Career Development Theory and Implications (Comps Guide)
This is offered both to help in EDCO 500 specifically and as you study for your comps
by Rich Feller 10-12
How Theory Helps You Do Your Work

A theory is a set of assumptions, typically based on research that explains some human behavior or phenomena. Theories about career choice and development attempt to explain both the factors involved in the career planning process and the way they interact.  Theories can help you know how to assist clients to identify the important things to consider in making a career decision. 

Theories about career choice and development try to predict some future events, such as satisfaction/dissatisfaction in a specific kind of work or development and things that clients should be thinking about at a later life stage.  They increase understanding about job dissatisfaction/mismatch and help you plan individual client or group services. Theories provide guidelines, tools, and techniques to help you explain practice.  They can help you draft a plan for career interventions or workforce development considerations. 





Limitations of Career Theory
Though there are profound strengths in theories, be aware of their weaknesses and limitations. Following are some of the limitations you need to recognize: 

Each theorist views career choice and development from a different lens and focuses heavily on specific selected aspects. Donald Super and Sunny Hansen look at the process of career development very comprehensively, studying and describing it across the entire life span through multiple life roles. John Holland confines his focus to the understanding of occupational choices at a given point in time. John Krumboltz focuses on the learning process and how it affects vocational choice and change. Nancy Schlossberg focuses on transitions in multiple life roles, triggered by events and nonevents. Each theorist focuses on specific pieces of the career choice or development process; no one theorist presents a comprehensive picture. It’s our role to pull together the various pieces of the puzzle to help us justify our action and interventions in helping with career choices. In workforce development education theory helps us understand “fit” with training programs, matching learning styles, strengths and abilities (and aptitudes). Understanding and affirming our individual differences helps us empathize with employees and trainees within career and technical education and workforce development. 
All of the theories presented here are supported by considerable research, though the approaches used, number of people used to test the theory, age and amount of data collected, and the make-up of the sample group vary tremendously across theorists. Minority (or non-majority) persons of all types are vastly underrepresented in most theories. Much of the research has been conducted with white, college-age males, though females have been better represented in studies done in the last 20 years. Therefore, some theories may not apply as well to minority groups and/or adult populations as they do to the groups on which they were originally formed and tested. 

Career development theory and practice are based on the culture of a specific country and should not be transported to other countries and cultures without research designed to determine whether they have meaning in that country or culture. For each theory below you’ll find (1) the assumptions underlying the theory, that is, what professionals assume to be true about people and careers and (2) the work of one major theorist, including specific tools and techniques and practical applications related to each approach. 

Trait-and-Factor Theory

Trait-and-factor theory makes the following assumptions: Individuals have unique characteristics related to interests, abilities, needs, values, and personality traits. Occupations and jobs have unique characteristics related to work tasks, skills required, demands, and rewards. The unique characteristics of both individuals and occupations/jobs can be measured. Workers and employers are most satisfied when there is a good match between the characteristics of the worker and the characteristics of the occupation/job. 

Typically, little attention is given to how persons have acquired their characteristics. But considerable attention is given to how to classify these characteristics, how to measure them in some objective way, and how to make a direct relationship between the characteristics of the individual and the characteristics of an occupation/job. 

The Vocational Choice Theory of John Holland

John L. Holland (1997) provides the most utilized example of a trait-and-factor theory applied to career choice. Holland is called both a trait-and-factor theorist and a career choice theorist. There are four basic concepts to Holland's theory: 

Concept 1: People can be described as a combination of two or more of six types: Realistic, Investigative, Artistic, Social, Enterprising, Conventional (RIASEC).
Concept 2: Environments (that is, jobs, worksites, school majors, and leisure activities) can also be described as a combination of the same six types. 

Concept 3: People of a given Holland type seek environments of the same or similar type (birds of a feather flock together). 

Concept 4: If a person can find a compatible environment (work…learning…training program…college major) which matches their needs, he or she is likely to be satisfied and productive. 

The six personality types can be described as follows: 

Realistic (R) or Crafts (in CDM and CDMInternet.com language) or Technical (in ACT World of Work Map language) Likes to work with tools, objects, machines, or animals, develops manual, mechanical, agricultural, and/or electrical skills, prefers occupations that involve building or repairing things and tends to be down-to-earth and practical 

Investigative (I) or Scientific (in CDM and CDMInternet.com language) or Science (WOW Map)

Likes activities involving the biological and physical sciences, develops math and science ability, prefers occupations in scientific and medical fields and tends to be curious, studious, and independent 

Artistic (A) or the Arts (in CDM and CDMInternet.com language) and WOW Map)

Likes creative activities free from routine, develops skills in language, art, music, and/or drama, prefers occupations using creative talents and tends to be creative and free-thinking 

