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This chapter focuses on career choice and development constraints that
have emerged from changes in the workplace, how work is being
restructured, and how the nature of work is changing. For the past 30 years,
the changing organizational context of careers and new concepts in career
development have received considerable attention. Economic restructuring,
demographic changes, globalization of the economy, external markets, and
technological changes have dominated the dialogue. What has happened to
work in America has significant consequences for many families and espe-
cially for individuals who experience constraints in career choice and for
those who find barriers to their career development. There appears to be a
consensus of opinion that many adults will make multiple career choices
over their life spans (Drucker, 2002; Feldman, 2002). This suggests that
adults will be challenged to meet the demands of changing technology and
other changing work roles. Changes in the workplace may be accompanied
by individual problems associated with mental health concerns or faulty
beliefs that were discussed in Chapter 4.

As helpers, we must recognize that the changes in how, where, and v\{hen
people work reflect ongoing complex changes in most aspects of our society.
Changes, however, are not new for the American workforce; changing work
roles have been ongoing since our country’s inception. Thus, most workers
recognize that there have been significant changes in the nature of work over
a period of time. New careers and work procedures have been developed on
a fairly regular basis throughout U.S. history. Currently, however, one of the
major concerns is the restructuring of the U.S. economy and extensive and
fapid ongoing changes that require individual workers to change their career
dev_dopment plans. Some people view the ongoing restructurlflg of qrgam-
“ational changes as significantly limiting their freedom of choice. This per-
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There are good reasons why the process leading to initial career choice has
been elusive and responsible for realms of research and speculation. Initial
career choice involves decisions that are based on each person’s background,
traits, culture, and numerous other factors that have shaped a unique indi-
vidual. “Human development is a holistic enterprise” (Shaffer, 2002, p. 618).
Many social forces shape development. People may share some experiences
and characteristics with others, but interacting situations and events are
fmifll?ely interpreted, evaluated, and internali
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;;i"siv; cohesion ve.rSl;S ‘r(:ile Cizfus_mn‘(h”k‘“’n’ 1968). This stage in life is 4 time
Mgy, when one is faced with certain developmental agks such as a
ig from parents, gender identity, internalized li , utonomy
Vidy, ' = morality, and career choice
gy | (Havighurst, 1972). Erikson, on the other hand, views this stage of personal
.reseﬂf : identity development as a time when one js developing a single, unifll?ed coréll-
85 o cept of the Se'lf and i sense of personal identity in order to answer the age-
iy old of question of “Who am 17~ (Nairne, 2003). Erikson’s eight stages
Vi, represent an order (_)f ascer_ldancy based on the epigenetic principle that
it} | deve:lo.pme_nt OOCUTS in. & Series of stages and that psychosocial strength has
ey, a special time or perlofl of importance (Kail & Cavanaugh, 2004).
™ Mu.ch has been written about identity cohesions versus role confusion
tive CEREEEng ‘f.” Qund ‘_Nhat has been appropriately labeled an identity crisis. This
- can be a difficult time for many adolescents, who may be experimenting with
b different roles and ideologies in an attempt to find a compatible fit. Those
. who emerge from this period with a strong sense of self-identity are better
of prepared in terms of the self-knowledge that is so necessary in making an
o initial career choice. Those who fail may experience what Erikson (1968)
referred to as an identity crisis and subsequent role confusion. Withdrawal
from normal life sequences and what one wants to become is the likely reac-
tion of individuals who exhibit confusion of roles (Schultz & Schultz, 2005).
_ Role confusion can result in a tendency to procrastinate and influence one
to delay making important life decisions for as long as possible.
as According to Ryckman (2004), Erikson suggested that the most disturb-
al ing part of this period of life for adolescents is an inability to find an occu-
i, pational identity. This contention is supported by Violato and Holden’s

i (1988) research on a large sample of adolescents; they concluded that the
| areas of greatest concern among the group surveyed were careers and grades.
' entity development has been approached by observing stages of identity
status. James Marcia’s (1980) research has identified different stages of con-
firming identity in the form of the following four identity status groups
(Shaffer, 2002):

1. Identity diffusion. Persons in this stage have given llttle_th(.)ught to
s. At this time they are not questioning who
d to a career. Example: “I don’t
ture, and so I haven’t thought

resolving identity issue
they are, and they have not committe
exactly know what I want to do in the fu
too much about a career.”

