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CNPS 363, Section 003, Winter 2002 Term 2

Lesson #9 Lecture Notes


Today we’re going to cover a lot of ground in the first half of the class, and then move into a class exercise after the break.  So let’s get started.  We’re going to look at special issues in career counselling for women and men, which may lead to some lively discussion.


I want to start with some Canadian content since the textbook tends to focus on the United States.  The Canadian Advisory Council on the Status of Women (Royal Bank Reporter, 1986) reported that the female labour force grew by 119.4% between 1966 and 1982, while the male labour force grew by 35.6%.  The labour force participation rate for single women was 64%.  Just over half (52.3%) of all married women and 36.1% of those who are widowed, divorced or separated are in the labour force.  The report goes onto say that by the year 2000, it estimated that two out of every three women over the age of 20 will be in the labour force.  Sixty percent of all employed women are in clerical, sales or service occupations.  Approximately 8% of employed women were in managerial or administrative positions.  In 1982, for every dollar a full time make employee earned, a full time female employee earned about 64 cents.  Today, women are earning about 75 cents for every dollar a man earns working in the same job.  In addition, there has been a recent rise in the educational attainment of young women:  women constitute more than 50% of students enrolled in Canadian community colleges and university undergraduate programs.

Issues Pertaining to Women


Before I tell you what some of the issues are that affect women and career, let’s see how many you can come up with.  Would anyone like to hazard a guess as to what types of issues women are facing with it comes to career?

<OH #1>

1. Developmental differences due to age:  Mid-life women who are entering the work force for the first time or who are returning to work after years at home are faced with a number of problems.  They often lack confidence and knowledge about the work world.  They may be quite unaware of what their choices and skills are, and of how and where they are most apt to find employment.

Adolescents and younger women should be alerted to the dangers involved in assuming too narrow a range of career choices.  These women must be made aware of the likelihood that they will not be able to rely on the support of a husband throughout their lives.  Counsellors can impress upon them that early education and training can expand their career choices in later life.  

2. Discrimination and sex-role stereotyping:  What impact do you think sex role stereotyping has with respect to a person’s career?  Sex role stereotyping limits potential.  Women have no freedom to choose lifestyles most suited to needs and responsibilities.  As described by Super, the counsellor will need to seek ways to help women develop positive self-concepts and attain independence.  Increased exposure to a variety of role models of women who have taken unique paths to break away from gender-role stereotyping and traditional jobs could be used to help clients clarify their own self concepts.  By developing positive self-concepts, women will be better able to gain control over their lives and maximize vocational possibilities.

3. Dual role conflicts:  There are many problems in trying to combine marriage and children and a job or career.  Because women have traditionally been seen as the primary caretakers of children, those women who work and raise families simultaneously have special needs.  They may feel guilty because they feel they are neglecting their children or they may resent the burden of having “two jobs”.  Stress and fatigue are major problems for women in this situation.  These women need to explore ways to effectively cope with job and family and still have time for themselves.  This process may involve reassessing values and priorities.

4. Double bind:  Many women experience a great deal of societal pressure about what they should be and do.  These societal messages are often presented as a double-bind situation.  On the one hand, women are encouraged to be loving, giving, supportive wives and mothers who have perfect marriages and perfect children.  On the other hand, they are now being urged to be competent and successful career women.  Van Hoose (1982) wryly sums up the double bind, “A woman can strive to become a mature, healthy, well adjusted adult female, or she can attempt to become a mature, healthy adult.  The first option will win her social approval and second class status, while the second option may win her socially desirable attributes at the cost of having her femininity (and sometimes her sanity) questioned” (p. 357).

Counsellor acceptance of change and affirmation of the client’s desires to explore new roles can help women develop their full potential.  Counsellors can help by encouraging values clarification and other exercises meant to help women define their own needs and wants.

5. Inexperience of the work world:  Often women lack knowledge about work expectations.  Counsellors can help supply women with information about what kind of work is available and/or possible.  Should clients choose to pursue non-traditional types of work, they should be made aware of the resistance they are apt to encounter.  There is a fine line here between helping them recognize the reality of their decision and sounding discouraging towards their pursuit of their dreams.  Self-defeating behaviours such as a lack of assertion and a fear of competition keep many women from achieving in their careers.

6. Counsellor bias:  There is still resistance in society to the changing roles of women.  Zunker mentions several studies that show evidence of gender bias occurring in counselling.  Counsellors should be aware of their own tendencies to stereotype work roles, and of the subtle ways in which they may reinforce stereotyped notions and limit the choices and possibilities they present to their clients.

Whatever career pattern a particular woman happens to be following, the role of the counsellor is to assist them in identifying their abilities and skills and provide them with the same opportunities as men to use their talents.  They may need to examine a variety of lifestyles, family and work patterns and the potential conflicts of both a career and a wife.  If their needs have changed, they may need to return to or begin to explore the growth or exploration life stages to clarify their values and priorities.  The counsellor should help the client sort out societal pressure and help women to identify the best choices for them at the time.