Social 
(S) or Social (in CDM and CDMInternet.com language) or Social Service (WOW Map)

Likes activities that involve informing, teaching, and helping others, develops ability to work with people, prefers jobs such as teaching, nursing, and counseling and t ends to be helpful and friendly 

Enterprising (E) or Business (in CDM and CDMInternet.com language) or Business Contact (WOW Map) Likes activities that permit leading or influencing other people, develops leadership ability, persuasiveness, and other important "people" skills, prefers occupations involving sales or management of people or things and tends to be ambitious, outgoing, energetic, and self-confident 

Conventional (C) or Office Operations (in CDM and CDMInternet.com language) or Business Contact (WOW Map) Likes activities that permit organization of information in a clear and orderly way, develops organizational, clerical, and arithmetical skills, prefers occupations involving record keeping, computation, typing, or computer operation and tends to be responsible, dependable, and detail-oriented 

Holland theorizes that individuals acquire their personal codes through a combination of heredity and environment. Because of heredity, individuals maybe predisposed to a certain code type. Parents and advisors help children develop and strengthen certain codes through this chain of events: 

Children are exposed to activities in the home, community, and school. This exposure may be broad or limited. Those activities which are positively reinforced (that is, rewarded or praised) in some way become interests. Individuals seek to acquire abilities/skills to support their interests. Individuals assume values that are compatible with their interests and skills. 

By adolescent or early adult years one's code is quite stable, though it may be modified by some powerful new experiences that are associated with positive reinforcement. (I see it as Interest = Time + Effort and Energy Spent)

An individual's personal code is expressed by three letters (such as SEA, RIE, CRE, etc.) though it may have one or more ties in any position (such as S/EAC, RI/EC, CRE/I, etc.). There are various ways individuals can find their personal codes. If you know Holland's theory well you may help clients identify their code through an informal assessment such as the “Party Game” (popularized by Dick Bolles of What Color is Your Parachute? fame.

Or you may administer, with supervision and appropriate training, one of several interest inventories, including the Strong Interest Inventory http://www.cpp-db.com/products/strong/index.asp , Holland's Self-Directed Search http://self-directed-search.com/aboutpar.aspx , The Harrington O’Shea CDM System http://www.pearsonassessments.com/HAIWEB/Cultures/en-us/Productdetail.htm?Pid=PAa12633&Mode=summary 

or the CDMInternet https://psychcorp.pearsonassessments.com/haiweb/cultures/en-us/productdetail.htm?pid=Pa_CDM-Internet&Community=CA_Psych_AI_Vocational 

found at www.cdminternet.com , etc. Or you can try to create a Holland code from the last three jobs the person has held or from the titles of three or four ideal/dream occupations that the client can name. You’ll need reference material to identify the codes. 

Holland illustrated the relationship of the six types to each other as a hexagon. Through research he noted that the six types should be ordered as they are on the hexagon, that is, R, I, A, S, E, and C. The letter R (for Realistic) can be placed on any point of the hexagon, and then the remaining letters should follow in the prescribed order. This means that the personality traits of the individuals and the work tasks of occupations are related in this way.

Holland places great emphasis on what he calls consistency, which refers to the relationship of the first letter of an individual's code to the second letter. 
Consistent The first two letters of an individual's code are "next door" to each other on the hexagon. These codes begin with RI, JR, IA, AI, AS, SA, SE, ES, EC, CE, CR, and RC. 

Moderately consistent The first two letters of an individual's code are one point away from each other on the hexagon. These codes begin with RA, AR, IS, SI, AE, EA, SC, CS, ER, and RE. 

Inconsistent The first two letters of an individual's code are across the hexagon from each other. These codes are RS, SR, IE, EI, CA, and 
Holland theorizes that individuals get inconsistent codes because they have experienced different streams of influence and reinforcement. For example, a father who was an accountant might have reinforced orderliness and neatness (Conventional characteristics) whereas the mother in the same home may have reinforced creativity and spontaneity (Artistic characteristics). Further, Holland theorizes that individuals who have consistent codes may have more internal stability (not being pulled by quite different interests and values) than those with inconsistent codes and that jobs with consistent codes may be easier to find.
Another characteristic of codes that appears to affect the ability to make career choices is differentiation, which relates to the shape of a person's profile of scores on the six Holland types. If all six are quite low or quite high, the profile can be called "flat" or undifferentiated. If some scores are high and some are low so that the profile has "peaks and valleys," it can be called a differentiated profile. That means that the person has some areas of interest that are considerably higher than others. This might help the person identify jobs they do and don’t like which match.
Another concept in Holland's theory is that of congruence. Congruence refers to the relationship, as indicated by the hexagon, of an individual's code with that of a job or other environment. The theory predicts that a person with a code of SEA who works in a job with an SEA code would be satisfied and productive. The theory predicts that the same person in a job coded RIC, for example, would be dissatisfied and perhaps less productive. 