2. Foreclosure. Persons in this stage have made a premature commitment
to career but with little thought given to their alleged “commitmem.
They have yet to experience an identity crisis. Example: My”brothers
are working at that company, so I guess I will go there, too.

3. Moratorium. Persons in this status are currently experiencmg what
Erikson identified as an identity crisis. They are actively searching for
answers to life commitments. Examples: “I don’t really want to g0 t0
work in that plant. I think I should decide what’s right for me instead




—

PARTLCAREER 2 Ty

brothers did ™ "1 have been ook,
1V

i Mgy

: hat n . .
ot following what o see what they mught have ¢ olt

of 1n i
community colles

(\l'.l‘

6 1N

courses 1 : ' & b s have made wsy| .

at. Persons n this status h. shttul gy,

s achierenient. . N - Ve P R

4. Identity dac hict identity 1ssucs and have made tirm e Mitmengy to

% P ¢ of dentity I % apve Yoot time N

sideration { a carcer. Examples: “Ispenta lot ot time w gl

ralues, and a & '
goals, valt

com
. Soanter \d l hll.l“\ d(\l\ 4 oh
hﬂ&l center, at

munity college counsc

RIEVUN
I believe T have found something that really
“ 3 1¢ ’(‘ « -

ey

st for me™; o —\

::(l and now I know what it 1s T want.

| rested that the process underlving idenniey developmey
Marcia (1980) suggestec ctive, to self-assess, and to use personal -
R ‘\L]‘()‘“ifni:lt:til::nsrtf:rtlifc ‘commirmcnrs. This 1 a (mnplc\ Procesy
tt;:a‘:”r)ttu::;:“1]1?;\11”(‘ perceptions and assumptions on t l_‘f“m.” ,&»‘ltl llhfl‘ ,ult\!c.\‘
cent. It should not be surprising to find that some .vxdolc .\un‘tf ;\ 1 \\.( .\_\‘\\ m»
mitments and others will resist making anv d'casmn's altoget m.ﬁ nn‘n .m.n‘
adopt a negative identity and resort to dis(-upnw .lCl’.ll\lgl-;(?ll.t :\f~lx.§\\;:\1‘:; i\\:;\:‘
may decide to enter college but not drcclarc amajor, or ¢ uy»m ¢ l 1\‘ l. ‘\« l‘:,.l
to decide on a career later. Super (1963) concluded, after tollow gt u‘ .\l.}m'\”
development of high school students through adulthood, th..u career maturif
is essential for making a career decision. The important traits of caveer m.uuq
rity are planning skills, accepting responsibility, and an awareness ot various
aspects of a preferred vocation. It is generally
takes place during certain periods of the life span
adulthood) within a range of ages; th

Some people may resist making se
hood. Currently, there are
delaying career commitme

agreed that career matunty
(adolescence through youny
at s, the age of the person can var.
rious commitments until well into adult
an increasing number of voung adults who are

nt (Feldman, 2002).

o p ; . . . n h
The current labor market that I referred to earlier in this chapter, and whu

) o . b : who
I'discuss further in the next part of this chapter, may reward individuals W
make early commitments with beter oppc

students, for example, who h
Opportunities for inge
early in their degree
skills and intere

rtunities in the workplace. U‘Hfl‘mll
Ve committed to major fields of study may tu
rnships and other work-rel
pPrograms. Some import
sts, gathering inform
choices to create a realistic set (Feldm

select work environments that reinforce the
This process is driven by individual injtja] pre !
cumulghue continuity (Kokko & Pulkkinen, 2000). Likewise, in what i retette
L0 as interactiong| cont; Ivi

Unuity, an individual's ¢

ated educational “l'\‘\!'-mmt
ant considerations are discon ‘"'jmfﬁ
ation, and eliminating some }‘\‘-‘“l‘:
an, 2002). At this pont, individuals nll-l\-
ir interests and percenved skt

J
. . T M
dispositions and has been te

hoice of careers may be shapel
o €rs, such as members of his or her peet ‘“liom“i

pthns of abilities 5 einforced by feedback u\\““\‘
istic (Feldman, 2002; Kokke D
, . » Esummarize some carcer dey ‘\Ml ;
Perslpfzctnves of career choice, These perspectives should luj .1‘
areer choice proge wohe

ss is complex and ©
AN and career g

velopment.

