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CNPS 363, Lecture #2 January 2003

OK, I’m glad to see most of you decided to stay.  There are also a few new faces as well, so welcome to CNPS 363.  You can ask your classmates for copies of last week’s lecture notes.

First, lets take care of a few items of business from last week:

I’ve had some questions about my marking scheme for the take-home assignment.  There will be 9 questions, including:

· 5 mini-case studies asking you to apply specific theories to describe the client, or to provide career counselling advice based on what you know of the client.

· There are 4 questions asking you to demonstrate what you have learned in specific areas of career counselling, especially focusing on areas that have changed significantly in recent years.  

· The number of marks each question is worth will be included at the end of each question.  If the question is worth 3 marks, you’re expected to provide 3 relevant responses or points.  In general, for each of the questions there are more responses that could be acceptable than marks apportioned to the question, so there is some flexibility around appropriate answers.  However, I cannot guarantee this is always the case.

· As this is a 3rd year course, you are also expected to apply your critical thinking skills and not only supply the answer.  I expect you to provide your rationale for choosing that answer.  So be complete, and be thoughtful when crafting your responses.  I don’t just want to know what the answer is; I want to know why you chose that answer.  

· I think it will become clearer when you see the questions and begin to work on them.

Any questions at this point?

<time-check: 4:50 PM> 

Let’s begin today’s lecture on career development theories, then.  If you’ve flipped through chapters 2 and 3, you will notice that there are a lot of them, some of which fit well together, and others that seem contradictory.  

One of the things that you should be doing as we discuss the various theories is to evaluate each one in terms of how well it fits for you: does it seem plausible, given your understanding of how the world works?… or does it simply not ring true.

By the way, we may all end up with different opinions about this, because we come from different theoretical and life backgrounds.

The reason for evaluating the theories is because, in your future practice, you may be thinking about using some techniques or interventions that are derived from these theories 

and, if you don’t buy into the underlying theoretical assumptions, chances are that the intervention won’t fit with your style of doing therapy, so you’ll end up doing it half-heartedly or even incorrectly, which, of course, is the last thing your client needs

Something to keep in mind over the next few classes… any questions?

So, one of the questions that usually comes up is “Why do we have to know about career development theory, anyway?” 

The short answer?… you’ll fail the test if you don’t.  

Seriously though, there are a number of reasons that it is important to have some familiarity with a range of different career development theories.

I’m going to assume that, if your interest is in career development research, you will find it intrinsically worthwhile to know about the different theories.  Therefore, in this section, I am primarily addressing those of you who intend to become career counselling practitioners, rather than researchers.  You can see some of the reasons on overhead 1.

<OH 1>

“Evaluate Potential Interventions” <point>.
As I already mentioned, knowing about theory will allow you to evaluate the worth of any potential intervention that you are thinking about using.  Knowing the theory behind the intervention will allow you to judge whether it is compatible with your way of doing therapy, and the specific needs and circumstances that the client is presenting with at the current time.

“Communicating with Other Professionals” <point.>  Even if you decide to ignore all the existing theories of career development, other practitioners in the field accept them, and use the language of the different theories when describing what is going on for clients.  

You need to be familiar enough with the theories to interact intelligibly with colleagues (unless you plan to isolate yourself entirely from the rest of our profession.)

So, if you don’t know what, say, “crystallization,” or “personal agency,” or a Holland code of “SIA” mean in the context of career development, you could have a hard time when consulting with fellow career counsellors.

“Provide Explanatory Frameworks for Specific Presenting Problems.”  As with any other field, one of the main functions of theory in career counselling is to provide explanations of what is going on.  

So then, point number 3 is a fancy way of saying explaining what’s going on in different counselling situations.  Knowing the theory (and the exceptions to it) will allow you to make sense of what may be going on for the client, instead of blindly wondering why they are having the difficulties that brought them into counselling.

For instance, different theories of career development will provide explanations for: a) why an adolescent is having trouble deciding what courses to take next year; b) why a well-paid manager is dissatisfied with her job; or c) why someone with the right skills and training may still have problems performing the duties expected of him.