In Holland's theory, a client is likely to be ready to make a vocational choice or change if his/her code is consistent (or at least moderately so) and well differentiated. If, on the other hand, his or her code is inconsistent and poorly differentiated, the client may not be ready for vocational choice or change and may need more extended service (or experience with a greater variety of activities). If the person is entering a job with a code the same or similar to his or her own, we could expect the client to be satisfied with the choice. There are many nuances to the interpretation of Holland codes, which require further study but these are key points.

Just as individuals have codes, so do occupations, majors, and leisure activities. By using materials and books listed at the end of this Guide, you can assist clients to identify occupations, majors, and leisure activities that relate to their codes. 

Holland’s typology can be very helpful in organizing occupational information in a Career Center or in planning activities for individuals to explore various work environments. At one time we identified all CSU majors according to Holland codes as a result of interviewing Deans and Departments Heads. Another use of the codes is to summarize the past work experience of clients. For example, you might ask a client to tell you the last three jobs held. Using the Occupations Finder of the SDS, the CDM Interpretative Folder, etc. you can assign a code to each of these three jobs. Then, calculate a Holland code from these by following these steps…Tally a score for each of the six Holland letters by assigning 3 for any letter in the first position, 2 for any letter in the second position, and 1 for any letter in the third position. Note this example: 

Job 1: Tool and Die Maker 

RIS 
Job 2: Stone Cutter 


RIC 
Job 3: Metallurgist, Assistant 

IRE 





R
I
A
S
E
C

1st position

6
3
0
0
0
0

2nd position

2
4
0
0
0
0

3rd position

0
0
0
1
1
1

Totals


8
7
0
1
1
1

Resultant code:
RIS/E/C

This type of calculation can help identify other positions which the person might have interest and possible skills. Of course, if the person disliked these past jobs, you’ll want to explore different possibilities. 

The World-or-Work Map: An Extension of Holland's Hexagon 

Holland developed his theory of vocational choice while he was a researcher at ACT, Inc., the nonprofit organization that makes one of the nation's college entrance examinations as well as DISCOVER the computer/internet-based career planning system. Based on this original theoretical work, Dale Prediger of ACT (Prediger, 1981) expanded the hexagon into the World-of-Work Map (WOW Map.  In understanding the WOW Map it’s important to note the following differences between the hexagonal and the circular models: 

Whereas Holland focused on the personality types of individuals, ACT focused on the work tasks of the occupations they might choose to enter.  Though the Holland types are evident on the map, its basic four dimensions are:

People (face-to-face involvement)


Data (facts, figures, numbers, details)

Things (machines, tools, equipment, and/or natural resources) 


Ideas (abstract concepts, scientific procedures)
These represent two poles-People vs. Things and Data vs. Ideas-which underlie the Holland hexagon. The Dictionary of Occupational Titles (U.S. Department of Labor, 1991) describes occupations by three of these four tasks (data, people, and things) and ACT added the fourth (ideas) from its own research (Prediger, 1981). You can see this best by going to ACT’s Discover website at http://www.act.org/discover/overview/index.html 
Holland's six personality types became six clusters of occupations titled: 

Social Service (S), 

Business Contact (E), 

Business Operations (C),

Technical (R), 

Science (I), and

Arts (A). 

All occupations in the Dictionary of Occupational Titles (U.S. Department of Labor, 1991) were located within the circle (the map) based on how much the work tasks in each involved people, data, things, and ideas. These individual occupations were then grouped into 26 job families, each comprised of occupations with highly similar work tasks. 

ACT's inventories, specifically the UNIACT Interest Inventory (Swaney, 1995) and the Inventory of Work-Relevant Abilities, place individuals on the same map in order to suggest appropriate job families and occupations for exploration. 

The Harrington O’Shea Career Decision Making System (CDM) The Harrington O’Shea CDM follows the same Holland model but uses different language to replace terms such as Crafts which replaced Realistic, Science replaced Investigative, The Arts replaced Artistic, Business replaced Enterprising and Office Operations replaced Conventional. The CDM is a comprehensive system and features an Interpretative Folder (newspaper like format) which comes with each copy of the CDM. It also breaks the six (RIASEC) Interest Areas into18 Career Clusters and ties results to a free website at www.cdmcareerzone.com . The www.cdminternet.com created in 2009 by O’Shea and Feller provides an interactive and fully comprehensive on-line career information system. The CDM Career Video Series DVD: Tour of Your Tomorrow (Feller and Vasos, 2010) https://psychcorp.pearsonassessments.com/haiweb/cultures/en-us/productdetail.htm?pid=PAa12595&Community=CA_Ed_AI_Career  uses real interviews of workers to provide vicarious experiences for viewers to gain accelerated exploration.