A



o) e e e

a el ————— - &0 2 TR LL UL WOr
Chay —_— K 77
— T

o o Career Choice Perspectives
SR areer Development Theories

cuper's (1 974) dcycl()p.n1c11t§l approach to the career choice process includes
i dimensions: (l.) orientation to vocational choice (an attitudinal dimen-
don), (2) information and planning (a competence dimension), (3) consistenc
of vocational preferences, (4) crystallization of traits (forming a self-concept)y
(5) vocational indcpg‘-ndcnce, and (§) wisdom of vocational preferences (reali
iwtic preferences). Supc.r emphasized that career development occurred
through stages over the life span. In Healy’s (1982) developmental model the
dient’s individuality is of the utmost importance in career decision making.
He stressed that individuality can be established by helping clients under-
stand the meaning of their goals, obstacles, assets for securing goals, beliefs
about problem resolution and counseling, action already taken, learning
style, and goal impediments.

[n a learning theory model proposed by Krumboltz, Mitchell, and Gelatt
(1975), the following observations are made: career decision making is a
learned skill, clients come from a wide array of groups, clients need not feel
guilty if they are not sure of a career to enter, and no one occupation is seen
as the best for any one individual. This group of researchers felt that indi-
viduals choose poor career alternatives because of faulty beliefs. Unique
learning experiences over the life span formulate the primary influences t'hat
lead to career choice. In their cognitive information-processing perspective,
Peterson, Sampson, and Reardon (1991) suggested that career choice results
from an interaction of cognitive and affective processes. Furthermore, mak-
ing career choices is a problem-solving activity. They suggested that career
identity is highly dependent on self-knowledge.

The choice model in a social cognitive theory (Lent, B-rown, & Hackett,
2002) contains the following five components: (1)_ self-efﬁcgcy and .Ol;ltco::z
expectations promote career-related interests; (2) interests, 1o tfr?;)lr;h:zut_
goals; (3) goal-related actions lead to performance experlen;es; o hat s
come of performance experiences - futucrie 5patffi1vac);c;us expecz
whether self-efficacy is strengthened or weakened; and (5) €

tations can influence people to make a ciareer (.iC;IlSlOI(lj 0; ;escliz:itoi:aisr.eTt};iz
model supports the rationale that social F)c?he 5 ag velolz)ed qopocially s
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changes as well as gradual ones. The shaping process is both continuous and qugpest @ prear
discontinuous. Some key factors that can influence career choice include the
following: competency in planning, attitudes, consistency of choice, crystal-
lization of traits, the person’s individuality, socioeconomic status (SES),
faulty beliefs, self-knowledge, self-efficacy, freedom of choice, prestige of
career, interests, career gender types, and personality types. The career choice
process is thought to be a learned skill and a Eov_m:fmo_i:m activity Biological Inf.
(Zunker, 2006).
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These facto-rs o I.Ilcluswe, but they do Iepresent some iss;es dis:
cussed in this cha.pter and in Ch?PFer 4. The importance of this perspective,
however, is to point out the multidimensional nature of human development
per se and some important factors that can influence initial career choice. In
the biological domain, inherited characteristics are thought to influence pre-
dispositions of intellectual functioning, personality traits, and temperaments
(Eysenck, 1967; Eysenck & Eysenck, 1985; Holland, 1992; Kail &
Cavanaugh, 2004; Plomin & Petrill, 1997). Intellectual ability may also be
influenced by speed of neural transmissions (Nairne, 2003). Although the
extent of influence genetic predispositions have on the development of per-
sonal characteristics has been questioned, there is evidence to support the
position that inherited genes do indeed influence intelleFtual functioning and
suggest a predisposition toward certain personality traits and temperament.
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In adolescence, self-perceptions are particularly significan f "
pathways to form a career identity. Failure to crystalli Ca[}t or providing
self can lead to an identity crisis (Erikson, 1968), whitho:qzs EHOWlEdge °
in genetic predispositions, psychological issues, faulty Cogniti(})’nse ae;z lei;c:
messages from CO.I'ltCXt-Ual experiences. Culture, race, gender, a’nd SES dis-
advantages, espef:lally in early childhood, could influence the development
of a self-perspective of low self-esteem and a lack of openness to career selec-
tion. The belief that fate and luck control one’s future (i.e., an external ori-
entation) has many negative consequences for both life and work roles. The
development of skills, for example, is one way to improve self-efficacy
(Bandura, 1986), but an individual who is externally oriented may not con-
ceptualize how individual effort can lead to a clearer pathway for career
selection. Over time, skill development can have a significant impact on