“Understand Normal and Expected Events in Career Development.”  Some theories of career development provide descriptions of “typical” things that happen to a person’s career, as it develops over their life-time.  Knowing the theory will allow you distinguish between when someone’s presenting problem can be fixed,” and when it is actually a normal developmental process which needs to be coped with (or maybe the “problem” is even a sign of healthy functioning in the client’s circumstances)

An example of a presenting problem that turned out to be normative, and maybe even healthy is when a parent brings in their 14 year old in for counselling because she “has not yet been able to decide on a specific career.”  Depending on the circumstances, the parent could be informed about Super’s age-related developmental tasks, and how it is normal for teenagers to exhibit multiple career interest at that age… 

so in the same way that you don’t expect a three year old to speak in proper English, a 14 year old doesn’t need to have a specific career selected.  

<Time-check: 5.05>  So, are there any questions at this point in the lecture?

Ok, let’s move on to the specific theories of career development, starting with “Trait and Factor Theory”.

<OH 2>

As you’ll remember from the text, the main idea behind trait-factor theory is that people have different internal, relatively stable “traits” (for example: interests, values, aptitudes, and personality characteristics), 

so career counselling is about measuring them using standardised tests, and matching the client’s traits with the traits that are suitable for different professions.

Parsons and Williamson were the two main proponents of this theory.  Parsons would suggest that the following list represents what it takes to be a successful vocational counsellor:

· Lists/classifications of industries and vocations

· Conditions of success in various vocations

· General information about industries

· Up-to-date information

· Apprenticeship systems now in practice

· Provincial vocational schools/courses available

· Employment agencies/opportunities

While this is too much information for any one counsellor to carry around in his or her head, this is an excellent application for computers, although counsellors need to be aware of how to access that information effectively and efficiently.

Williamson somewhat softened the straightforward nature of Parsons’ approach by providing a structured approach to career counselling.  He provided an outline of how counselling should proceed, as well as identifying possible outcomes and follow-up activities.  Although it was a much more counsellor-in-charge approach, it is possible for counsellors to explore how to make it more collaborative with their clients.  Williamson’s six-stage approach includes:

1. Analysis:  data gathering stage

2. Synthesis:  strengths/weaknesses

3. Diagnosis:  identify the problem; discover its causes

4. Prognosis:  how successful will client be?

5. Counselling:  if poor prognosis, then client receives additional counselling, which is likely to involve a recycling through the previous steps

6. Follow-up:  was course of action correct?

Williamson outlined four types of problems:  uncertainty, no choice, discrepancy between interests and skills, and an unwise choice.  According to Williamson, the main indicator that a choice is unwise is that there is either a substantial amount of evidence that the person will be unsuccessful in their choice, or a complete absence of evidence that the person will be successful.  Other specific indicators include:

· Aptitudes don’t match goals

· Goals don’t match interests

· Personality traits that would make job adjustment difficult

· Occupational choice that offers little opportunity for entry

· Desire for prestige

· Choice is made on the basis of promises of employment from friends or relatives

· Pressures from parents/others

· Lack of occupational information

· Misconception about careers

The trait-and-factor theory has a number of practical applications (pp. 28-29 of text):

1. Its early role was one of diagnosis.  In this context, diagnosis was the process of analyzing data collected through a variety of tests.  Individual strengths and weaknesses were evaluated with the primary purpose of finding a job that matched measured abilities and achievements.  Assessment data was used primarily to predict job satisfaction and success.

2. Contemporary career counselling practices are expanding the use of test data.  One example is the study of the relationship between human factors and work environment variables.  The results of this research are used to find congruences between individual human factors and reinforcers that exist in work environments.

3. Instead of predicting the possibility of success in a particular career on the basis of actuarial information, the counsellor interprets test data and informs the client of observed similarities to current workers in a career field.  Clients use this information along with other data in the career decision process.  Assessment data are considered to be one source of information that can be most effectively used in conjunction with other data.