The Learning Theory of John Krumboltz John Krumboltz (1994) presents an outstanding example of a learning theory applied to career development and choice. Several basic beliefs underlie his theory: 
Concept 1: Though heredity and environment influence people's behavior a great deal, learning is also a very powerful influence on how people behave. 

Concept 2: There are two significant kinds of learning: instrumental learning and associative learning. Instrumental learning occurs when some positive outcomes (praise, financial return, positive emotions) follow a given behavior. For example, if you study for an exam in this course, then get an A on it and receive congratulations, you’re likely to learn that studying pays off. Associative learning occurs when people observe outcomes experienced by others and select these people as role models after whom they want to pattern their own behavior. For example, a client might learn that writing a good resume is important because he observed that several people in a workshop who wrote resumes were praised and got good jobs quickly. S/he might then pattern behavior after that of those who got good jobs. 

Concept 3: Learning occurs when specific behaviors are positively rewarded or result in punishment (that is, are negatively reinforced). 

Concept 4: Good techniques of learning theory can be applied to assisting individuals with career choice, decision making, and career development. 

In this type of theory, little attention is given to the characteristics of individuals or occupations. Major attention is given to how to develop desired behaviors in people and how to get rid of behavior that is negative for them. 

Krumboltz believes that the primary role of counselors is to “educate” in such a way that clients learn to have outcomes that are positive for them. One form of such teaching is direct instruction (as in the case of teaching the seven-step DECIDES model for decision making, or teaching clients how to research an occupation thoroughly). Another form of teaching is to set up experiences for clients that result in positive reinforcement for behaviors that they want to learn. For example, mock job interviews might be planned after thorough instruction about how to behave in an interview. A client would be praised when those behaviors are practiced. Such practice experiences have the effect of strengthening learning and the self-concept so that the client can be more effective in the "real world." 

Super’s Developmental Theory
Developmental Theory considers a different set of assumptions tied to the life span It suggests life can be divided into a specific number of age-related stages. Each stage has a list of specific tasks that should be accomplished during that age range. If the tasks of a given age range are accomplished, an individual is developmentally on-schedule or mature and is more likely to accomplish the tasks of the next life stage. If the tasks of a given age range are not accomplished during the appropriate age range the individual is developmentally off-schedule or immature and may have difficulty in later life stages. 

Developmental theorists focus on events and progress over the life span, the factors that cause this progress to occur well and on schedule or poorly and off-schedule, and the outcomes of both. The most central statement of Super's theory relates to the importance of an individual's self- concept (Super, et al., 1963) in the process of career choice and development. According to Super (and many other psychologists), each of us has a self-concept or picture of who we are and what we are like. This is a blend of how we see ourselves, how we would like to be seen, and how we think others view us. 

The formation of a self-concept begins as soon as a baby realizes that he or she is a separate being from mother and father. The growth and richness of the self-concept continues throughout entire lives. Its development is influenced by the culture, the family and experiences that we encounter. Super (as well as many other theorists who focus on the importance of learning) believe our perception of how well we can do in a specific area (such as what we are like as a student of mathematics or how well we can get along with others or how valuable we are as an employee) is increased or decreased by the kind of reinforcement we receive. If we do well in mathematics courses, get high scores on mathematics exams, and are often commended for our knowledge, we’re likely to have a strong self-concept related to math due to this positive reinforcement. If do poorly in math, receive low scores on tests, and are told by teachers and significant others that we need to do better in mathematics, we’ll likely have a low self- concept related to mathematics due to this negative reinforcement. 

In many different areas of our lives we form pictures of ourselves. Sometimes these views are realistic, clear, and well-defined and sometimes they are unrealistic, imprecise, and poorly defined. Super says that all parts of the self-concept that can be applied to work form the vocational self-concept. It’s Super's central theme that individuals seek to live out their vocational self-concept through their choice of work (Super, 1957; Super, et al., 1963). 

Thinking about this idea may trigger several others in your mind. One is that if a person has an ill- defined or poor self-concept, he or she is likely to make poor or less-than-satisfying vocational choices. A second is that work may be boring and meaningless if people are unable to view it as an expression of their abilities (what they can do best), their interests (what they like most to do), and their values (what they think is really important to do). A third thought is that how we provide feedback to our children, family members, students, employees, and friends is tremendously important. Though we do not want to give them false impressions of themselves, it is important both to career choice and life in general that we provide them with positive support and help them achieve the most positive view of their capabilities as possible. 