career selection (Feldman, 2002).
—-—J The increasing awareness of the connection between mental health issues
and career choice and maintenance is a refreshing development. The "_"l_mle'
person approach of helpers who offer career counseling include significant
emotional and cognitive influences that have an effect on how eal(l:h _peiscc)lr;
approaches the initial choice process. Mood disorders_, which usua Oyf l}?ecl Uers
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Figure 5.1 The Pervasive Role of Negative Cognitions
SOURCE: Adapted from Barlow and Durand (2005).

ideals influences some people to accept the fate of low-level jobs and sup-
presses their motivation to move upward through personal initiative. In a
very realistic way, the environment may not provide access to educational
and occupational opportunities, although more community colleges are being
constructed. The realism of work commitments, however, means that for
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industrialism in the lage 1 8¢k century created vast social change,

There now exists what many have labeled o global economy, which is the
driving force of economic restructuring, Markets have opened around the
globe, resulting in more world trade. Nations have increasingly become
interdependent. Multinational corporations have grown to be 4 very power-
ful force in that they have significant political influence worldwide
(Andersen & Taylor, 2006). In the meantime, U.S, industries h:!ve faced
severe competition around the globe; in many countries, the wages for wo.rk-
ers are significantly lower. To meet the competition frnm counrrw:s‘ (‘h'ath‘ullf
manufacture goods at a cheaper price, U.{s‘. industrial or‘gat'?lilna‘r.lfn‘l;antlyzz
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2000s, the American workforce had the stngl
ry workers in all the developed countries (Drucker-
2002). As mentioned earlier, many of the i0b§ 1"5F Wff“’ "UtSQUTéed to othe;
labor is cheaper. In other situations, organizations doy;,.
5. The traditional pathway of the “Organi.
lly eliminated. Workers have lost Many
he workplace and, with it, the loss o

Kleinfeld, 1996). In the early
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usly existed in t
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job security.

Loss of Internal Career Ladders

One of the keys to fully understanding what is currently going on in the
job market is recognition of what th;@ﬁgveéjve nature of changes in organi-
zations means for the worker. [Previously, ind ustrial organizations provided
job security, tenure, and a lifetime jobﬁ his concept was often referred to as
an internal career ladder (Leana, 2002]) Employees would select job oppor-
tunities with an organization that was committed to advancing their career
development through a variety of in-house and off-site educational pro-
grams. This position on the part of the organization helped individuals in the
decision-making process by marginalizing concerns about short- and long-
term i'nterests. The internal career ladder was viewed by employees as a sys-
tematic method of achieving job security and, most important, it promoted
feelings of well-being 4 :

CgrrenF market forces have resulted in significant changes concerning the
;elanonshp between the individual and the organization. Fiercely competi-
i;vihex‘t;:;atlhza;l;e:nhav.e created an' almost completely different alppr'?ﬁ@h
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on and their feelings of well-being.
that .the people most affected by the curren®
higher level workers, such as manager™
ers of organizations had reaped the 8%
eer development training when comp2’ 3
1999). As Leana (2002) pointed out: ')
an training programs; an ideal caree! al
orker are important parts of the Americ”

career and ¢

A Prevalet

The focus
ferent and cl
nizations tha
and continu
implies, sugg
of an organi:
sites and tea
places and n
agents, peo
ROuSseau, 1
structure of
tiOn, be eva
aSSume grea



Chapter 5 Career Choice and Developmen
and the Chapg;
8ing Nature of Work

employer

and thus met th :
: € expec
aracterize pectations of the

s Setudblt as th.e ntaditional career ideal.
P by organizations to foster the career
ye‘e. The changes in relationships between orga-
e m’deed undermined stability and security and
ccurity and high turnover rates, It should not be

American worker. Leana ch
Career management systems
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section, I introduce the evolving perception of
ment in organizations.