I’m not going to spend a lot of time on trait-factor theory, because while it was THE major theory in career counselling a hundred or even fifty years ago, nobody is a pure “trait and factor” theorist any more.  The overhead pretty much sums up what you have to know about it… I’ll give those of you a minute or two to copy it down.

<2 minutes>


The reason for the decline of trait and factor theory is that, in our current, post-modern way of thinking about careers and career counselling, a lot of the assumptions of trait-and factor theory simply don’t fit any more.  

For instance, 
1) We now believe that simply identifying individual traits and factors is insufficient to get a full picture of what’s going on, because these characteristics can change and develop over time.  (The theory never did a good job of accounting for the developmental nature of career, because it assumed that the scores on the different trait and factor measures would always remain the same).

2) We no longer accept the idea that career decisions are primarily based on measured abilities… all kinds of other things in a person’s socio-cultural and familial environments can also have a big impact on career decision-making.  Can you give me a couple of examples?  (SES – limits the number of careers a person thinks about; health; opportunity; access to resources; other responsibilities, such as early parenthood, caring for siblings or other family members, etc.)

and

3) We no longer believe that there is one right occupation or career for a person, or that the main purpose of career counselling is to help people figure out what their “best” career is.

This is not to say that trait and factor theory is completely worthless, however.  The idea of matching aspects of the client’s self and situation with particular careers or types of work is still an important one.  Also, the use of standardised tests is still big in the discipline.

I guess the bottom line is that, now, people have moved beyond trait and factor theory.  However, there was a time when trait-factor theory was just about the only theory of career development that existed, so many of the present theories of career development have been influenced by it.

One of the theories of career development where the common background of Trait-factor theory is really quite obvious is the Person-Environment-Correspondence theory of career development.   It used to be called the Theory of Work Adjustment, but was revised in 1991 by Lofquist & Dawis.  

PEC looks more deeply at the employment setting side of things than most other career development theories (which, instead, tend to focus more on the person making career-related decisions).  Its major emphasis is on job satisfaction and job satisfactoriness.  PEC theory is unique in that it places equal emphasis on the job environment and its expectations/reinforcers in addition to personal considerations.  It is much more than a series of step-by-step task-oriented procedures.

Instead, it is seen as a very human activity that involves many psychological processes, including interactions with other people, serving as a source of satisfaction or dissatisfaction, and leading to feelings of reward or stress.


According to PEC, people (a) have certain requirements or needs from their work environments (e.g., for one person it may be the ability to interact with customers); and (b) offer the environment a certain set of skills and abilities (e.g. good selling skills).  

In a similar way, work environments (a) require their employees to have certain abilities and (b) are able to meet certain needs of their employees (which Dawis and Loftquist would call the “reinforcement system”).

Two key concepts of PEC are “satisfaction” and “satisfactoriness”:

· “Job Satisfaction” is defined as the degree of correspondence between an employee’s needs and the reinforcement system of the employer (satisfaction is judged from the perspective of the employee).  Job satisfaction is evaluated from outcomes of work experience, such as tenure, job involvement, productivity, work alienation, and morale.  What do you think the outcome would be for someone who is dissatisfied with her job?   Answers should include:  person quits and goes somewhere else to work (higher turnover); withdrawal behaviour (such as absenteeism and lateness), and worker alienation (not talking to co-workers, blunt or non-responsive with managers, doesn’t participate in coffee breaks or lunches out with the team).  

and…

· “Job Satisfactoriness,” which is the degree of correspondence between the ability requirements of the job, and the abilities that the employee brings with them (satisfactoriness is usually assessed from the perspective of the employer).

Satisfaction and satisfactoriness together will predict a how long a particular person will stay in a particular job.  

So, then, as a career counsellor, you should be aware that if a potential job doesn’t look like it is going meet the client’s needs for satisfaction, it may be important to consider other possible options (assuming, of course, that the client is looking for a long-term career as opposed to something temporary that will provide them with some money)

Actually, where you will find this theory most useful is in working with people who are already employed, but not happy; or in consulting for employers who are trying to figure out why they are experiencing high rates of turnover.  In either of these cases, analysis of the requirements and reinforcers operating on the workers and the work environment may reveal why there is a problem, 

And, hopefully, lead to suggestions for change.