Before Super's theory had great impact in the United States, we had the concept that young people, in the high school years, needed to make a vocational choice. Once that choice was made we assumed that individuals would get the training needed to enter the occupation of choice, get a first job in it, and continue in that occupation throughout his or her work life. Thus, we focused on helping young people make vocational choices keeping with their interests and abilities, but did not provide services for adults. 

This concept of a one-time vocational choice is no longer relevant as the world has changed. Super's concept of career development was that of progression throughout the entire life span. In his original statement in the 1960s (Super et al, 1963), Super defined five specific life stages related to career development which follow. 

 Stage name 
Age range 
Typical tasks 

Sta 
Growth
under 14 
Focus on physical growth, formation of the self- concept, and early 




exploration of interests and abilities        

Exploration     14-25 

Learning about many different areas of work and their requirements; 




progressively making a commitment to a specific area of work, getting 




training for it, and beginning to engage in it 

Establishment 
26-45 

Getting firmly settled into an occupational field; making contributions to 




that field of work and being very productive, perhaps being promoted to 




higher levels of responsibility 

Maintenance 
46-65 

Maintaining the current position in work; updating skills as needed to stay 




competitive with younger people; planning toward retirement at the end of 



this period. 

Disengagement 65-? 

Slowing down and doing a gradual separation !~ from paid employment; 




engaging m a different lifestyle that includes more leisure, family, and 




community activities. 

These five stages of career development are accompanied, and driven, in Super's theory, by five developmental tasks. These are tasks related to learning and planning that are necessary in order to move through these stages well and at the correct time. These tasks are: 

Crystallization-the process of considering a variety of vocational options, discarding some, and ultimately limiting the list to a few that most appropriately use one's interests and abilities. The process also involves a clear formation of a vocational identity, or vocational self-concept. In Super's view, this developmental task should optimally occur between the ages of 14-18. This task includes understanding the factors that need to be considered when making a vocational choice (interests, abilities, values, self-concept), understanding the factors in the environment that may affect personal goals (the economy, the labor market, hiring practices, etc.), knowing how to set goals and progress toward them, and learning in detail about the occupations under consideration. 

Specification-the process of committing to one occupation over others that have been under consideration… knowing and engaging in the training needed, feeling confident in the choice, and moving forward with commitment. In Super's view, this developmental task would optimally occur between the ages of 18-21. 

Implementation-the process of getting the training for a selected occupation and of getting one's first job in it… this should ideally occur between the ages of 21 and 24. 

Stabilization-the process of settling into a field of work, experiencing the benefits of having made a good choice, and making contributions to the field and to the employer. (25-35)

Consolidation-the process of further commitment to the occupation or field of work chosen with the seniority and productivity that comes with experience. This task continues until retirement from paid employment. 

A further concept in Super's theory is that of vocational maturity (Super and Overstreet, 1960), which he researched for at least 20 years. In Super's view, vocational maturity can be described simply as accomplishing the above five tasks (and their multiple sub-tasks) "on schedule," that is, during the age range in which one would optimally do so. According to Super's theory, if an individual does not accomplish these tasks and sequence at the time proposed, he or she may be vocationally immature, that is, not possessing the needed skills to make informed and satisfying career choices. 

Also, throughout all of these tasks the individual's self-concept is a central and all-important factor. A second important factor is the ongoing process of the compromise between what an individual may desire or be able to do and the opportunities available to that person due to external forces outside his or her control. 

The context, in which career choices are made has changed tremendously since Super's first statement of his theory in the 1950s and 1960s. He acknowledged this fact in his later. Due to the changes both in the views of people and the views of organizations/corporations, the "lifetime career" described by Super is much less a reality now than in the 1950s and 60s. Thus, Super acknowledged in his later writings that it may be typical for people to go through the life stages of Growth, Exploration, and then early Establishment, and after a short time, to go back to Exploration and make a different career choice, perhaps never reaching the stage of Maintenance in a given occupation (mini-cycles). He also acknowledged that people may approach these tasks and stages at different ages as a larger percentage of women enter the workforce, larger percentages of people retrain or increase their formal education in the adult years, and corporations continue to "down-size" or "right-size." 

In 1980 Super introduced the third major concept of his theory. He defined career as the combination of life roles that one plays at a given age or life stage, and he graphically depicted this concept as a rainbow (Super, 1980). He proposed that these life roles are lived out in different "theaters," namely in the home, the school, the workplace, and the community. He proposed that there are eight life roles and that individuals may choose to play any combination of them. These life roles are as follows: 

Son or daughter-This is the time and energy that one spends throughout life in relating to parents. This role begins at birth and often continues until the age of 50 or 60, until the death of both parents. In childhood, the son/daughter role takes up a great deal of time. As a child grows up and becomes increasingly independent, this role involves less and less time and effort. When parents become elderly, they may need special care, either in their own home or in a child's home. The son/daughter role may again demand a lot of time and energy. The theater for this role is the home. In the early years, it is the parents' home; in later years, it may be the child's home. 

