high schools, and fewidrte tertiary or collegiate
education, good career development is criticallpamant from the standpoint of
effective use of resources. Mesa informed the grihap international and private
schools have elaborate vocational guidance progrpuaidic schools, however, have
very few programs. They do have extensive plansgmals based on policies and
programs they have learned through the Interndtiésaociation for Educational
and Vocational Guidance.

Mesa (2004) described a growing, "consciousnesstdbe importance of vocational
guidance in our [Colombia's] educational contexp! @). Between them, two
conferences in the last 2 years attracted more 8@ participants, including
counselors, teachers, and students from all ovdon@ma. These conferences
focused on vocational guidance and academic cangsel both public and private
educational settings. She believed that these larkdmeetings were representative
of a growing consciousness about the needs foetbeices but that "the political
and social will" is not yet there to make this happMesa concluded with a series of
recommendations.

Dennis Engels (2004), from the United States, mprteska paper that addressed four
ethical issues across cultures that relate to caeseling: (a) the universality of
ethics, that is, the concept that diverse professginare beliefs of respect for human
beings, privacy, accountability, and honesty; (® tistinction between ethical and
legal principles, making the point that the twodgpf principles may be in conflict;
(c) the relative paucity of articles and literatoreethical issues in career counseling;
and (d) the visibility of ethics, "in spirit, mo@ton, intention, and focus” (p. 7) as
empowering counselors to focus on "promoting humwanrth, dignity, uniqueness,
and potential” (p. 7). Points that arose duringusion included the statement that
ethics are easy to overlook if they are infusedraduate education rather than being
addressed separately and specifically.

References

Engels, D. (2004, June). Ethical issues in careeldpment across cultures. In
International perspectives on career developmegrp®sium conducted at a joint
meeting of the International Association for Edimadl and Vocational Guidance
and the National Career Development Association,F8ancisco.

Gysbers, N. C. (2004, June). Comprehensive guidandecounseling programs in

the United States: A career development profilelnternational perspectives on
career development. Symposium conducted at a joedting of the International

143



Association for Educational and Vocational Guidaraoed the National Career
Development Association, San Francisco.

Hansen, S. S. (2004, June). Adult career developpregrams: From school career
guidance to specific populations to programs foreie adults. In International
perspectives on career development. Symposium ctedlat a joint meeting of the
International Association for Educational and Vama&l Guidance and the National
Career Development Association, San Francisco.

Jackson, H. (2004, June). Offering career guidamitein the United Kingdom's
National Health Service: The challenges facing th€s National Health Service
University. In International perspectives on caradvelopment. Symposium
conducted at a joint meeting of the Internationgkdciation for Educational and
Vocational Guidance and the National Career Devel Association, San
Francisco.

Lichtenberg, A. (2004, June). Practical steps amdeyfor developing and adapting
resources for an indigenous audience. In Internatigperspectives on career
development. Symposium conducted at a joint meetofigthe International

Association for Educational and Vocational Guidarared the National Career
Development Association, San Francisco.

Mesa, M. (2004, June). Vocational guidance in Cdliam A rising issue in a
developing country. In International perspectives @areer development.
Symposium conducted at a joint meeting of the i@Bonal Association for
Educational and Vocational Guidance and the NakioGareer Development
Association, San Francisco.

Niklanovic, S. (2004, June). Main dilemmas of guida in European public
employment services. In International perspectiv@s career development.
Symposium conducted at a joint meeting of the i@Bonal Association for
Educational and Vocational Guidance and the NakioGareer Development
Association, San Francisco.

Parmer, T. (2004, June). Career development pragfamAfrican Americans: A

holistic wellness approach. In International pecsipes on career development.
Symposium conducted at a joint meeting of the i@Bonal Association for

Educational and Vocational Guidance and the NakioGareer Development
Association, San Francisco.

Patton, W. (2004, June). Coming of age? Overviewavker guidance policy and
practice in Australia. In International perspecsiveon career development.
Symposium conducted at a joint meeting of the h@Bonal Association for
Educational and Vocational Guidance and the NaticBareer Development
Association, San Francisco.

144



Piikkila, H., Kasurinen, H., & Hanninen, E. (2004une). National projects
promoting social inclusion among young people iml&id. In International
perspectives on career development. Symposium ctedlat a joint meeting of the
International Association for Educational and Vawaal Guidance and the National
Career Development Association, San Francisco.

Watanabe-Muraoka, A. (2004, June). Three majornarag needed by the Japanese
society: The case of Japan. In International petsms on career development.
Symposium conducted at a joint meeting of the i@Bonal Association for
Educational and Vocational Guidance and the NakioGareer Development
Association, San Francisco.

Jane Goodman, Department of Counseling, Oakland/ddsity; Sunny Hansen,
Counseling and Student Personnel Services, Depatrtoié-ducational Psychology,
University of Minnesota. The authors contributeduadty in writing this article.
Correspondence concerning this article should lokeesded to Jane Goodman, 715
Wimbleton Drive, Birmingham, Ml 48009-7604 (e-majbodman@oakland.edu).

COPYRIGHT 2005 National Career Development Assammat
COPYRIGHT 2005 Gale Group

Jane GoodmarCareer development and guidance programs acrasseasilthe gap
between policies and practite€areer Development Quarterly. . FindArticles.com
30 Oct. 2008http://findarticles.com/p/articles/mi_m0JAX/is_1 /&4 n15392590

145