Counselling Interventions

The overhead shows one researcher’s suggestion for counselling strategies when working with women.  It’s been around for a while (1974), but it is still a valid approach.  I’ve included it because it is not in the text, and I think it is a common sense approach that would serve you well.

1. Counsellors need to be aware of their own attitudes, expectations and practices about working with women.  How much do our own sex-role stereotypes affect our counselling behaviour?  As always, being a good counsellor starts with knowing yourself and taking steps to strengthen areas where you feel you aren’t fully up to speed, or recognizing that you are not qualified to counsel in a certain area and doing the ethical thing by referring your client to someone who does possess those skills.

2. Counsellors need to be aware of sex bias in tests and assessment inventories, and in their bias in interpreting these materials.  Often assessment tools are normed on men with a certain education.  They are also often theoretically based on what is presumed to be the “proper” model of career development, namely that of men.  There’s nothing inherently wrong with that, but it’s back to what we discussed in class a couple of weeks ago around making sure you’re using the right test instrument for your specific client.  Be aware!

3. Counsellors need to help clients obtain career information.  Clients need information about the labour force (present and future), particularly if they are new to the workforce or are returning after many years.  This was brought home to me when I did my thesis research – women in mid-life were particularly in need of information on what skills are needed, what jobs are available, where they could go for skills upgrading.  This information was not readily available to them from the outplacement counsellors they were seeing.  Information on work environments, alternatives, and decision-making processes is also needed.

4. Counsellors need to make women become aware of options available to them in education, work, lifestyles and career patterns.

5. Counsellors need to help women learn the processes involved in decision-making.  The goal is to emphasize the fact that women have choices regarding their future.

The textbook provides a good update on many of the career theories we looked at in the first half of this course.  Pages 311 – 316 cover off:

· Ginzberg’s (1966) three lifestyle dimensions for women that may be used in career counselling approaches:  (1) traditional (homemaker-oriented); (2) transitional (more emphasis n home than on job); and (3) innovative (giving equal emphasis to job and home).  Just recently has a fourth dimension been added:  (4) career-oriented (the highest priority is given to the development of a career).

· Bertz & Fitzgerald (1987) call for career development theories that are free of gender-role stereotyping.  They highlight the fact that occupational choices for women are heavily influenced by home and family responsibilities, and by social class.  Their research has specific implications for counsellors who work with middle and high school girls.  They identify math as the “critical filter” that prohibits girls from attaining higher status jobs.  By avoiding advanced math classes (or elective classes in math), girls end up performing more poorly as compared to boys on standardized achievement tests, which are often linked directly to scholarships.  Whether it’s a desire to be seen as feminine, or a drive for popularity, or a desire not to compete with the boys, or math anxiety, girls need to understand the impact of choosing to “opt out” of advanced math courses on their future career options.

· Super (1990) is one of the major career development theorists (discussed in Chapter 2) who addressed women’s career development patterns, which he classified into seven categories:  (1) stable homemaking; (2) conventional; (3) stable working; (4) double track; (5) interrupted; (5) unstable; and (6) multiple trial.  Super’s double-track career pattern establishes homemaking as a second career is significant, recognizing that women with a husband and family rarely get to come home, put their feet up, and have someone else take care of the house and loved ones.  For anyone who’s tried it, they will attest to the fact that homemaking is a full-time job in itself.  

Any questions?  Comments?  Do you buy the fact that women face significant challenges when it comes to issues around career?  (Use my own experiences where relevant, or those of people I know, to refute their assertions that women don’t face particular issues).

I’ll leave you to read through the rest of Chapter 11 on your own.  Overall I think it deals with the issues very nicely.  One last point:  the section on Women and Entrepreneurship (p. 320 of text) struck me as particularly interesting in light of a statistic I came across about two years ago that states that women executives are leaving corporate jobs in big business at unprecedented rates and starting their own businesses.  If what Gould and Parzen (1990) state is true, then women are doubly hit by the double-standards in the boardroom and the challenges they face when attempting to start a new business: (1) women lack socialization to entrepreneurship in the home and society; (2) women have been excluded from business networks; (3) women lack capital and information about how to obtain it; (4) women suffer from discriminatory attitudes of lenders; and (5) women are often ostracized in the business community because of gender stereotypes, which in turn influences expectations of women as entrepreneurs.

Any questions before we turn our attention to the special issues faced by men in career counselling?


Now, I want an honest show of hands.  How many of you think it’s silly to include a lecture and an entire chapter in a textbook to men’s issues in career development?  Is it just “window dressing” to be politically correct given the fact that Zunker devoted a chapter to women’s issues?

Why do you think it’s not necessary?  Why do you think it is necessary?


So let me ask you a question:  what adjectives come into your mind when a male says he’s a stay-at-home dad or a hairdresser?