Anyway, career development from the PEC perspective is viewed in terms of the degree of fit between a person and their work environment.  The better the fit (from both employee and employer’s perspective), the longer someone will stay in a particular position.  

So, you can see the influence of trait-factor theory in this, right?  


Actually, in their latest version of PEC, Dawis and Loftquist also bring in concepts that were at the core of what trait and factor theorists measured when doing career counselling.  You can see them on the overhead:

Personality structure, personality style, ability, and values now all get added in, as things which need to be taken into account in terms of finding a good fit between the person and the work environment.


I’m sure we can all think of situations where the fit between a person and their work environment has not been so good (and perhaps even had first hand experience at it).  PEC makes specific predictions about what happens when there is a poor fit.  What do you think happens when there is a poor fit?

The textbook doesn’t do a good of explaining this part of PEC but, in general, if there is a bad fit the employee or the organisation will attempt to make changes.  Before a worker attempts to engage in this process of work adjustment, he or she will often try to tolerate the poor fit with the work environment.  This ability to tolerate a bad fit is called flexibility.  Again, “flexibility” can be defined as “the willingness to tolerate non-correspondence between needs and reinforcers in the work setting.”

Eventually, however, the employee will try to change things.  Their efforts at adjusting can take one of two forms:

“activeness”  is when the person tries to change the other party- in this case, the work environment.

An example of active work adjustment would be seeing if it would be possible to change the timing of work shifts to meet your child-care needs.

“reactiveness”  is when the person tries to change themselves in order to better correspond, or fit within their existing work environment.

An example of reactive work adjustment would be to try to work more effectively in a team setting when you’re used to working on your own.  This could include trying to be more forthcoming with ideas within the group, working collaboratively within the team, chatting with team members before and after meetings or at coffee break, lunch.

People will usually try to make these changes for some period of time.  How long they try before they give up is a function of “perseverance,” which is simply defined as the duration of engaging in adjustment behaviours before choosing to end employment.

Of course, sometimes the efforts to make adjustments succeed, in which case there is no need for termination because satisfaction has been raised.


By the way, even though the textbook only talks about things from the employee’s perspective, attempts at work adjustment can be made by the company as much as by the worker.  Organisations can be tolerant, then try to change the employee or their own structure and then, if those interventions don’t work, they can ultimately terminate a person’s employment.

Generally, if Job Satisfaction is low, the individual employee will try to engage in work adjustment.  On the other hand, if Job Satisfactoriness is low, adjustment efforts will be attempted by the employer.

One of the areas where PEC falls short as a theory to explain current career development is that it still retains the notion that many people follow a single career path, working in relatively unchanging work environments for big stretches of their lives.  In today’s work environments, where we know change is frequent and often disturbing, it may be more important to focus on ways to enhance flexibility, rather than see the four steps of adjustment as being an inevitable sequence.

<time check: 5:20> Any questions about Person-Environment Counselling at this point?

Alright then, let’s move on to overhead #3, Gottfredson’s theory of Circumscription and Compromise.

<OH 4a>

Linda Gottfredson was primarily interested in social inequality in thinking about future careers, so her theory of circumscription and compromise is focused on the vocational aspirations part of career development… the hopes and dreams that people (well, mostly children and adolescents) have for their future careers.


Like many researchers with a developmental psych background, Gottfredson likes the idea of stages, and her theory proposes that career aspirations develop and become defined in four stages over time: 

Orientation to “size and power” <point>; 

Orientation to “sex roles” <point>; 

Orientation to “social evaluation” <point>; 

and Orientation to the “internal, unique self ” <point>.

a) In the first stage, children basically develop some sense of what it means to be an adult, including the idea that most adults work.

b) In stage 2, as their self-concept develops, it is impacted by biological and social “messages” about gender.

c) In stage 3, there is greater awareness of issues of class and socio-economic status, and people develop ideas around what prestige level of jobs would be acceptable.

d) In the final stage, teenagers develop more ability to reflect on themselves and thinks more about their future career in terms of their own interests, sex-roles, and social class.