Student-The student role is the next one to develop in chronological order. It begins when a child enters formal schooling. For most people this role continues through age 16 at a minimum. For most, it continues through graduation from high school or college. 

An increasing number of people assume the Student role periodically throughout their lives. That is why it appears several times on the Life-Career Rainbow (Figure 4.3). A systems programmer or a sales representative enrolled in a workshop or short-term training is temporarily playing the role of Student again. A woman who raises a family and then decides to attend college is likewise playing the role of Student again. The predictions are that workers of the 21st century will upgrade their skills through training on a continual basis. The theaters for the Student role are vocational and technical schools, community colleges, universities, the home (with the advent of Web-based training), and the workplace itself. 

Worker-The third role, in chronological order, that we typically assume is the role of worker. This role begins with the first paid part-time job and continues until complete retirement from paid employment. It appears that workers will hold multiple different jobs in sequence in the 21st century. The theater for the Worker role is the office, the laboratory, the hospital, the school, the home, or any place from which a person might work remotely in this electronic age. 

Spouse-The fourth role that we may assume is that of husband or wife. Some persons, of course, never play this role. Others assume it with the same partner from early in life until their own or their partner's death. 

Homemaker-The fifth role involves maintaining the place where one lives. In Super's definition, the homemaker role includes tasks done by either a man or a woman, such as cooking, shopping for groceries, selecting home furnishings, doing home repairs, and the like. The amount of time spent in this role varies greatly from one home to the next, depending upon the importance given to its appearance and how much of the needed work is done by others. The homemaker role begins when a residence separate from one's parents' home is established and continues as long as a person is responsible for maintaining a residence. 

Parent-The sixth role is that of parent, raising children and maintaining a relationship with them. Normally, the Parent role requires the most effort in the first 15 years of a child's life. It will then taper off as the child becomes more and more independent and ultimately moves out on his or her own. If, however, a son or daughter returns to the parents' home to live, perhaps with a spouse or a child, the parent role may continue. The places in which this role is typically played are the home, the school, and the community. 

Leisurite-Super coined this new word to describe the time and energy that one spends in leisure activities, including such things as reading, watching television, playing sports, and going out for dinner. This role is usually played in the home or in the community. 

Citizen-This is the time and energy spent in doing nonpaid volunteer activities. Work may be donated to the local hospital, school, or some community activity. 

Super developed the Life-Career Rainbow (Super, 1980), to depict a person's career. Distance from left to right on the rainbow represents time, with birth at the far.1eft and death at the far right. Each band represents one of the major life roles. For specific individuals, some bands may not exist at all because they are not playing those roles. Also, for specific individuals, some bands will be wider than in this model, representing the proportion of time spent in those roles as compared to the total life space, a term used to describe all of the time and energy that we have. 

Life roles also have varying shades of intensity, or focus and meaning, which Super represented by use of shades of color. He proposed that roles that are of greater psychological value have brighter color. Of course, both the width and intensity of these roles, or even the existence of roles, vary over time. Let's look at the definitions of these roles, which are played in different theaters (places). 

Super’s Life-Career Rainbow The various roles depicted in the Life-Career Rainbow overlap and affect each other. Most people play several roles simultaneously in several theaters. For a university student, for example, career may be the combination of the student, son/daughter, and worker roles. For many adults, career may be the combination of student, parent, son/daughter, spouse, worker, and citizen. The satisfaction and stress that one experiences in life are often directly related to the number and combination of roles being played. Assuming additional roles means that some existing ones will receive less time and attention than they did previously. Leaving a role or reducing commitment to it can, on the other hand, provide more time and energy to devote to remaining roles. Retirement is an example of this opportunity. When the 50-70 hours that one has spent in paid employment and travel related to it are concluded, there is a wealth of available time and energy to devote to other pursuits, such as citizen, homemaking, and leisure activities. The Life-Career Rainbow is a major part of the DISCOVER career planning system.

Some roles may take much more time than others. Thus, the width of the different bands in one's career rainbow may vary. Some bands may be much brighter than others as well, that is, have more intensity. Further, roles change over the life span. While the worker role may be very demanding during the Establishment stage, it may be less so during the Maintenance or Disengagement stage. Similarly, the role of Parent is very demanding in the child and adolescent years of a child's life, but typically much less demanding when the son or daughter is an adolescent and then an adult. 