Why do these come to mind?  What’s inherently wrong with these as careers for men?  What stereotypes or biases are these career choices challenging?


Skovholt (1990) stated, “Painting a picture of men’s lives often results in a work-dominated landscape.”  What do you think this means? 


I think this is just one reason why it’s important to pay attention to men’s issues when it comes to career counselling.  Skovholt goes on to say that a majority of men still define their lives in a large part from what they do in their career, as compared to women who generally define themselves in terms of career and family.  The problem comes when the career changes (unwanted demotion or lateral transfer, retirement), or ends abruptly (either through an unplanned early retirement offer, or unexpected job loss).  For a woman, her identity can survive, because it is not solely based on her career.  For most men, this is a painful crisis of identity that can affect not only him, but his whole family.  

Furthermore, many career counselling issues and needs of men are arising from socialized gender-role conflicts in a changing society.  As the roles of women change, men need a great deal of assistance to go against the tide of socialization and take on anew perspective of the masculine role.  Parental influence on gender-role development, the feminine influence of elementary school, and the influence of media are discussed by Zunker, so I won’t repeat it here.  Specific needs of men identified in the chapter include:

<OH #2>
These are the specific issues and needs faced by men as presented by Zunker in the text.  The book does a nice job, again, of dealing with these issues so I won’t repeat them all here.  Having read the book, and seeing this list, what surprised you about it?

How many of you are familiar with feminist thinking, research and approach to counselling?  How do you think feminist thinking would be applied to men and their career choices?

The answer is:  they would say that the gender roles and stereotypes that have made it difficult for women to achieve their potential has been equally difficult for men, although perhaps not all women would agree with that because men have traditionally retained the power and resources to remain in control.  However, it means that men who would prefer to work as day-care workers, or to stay home and raise their children, or to be a hair-dresser, have faced significant societal pressure and loss of status and prestige, often limiting their marriage options and making them objects of ridicule.  From a feminist perspective, the belief would be that men have been denied the opportunity to follow their dreams and enter careers that are truly meaningful for them, and that it is a shame to waste anyone’s potential by forcing them into jobs they don’t feel comfortable in and don’t enjoy.  It potentially prevents them from “following their bliss” (as Joseph Campbell calls it) just as much as it does women.

One of the things counsellors must do is to explore their opinions (and values) relative to men in non-traditional careers, such as househusbands, or those in traditionally female jobs (such as nurse or elementary school teacher).  Robertson & Fitzgerald (1990) found that with regards to non-traditional make clients, counsellors:

· Considered them to have more severe pathology
· Behaved differently towards them

· Were more likely to attribute their depression to their non-traditional choices, and

· Were more likely to target their non-traditional behaviour as a focus for counsellor intervention.

Zunker examines the role of culture on men’s career development, and highlights characteristics specific to men within specific cultures.  Some of the counselling interventions suggested for men include:

1. Expressiveness training:  Two goals – (1) help individuals identify situations in which it is appropriate to express their emotions; and (2) learn that it is appropriate to freely express emotions in those circumstances.  Men have a more difficult time expressing their emotions than do women (Dosser, 1982) – does this come as a surprise to anyone?  Although I have definitely seen things changing over the last 10 years or so as men are being somewhat more encouraged to express what they feel.  And this definitely has a cultural bias to it, as well as gender stereotyping.  In Asian cultures, expressing emotions is frowned upon and seen as a sign of weakness or immaturity.  So we have gender issues coming face to face with multicultural issues – no wonder it takes significant training to learn how to be an effective counsellor!

2. Assertiveness training:  We generally think of assertiveness training being for women, but men often need it in order to help them express affection, admiration, and praise (Wolpe, 1973) without suffering embarrassment.  Men can also benefit from assertiveness training in order to help them stand up and become less competitive and/or aggressive when interacting with colleagues and spouses.  It takes guts to break with “tradition” and act in a different way.

3. Dual-career roles:  Men are being affected by their wives’ and/or partners’ decisions to pursue life-long careers in a wide range of occupations.  This takes some adjusting by men, who are no longer the primary bread-winners and whose job takes precedence over all other considerations in the household.  Learning the skills needed to successfully negotiate dual-career and family roles can help men make the adjustment to this new world order.  The tasks suggested in this counselling are intended to help clarify the concept of dual career families and to introduce changes in male role models.

4. Support groups:  The prospect of egalitarianism can be a difficult one for some men to accept, often due to their perception of it as a loss of status and self-esteem.  Support groups can help men through this transition by allowing group discussions and role playing to help men share household and family responsibilities.  The support group format gives men practice in freely expressing their emotions, continuing to express the so-called masculine traits of assertiveness, dominance and competitiveness when appropriate, and to put them in touch with men like themselves so they begin to learn that they are not the only ones experiencing this shift.  The support group’s role is to help change rigid, gender-role masculine behaviour so men can build better relationships with people in their lives.

Any questions or comments about these interventions for men?

In-class small-group exercise.