A Prevalent Career Model: Boundaryless Careers

The focus on a relatively new career model in organizations suggests a dif-
ferent and changing perception of the nature and structure of work in orga-
nizations that continues to evolve. It also suggests that one can expect further
and continuing changes in the future. Boundaryless careers, as the name
implies, suggest that a worker is not bound to any organization or segment
of an organization but is prepared to use her or his expertise in different work
sites and teams. Furthermore, one’s work may cut across functions and work-
places and may require multiple skills. Some have labeled such workers free
agents, people who offers their skills to the highest bidder (Arthl‘lr &
Rousseau, 1996). Thus, the evolving career model highlights differences in the
structure of work in organizations and how individual workers are to fun'c—
tion, be evaluated, and be paid. Clearly, workers in the 21st century will
assume greater responsibility for their career development.

' k in
In the midst of changes that involve the nature and structure of wor

, ' will need to
organizations, job expectations and perceptions of wark perie

be addressed. The boundaryless career has been touted as a welcon?e chgl-

‘on of work from this point
lenge for a more diverse work role. The percepthT;l interests of an organi-
& il suggesss that ooe is eed frop DR ;nis more individually
zation in a step-by-step fashion; career develoP";en e
oriented (Feldman, 1985). In this respect, catees f: eepbut a professional
career identity. One is not just a Company BCernp a};IY B. As a free agent,
data analyst who happens to be worklffg for b'zgﬁ and in doing so learns
the data analyst offers services to the highest (11  in the workplace; one can
that there are opportunities for personal I‘; warking What it comes down to
become more accepting of a new system © wor & or her comfort level and
is that each worker will be required t erellie ment that has high risks as
ability to function when working in an environ

well as substantial rewards (Leana,

. xam
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Contract Breach

Over the last 20 years, workers in organizations have viewed df)wnsmng
and restructuring as a breach of contract. The havej acted accordlingly, and
this is reflected in high turnover rates, lower job performance, and in gt.aneral
a negative attitude concerning their employers (Robinson, 1.996). It 1s not
only organizations that have changed in the way they view ?mployer-
employee relationships; employees have, too: They have lost their serse of
trust in organizations. How prospective workers and current employees viel
their future with an organization may be summarized as follows: Linear
development has shifted to perpetually changing work roles and careefs.
It is increasingly common for workers to experience uncertainty of job
tenure and to know that one must be flexible in a new employment rela-
tionship (Cappelli, 1999; Werner, 2002). One would suspect that individu-
als in the initial choice process have some of the same reactions as current o
previous employees. Thus, individual career decision making within organ®
zations has been affected by uncertainties as well as by individuals conteft
plating an initial career choice; there are legitimate concerns about their
long-term interests.

The .changing nature of work in organizations has it proponents. One view
of the influence of external markets is that organizations need self-direct

zon-t 5 uously learning workers who find new work roles challenging 2"
f:C'U“gi Maﬂﬁgers In organizations are including novel learning experiences
I employees in order to encourage them to recognize developmental oppo* f

0

tk‘:lllltlisciLor.ldon’ 2002). New technologies require continuous expansio”
"Wiedge In order to stay abreast with global competition. What i

rkers are being encouraged to take responsibility f(ff
B i nilr.e to adopt the role of self-developer (Sullivan, 19191 7
1( md.lVl dual C 4jor purpF)Ses. of tr. aining n organizations has bﬂe ]
Wvesiica afe.er mO'.Zlvatlon_ Workers who develop Self‘e._ 162
' encewlu b.e ' a much better position to cope ¥
e 70;ga'n;zati_ons (LOndon, 2002). e
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l’n this final section of the chapter, some Career
-cussions in this chapter and Chapter 4. ¢
dﬂfourc categories, in alphabetical order ag follows: (1 textual
) external market forces, (3) menta] health iss;ues) poy Mo
tions. Sources of constraints are listed under e privki . .. e
chown in Box 5.2.. These four categories are to be viewed i
rather as interacting forces that influence the developm. mtfa i t?“t
constraints. Sources of deficits in self-efficacy, for ex:m elI::t can ovciio (0
contextual experiences, subsequent faulty beliefs 3nd/§r ;can CVOl;e fm.m
order. SES disadvantages may restrict one’s abi,lity to corrlzerstonfa e
roles in organizations that require an extensive educationafebz kor wordk‘
some individuals lack the financial resources W

. ' for obtaining a higher educa-
tion degree. Box 5.2 is not meant to oversimplify the nature of career bar-

riers and sources of constraints, but just the opposite: Helpers should view
sources of influence as being multidimensional. Although there are definite
connections that overlap categories, the four categories are meant to pro-
vide a whole-person approach to conceptualizing sources of constraints.
The consequences associated with a variety of external and internal con-
straints may be uncovered in locus of control problems and self-efficacy
deficits that need to be addressed, as in the example of Jill, a client
described in the next paragraph.