It is stage 4 that Gottfredson described in greatest detail in her theory.  Two critical processes that she proposed about career development get finalised in this stage.  They are the processes of circumscription and compromise.

<OH 4b>

Anyway, Circumscription is the process through which children and youth narrow down their vocational aspirations.  Basically, in circumscription, the adolescent develops the boundaries around the range of careers that they would be OK with.  There is a minimum level of social prestige that the teenager would find acceptable, so jobs below that level of prestige are ruled out as being too “beneath” the person to even consider

 As jobs become more prestigious, they also require more effort to obtain (in terms of training & education, and the demands of the job).  So then, Gottfredson proposed that there is a maximum level of effort that a person will be willing to put into a career, so high prestige jobs that would take more effort are also ruled out.  

Finally, people have developed a sense of sex-roles, and the kinds of occupations that are appropriate for men and women.  Any job that falls outside what a specific adolescent perceives to be “acceptable” in terms of sex type will also be ruled out by him or her.

So, then, what’s left in the middle of these three boundaries is a “zone of acceptable alternatives” . . . or, in other words, the range of occupations that the adolescent would find acceptable.  Again, the zone of acceptable alternatives can be defined as “the range of occupations that an adolescent would find acceptable as an option for their future career.”

After circumscription comes the process of Compromise.  People eventually begin to relinquish their most preferred acceptable alternatives for ones that are slightly less preferred, but are more accessible to them.  They go from their ideal career, to one that is more realistically attainable for them.  

This sometimes happens through trying to implement their most preferred choices, discovering that they are not able to, and going back to their list of alternatives for the “next best thing.”  At other times, merely anticipating external barriers is sufficient to rule out a preferred option.

Gottfredson’s theory has a strong sociological perspective, and her theory differs from other theories in 4 major ways:

1. In career development, there is an attempt to implement the social self and, secondarily, the psychological self.  Gottfredson places much more emphasis on the idea that individuals establish social identities through work.

2. How cognitions of self and occupations develop from early childhood is a major focus of the theory.

3. The theory’s premise is that career choice is a process of eliminating options, thus narrowing one’s choices.

4. The theory attempts to answer how individuals compromise their goals as they try to implement their aspirations.  In Gottfredson’s view, career choice proceeds by eliminating the negative rather than by selecting the most positive.

<time check 5:45> Any questions at this point?  OK then, we are going to take our break now.  Afterwards, we will deal with Super’s developmental theory of career, and spend the final hour on a participatory activity.  So, come back in 15 minutes from now.  

<BREAK>

<time-check:  6:00>

Ok, I mentioned last week that you are responsible to know everything in the assigned chapters for the tests.  So, even though I’m just going to cover Super’s Life-Span, Life-Space theory in class, you will probably still want to be familiar with the other developmental theories of career development when you study for the test.  These include Ginzberg and his associates, and Tiedeman.

So then, moving on to Overhead 5a:

<OH 5a>


Donald Super spent something like four decades studying, then building and refining his theory of career development.  He died in 1994, but his work has been carried on by his colleagues.  Anyway, with 40 years of refining, it is not really surprising to find out that the Life-span, Life-space approach is really quite a complete theory, one that has both career development and career counselling parts to it.  

Today, we are going to be focusing on some of the major points on his theory of development.  Later, when we are discussing models of counselling, Super’s theory will crop up again within the Developmental model of career counselling.

Self-concept is a central idea in Super’s theory.  The idea is that vocational self-concept is constructed through physical and cognitive development, direct experiences and observations of others, selectively identifying with certain adults (including their occupations), and is also influenced by a person’s general social and cultural context.

Super proposed that vocational self-concept is a major underlying influence of the career paths that people follow over their lifetimes.  Specifically, it is thought that people will pursue careers that will most efficiently allow themselves to express their self-concepts.  