In general, then, life and career may be viewed as an attempt to live out a self-concept through the blending of a selected number of life roles, each of which makes different demands on energy and time. All of these life roles together fill the life space. To the extent that this blend of roles can be successfully played and is satisfying to the individual we can say that a person has a successful career. If the blend of roles does not bring satisfaction, it may be necessary to add roles, delete roles, or change the intensity or content of them. 

In the latter years of his life Super led an international study called the Work Importance Study. The purpose of the study was to identify a list of values that people attempt to attain through work and to determine whether there was a difference from culture to culture in the importance of these values. The 14 values identified by the study, with brief definitions, are the following: 

Ability utilization-being able to use one's skills and knowledge 
Achievement-the feeling that good results have been produced
Aesthetics-finding or making beauty 
Altruism-being able to help others 

Autonomy-being able to be independent 

Creativity-being able to discover or design new things or ideas 

Economic rewards-making a lot of money and having a high standard of living 
Lifestyle-being able to plan one's activities and live the way one wants to 
Physical activity-having an opportunity for physical activity 

Prestige-being acknowledged for what one has accomplished 
Risk-having dangerous or exciting challenges 

Social interaction-being with other people and working in a group 
Variety-being able to change activities frequently 

Surroundings-having a pleasing environment for work or other activities 

Super, with colleagues, developed two different inventories to assess the values of individuals. In the activities related to these instruments individuals may choose to attain values of importance to them in different life roles. For example, altruism may be attained by working in an occupation in which the job duties include helping people in some way. On the other hand, altruism could be attained in volunteer, community, or parent roles. 

In summary, Super felt careers are made up of the activities in the various life roles that we choose to play. The amount of time and energy invested in each of these roles may be different at different times in the life span, thus adjusting the appearance of our personal career rainbows. The self-concept should be ideally expressed through a combination of these roles. Further, one's interests, abilities, and values can be used in various life roles, not only the role of worker. Theoretically, individuals who play only two or three roles may find life less rewarding and satisfying. On the other hand, individuals who play multiple roles intensely may enjoy much life satisfaction. When some roles are removed or decreased it is important to fill the available "life space" with new roles or expanded roles. Individuals can exert much control over their lives and careers by choosing and managing the content and degree of commitment to each of these roles. 


                 Integrative Life Planning Theory of Sunny Hansen 

Hansen (1997) defines integrative life planning as a way of seeing self and world that takes into account both personal development and the contexts in which we live; local, national, and global change; work, family, education, and leisure changes; cultural changes and the changing roles of women and men; the relative importance of various life roles (that is, learning, loving, working, relaxing); the need for reflection on one's own developmental priorities for mind, body, and spirit; and the importance of change itself, both personal and social. (p. 17) 

. 

She advocates that individuals who make career choices and help others to do so should be mindful of six critical tasks: 

Task 1: Finding work that needs doing as we think about local, national, and global needs and context Task 2: Finding ways to weave our lives into a meaningful whole, taking gender roles into account and 
connections with family, friends, and the broader community 

Task 3: Finding ways to connect family and work 

Task 4: Making choices that value multiculturalism, diversity, and inclusivity 

Task 5: Exploring values, spirituality, and life meaning and how these can be applied to 

our choices. 

Task 6: Learning how to manage personal transitions and organizational




Transition Theory of Nancy Schlossberg 

The transition theory of Nancy K. Schlossberg (1989) defines transition as an event or nonevent that results in change. An event is something that happens, such as getting accepted into a school of your choice, marriage, having a child, or getting promoted. A nonevent is something that was expected to happen but did not, such as not being admitted to the school of your choice, not finding a marriage partner, not having the child you hoped to have, or not getting promoted. In order to qualify as a transition, Schlossberg says, the event or nonevent has to result in a change in roles, daily routines, and/or personal relationships. Each transition is viewed as unique, even if two people experience the same transition, because each brings a different combination of strengths and weaknesses to it. 
Schlossberg (1989) proposes that there are four parts (4S’s) to a transition: the situation, the self, the supports, and the strategy. Further, she proposes that the severity of a transition can be measured and controlled by a careful analysis of these four parts. 

Situation-A transition is often triggered by a specific situation. The situation can be understood by answering the following questions: 

How severe is the situation? How much change is required in roles, relationships, and routines? 

What is the timing of the transition? Is it happening at a good time or a bad time? 

How much control does the person have over the transition? Are there some options from which to choose? 

How permanent is the transition? How long will this new situation last? 

What else is going on in the person's life at the same time? Is energy being spent on transitions in other life roles at the same time? 