)

Box 5.2 Some Career Choice Barriers
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iences, mental health issues,
tions, but to think in terms of exte

straints requires a somewhat differe

mal market forces a5 career choice con-

Nt approach to career barriers, One
suspect that we will hear more about the growing recognition of influences

from market forces in a global economy that affects the nature of work in tpe
United States and other countries. Ca'reer development theory has been l.leawly
dominated by psychologists who believe that one can control her or his own
destiny (A. G. Watts, Super, & Kidd? 1981). T. Watts’s (1995) obseryatu?ns,
however, suggest that the career choice process must address more than just
chological variables; in current changing conditions, social an'd economic
?SY s may be equally important. Will helpers end up counseling abqut a
ni:z(llzt-driven workforce (Cappelli, 1999)? 1Il'his po}slitlion w'ill :E:rfi ;iinsgtf:f
r interest to workers as well as to helpers in . 4

Ece:)z?r:ﬁ(c),f f:;la;eolitical transformations we are expected to experience.

i nd
: i areer barriers a
This chapter is a continuation of he-disgiuipigh rzer constraints have
sources of constraints. Psychological influences frorr;lcie been the influences
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. Career choice 1s @ Pro

ential for initial ca :
ectations. [mportant aspects of careers are e

tige, interests, and gender type. Individuals m?’ CO}flnpromise' goals by
selecting a career that fits their ge'nder type rather t an pursuing inge.
ests. Career choice is an expression of or an extension of personality
into the world of work. Individuals are attracted to careers because of

their personality.

to improve future eXp

o Rt .
3. Career choice is viewed as a central component of a person’s identity,

External markets may require that some workers make multiple career
choices. Uncertain and unpredictable job markets are barriers faced by
many people in the initial career choice process. Initial career choice is
influenced by biological, psychological, and social/cultural factors that
shape behavior. Inherited characteristics in the biological domain
influence one’s predisposition toward intelligence, personality, and
temperament. The psychological domain contains a broad array of
mental health issues and self-referent deficits. Environmental experi-
ences are a major driving force in human development. Contextual
experiences can exert both negative and positive influences on devel-
opment. Socioeconomic status disadvantages can be very influential in
one’s perception of the self and the world of work.

4. Economic restructuring is a major-driving force in the changing nature
of work, and it is expected to continue for several decades. External
markets have also changed the nature of work.

US. industry has changed from production to the distribution of
goods and services. Workers are hired on the basis of what they can
%mrnediately contribute to an organization. Nations have become
interdependent,
K Multinational corporations have increased in number and are more
Bt powerful worldwide. Many manufacturing jobs have been out
i it sourced. Workers have lost the guarantee for a lifetime job.

5. Loss of internal career ladders ha
many workers.
and career deve

o s proven to be very disturbing for
: fganizations no longer provide stages of promotior
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or

7. Contract breach reflects workers’ concer

ns about downsizing in the

of trust in organizations. All
me self-developers,

workforce. Workers have lost their senge
employees are being encouraged to beco

. Some career barriers are grouped as contextual experiences, external

market forces, mental health issues, and negative cognitions. Sources
of constraints are included in each category. The four categaticn
not to be considered discrete. They provide a whole-person approach
to conceptualizing career constraints.

—

What is the significance of identity formation to career choice and

development?

Explain the significance of negative self-talk in the career counseling

process. How would you address concerns associated with negative

self-talk?

i | mar-
What is meant by the term external market? What is the externa
' S Sl ey
ket’s role in career choice constraints:

d why
. Explain the concept of career ladders. How were they used, an

have they disappeared in most organizations

: P choice.
describe its role in constraining carcer

Supplementary Learning Exercises