(Unlike Gottfredson, Super did not focus a lot on the barriers and constraints that might force someone into a career that is less than ideal.)

Like developmental theorists in other areas of psychology (Erickson, for instance), Super also came up with a number of age-related developmental stages, and tasks that need to be accomplished at each stage, to reach “maturity” (for that age).  

Of course, he focused directly on career development rather than, say, cognitive development.  The textbook does a good job of describing the developmental tasks (p. 37, 5 stages).  He does a good job describing them so I won’t go into detail here – you can read them for yourselves.  Do you have any questions about those developmental stages?  For my information in case a question comes up:
1. Growth (birth to age 14 or 15), characterized by development of capacity, attitudes, interests, and needs associated with self-concepts.

2. Exploratory (ages 15-24), characterized by a tentative phase in which choices are narrowed but not finalized.

3. Establishment (ages 25-44), characterized by trial and stabilization through work experiences.

4. Maintenance (ages 45-64), characterized by a continual adjustment process to improve working position and situation.

5. Decline (ages 65+), characterized by preretirement considerations, reduced work output, and eventual retirement (Issacson, 1985, pp. 51-53).

Develomental Tasks (p. 37, Table 2-2).  This is for my use only, and not to be reviewed in detail with the class.  Refer class to the table in the text, and ask them what limitations, if any, they see with respect to Super’s vocational developmental tasks as they are laid out.

	Vocational Developmental Tasks
	Ages
	General Characteristics

	Crystallization
	14-18
	A cognitive process period of formulating a general vocational goal through awareness of resources, contingencies, interests, values, and planning for the preferred occupation.

	Specification
	18-21
	A period of moving from tentative vocational preferences toward a specific vocational preference.

	Implementation
	21-24
	A period of completing training for vocational preference and entering employment.

	Stabilization
	24-35
	A period of confirming a preferred career by actual work experience and use of talents to demonstrate career choice as an appropriate one.

	Consolidation
	35+
	A period of establishment in a career by advancement, status, and seniority.


Interestingly, in early versions of his work, Super focused mostly on adolescence and early adulthood.  More recently, however, he came to accept that career development is something that happens over the life span.  So, after changing the name of his theory to the “Life-span, Life-space” theory of career development, he rejected his previously linear model of career development, and replaced it with a circular or cyclic model <point to overhead>.  

In this cyclic model, developmental tasks are cycled and recycled throughout a person’s career, potentially reappearing in new ways from adolescence all the way past retirement.

The idea of life-span, life-space can be graphically illustrated by Super’s “life rainbow” on page 42 of the text.  Actually, Zunker omitted some important information (like the shading:  bright colours represent roles they are enjoying, dark colours show roles that people are not enjoying, and neutral colours to indicate those with little emotional attachment) when he reprinted it for the text, so you may want to add that in to your copies, or at least be aware that a more complete version exists.  The “life rainbow” has the following characteristics:

1. It presents a longitudinal dimension of the life span, referred to as a “maxicycle,” and corresponding major life stages, labelled “minicycles.”

2. “Life space” are the roles played by individuals as they progress through developmental stages, such as child, student, leisurite, citizen, worker, spouse, homemaker, parent, and pensioner.

3. People experience these roles in 4 theatres:  home, community, school (college and university), and workplace.

4. It is set against a backdrop of situational determinants, historical and socio-economic realities, as well as personal determinants, psychological and biological realities.  

 .Life-span is a person’s progress from birth to death, with the whole cycling and recycling of developmental tasks that we just talked about happening over the years and phases of a person’s life. 

Any particular task in the circle can appear or reappear at any given time.

Also, remember last week we talked about “career” being a broad concept, one that can encompass far more than just paid work?  Well, Super’s idea of “life-space” acknowledges this idea to some degree.  

The diagram lists the many different “careers” or “roles” that a person can have over the lifetime, with differences in band width suggesting how much of the life-space that career or role is occupying at any given time.

For instance, with this particular person, 

At 15, <draw line down> he is partly taking on the role of “child” (which, in Super’s model, has nothing to do with age, but instead, the relationship one has with one’s parents, so we will retain some role of “child” until our parents die), partly the role of student, and partly the role of “leisurite” (pursuing leisure activities).

At 45, <draw line down> he still has a relationship with his parents (but you will notice this role is less than when he was 15), he’s taken a year of work for retraining, so the student role is full <point>, and the worker role is empty <point>, and he retains some role as a leisurite, a citizen (fulfilling civic responsibilities like voting and volunteering in the community), and he is involved with his own family (parenting, taking care of the household etc) so he has taken on the role of home-maker.

At 66, <draw line down> his parents are now dead, and he is no longer studying or working, so those roles are gone.  However, he is spending more time as a leisurite, citizen and home-maker, which is why there is so much gray in those roles at that age.

<time-check  6:30>  So, are there any questions or comments about the life-span, life space theory (or anything else in today’s lecture) at this time?  OK then, I guess we can move on to the career factors activity.

One of the things that should be clear to you at this point in the course is that many factors need to be considered when doing career counselling.  The theories that we have talked about today should start giving you some idea as to the kinds of things that can influence a person’s career choice.  We will come across other factors in the next few weeks but, for now, this exercise will expose you to the kinds of things that could be going on in your client’s mind.

As with all the activities that I have prepared for the class, you have the choice to not participate, or even to just go through the motions.  However, I’ve found that students learn a lot more by doing than listening, so I would encourage you to really take part.  Some ground rules for participating in these in-class exercises:

· Timeliness


· Equal Air Time

· Non-judgmental Participation

· Right to Pass

· Confidentiality

<hand-out Career Decision Factors worksheet>

For today, I am using this only as a teaching tool.  However, when you are actually doing career counselling with people, something like this worksheet can be useful to help you and the client figure out what to give the most weight to (and what might require further exploration) as you are helping him or her to come to a career decision.

The activity will take place in three parts: (a) you are going to work alone first, (b) then break up into small discussion groups (you will not have to share the content of your worksheet, unless you want to), and, finally, we will return for a whole class discussion.

Whenever we engage in small group discussions, I will probably drift from group to group, to get a sense of how the discussion is going, to be available for questions and, of course, to formulate an opinion about your class participation.

Ok, for this first portion, you will have 15 minutes to fill out your own self-assessment sheet.  Think of 3 career decisions that you have made in the past 3 years (read instructions on Career Decisions Factors Worksheet) that were particularly important in your own career formation and base your rankings of the factors immediately following the 3 decisions on them.

Go ahead and fill out the decision factors work-sheet.

<10 - 15 minutes>  Does anybody need extra time?

<OH of Small Group Discussion Questions>

OK, now I’m going to divide you into 5 small groups (7 per group) <do the dividing>.  It looks as if a couple of groups may have to find space in the corridor, or an alternate classroom for this portion.  In your groups discuss the first set of questions on the board on the activity Overhead.  I have some copies here for those of you who have to find a space to talk elsewhere.  

 
Now you will only have 20 minutes for this part, so you may not get to all of them, but try to do as much as you can in the time allotted.  You probably also want to have someone taking notes for when we do part 3.  If you take your group elsewhere, stay on this floor and be back at ____.  So, go ahead and have your discussion.

<20 minutes>

OK, for the last few minutes of class, I’d like you to share with me and the large group what you have learned about the kinds of things that people consider when making a decision about their future career.

First, 

How easy or difficult were these three decisions to make for you?

Did you find the weight of the factors changed depending on the situation, or did they remain largely constant?

How important was input from other people in making your decisions?

What did you learn about yourself when making these decisions?

OK, that’s class for today.  For next week, I want you to finish chapter 2 (pages 55 through 83), and read pages 93 to 102 of chapter 3; from Brown’s Values-based model to the end of the section on Convergence in Career Theory.  And remember I won’t be here next week – you’ll have a guest lecturer, Asa-Sophia Maglio.  I’ll be back Jan. 28th. 