Self-The inner strength and experience of an individual are critical elements in coping with transitions. Think about the answers to these questions: 

What is the client's general outlook on life? Does he or she tend to see the cup as half full or half empty? 

Where is the client's center of control? Does he or she believe that life can be largely controlled from within, or that people are pawns of fate, controlled by external powers or events? 

Does the client possess skills such as being able to manage stress, be assertive if needed, and make decisions? 

Does the client have a track record of being able to face transitions and deal with them effectively? How much resilience or adaptability does he or she have? 

Supports-The availability of people, services, resources, and agencies is a third critical element in being able to deal with transitions. Questions to ask related to their availability include the following: 

Does the client have friends and family who can help to get through the transition? 

Is there sufficient money or other material resources to carry the individual through the transition period? 

Are there agencies or other service providers that can provide support through the transition? 

Strategy-After completing the first three steps of the 4-S model, this fourth one sets the stage for action by developing a plan to move through and out of the transition. In this step the person and you think about these questions: 

What are some ways to see this situation in a different and more positive light? 

Are there some inner resources that could be further developed? 

Are there some additional support people or agencies that can help? 

What are some alternatives to move the client out of this situation? 

Which of these seems to be the best? 

What are the steps which need to be followed to pursue that alternative? 

What is the time frame for accomplishing each of these steps? 

Though Schlossberg's theory relates to all kinds of transitions, you are likely to encounter many clients who are in transition because of job loss. Asking questions like those posed above during the intake interview can help you and the client take realistic stock of the situation. 

Once the stock-taking is complete, the client needs to move to Step 2 of the process, developing an action plan and taking charge. Taking charge involves identifying strengths and weaknesses related to the situation, the self, and the support system. The client needs to know how to make maximum use of the positives about the situation, self, and supports and to develop skills to remove or deal with the negatives.



What Does All of This Theory Mean?

 Question: What influences people's career choice and development? 
Heredity (Holland, Krumboltz)-the genes we inherit 

Environment (Holland, Krumboltz)-the influences that we have from family, school, community, etc. Self-concept (Super)-the picture we gain of ourselves as life goes on, including interests, abilities, 
values, goals, needs, strengths, weaknesses 

Task accomplishment (Super)-being able to accomplish specific developmental tasks in each life stage Reinforcement (Krumboltz, Holland)-having some activities praised and rewarded and others criticized 
or punished 

Skills and behaviors that we learn (Krumboltz) especially how to approach a problem and solve it 
through a logical decision-making process 

Beliefs that we hold (Krumboltz) neither positive or negative, affecting whether or not we think we can 
achieve a goal 

Family needs (Hansen)-choosing to do work that supports, rather than disrupts, family connections Sensitivity to the needs of society (Hansen)--choosing to do something that needs to be done

Inner resources that we have developed (Schlossberg)-ability to see events in a positive light, make 
decisions, change the meaning of situations, relax, have a sense of humor, etc. . 

Support systems that surround us (Schlossberg)-people and agencies we call on during a transition period 

Question: What leads or causes people to choose the occupations or jobs that they do? 
An
Their unique codes (Holland)-that is, their combination of interests and abilities as expressed by letters 
of the Holland types, formed by heredity and environment 


Their self-concept (Super)-that is, the picture of themselves which they believe to be true, formed over 
time 


Their past experiences and beliefs (Krumboltz)-that is, what they have learned and what they believe to 
be true 

Their desire to have an integration of work and other life roles (Hansen) -that is, to make work as compatible as possible with family 

Their ability to deal with change through a rational method (Schlossberg)-that is, a good analysis of the situation, self, supports, and possible strategies 

Question: What is a "good" vocational choice? 

An 
One that matches the individual's personality code, which is ideally consistent and well-differentiated (Holland) One that results from positive learning experiences and planful decision making (Krumboltz) 

One that allows the person to express his or her self-concept (Super) One that satisfies the needs of a given life stage (Super) 

One that contributes to family and society in positive ways as well as to self- satisfaction (Hansen) 

One that puts the individual in control of the situation (Schlossberg) 

One that results from analysis of the situation, self, and supports and a well-laid strategy (Schlossberg) 

Question: How much control does a person have over the factors influencing vocational choice and development? 

An
Not much control over the foundation of a code, but much control over how to translate it into occupational choices (Holland) 


A lot of control through good, logical decision making (Krumboltz)  
Not much control over the formation of a self-concept, but much control over how to translate it into occupational choices and how to balance the worker role with others (Super) 

Considerable control through choosing to integrate the roles of work and family (Hansen) 

Not much control over some situations, but much control over how we develop inner resources, use people and agencies as support systems, and plan and carry out winning strategies (Schlossberg) 

Question: How can counselors/coaches/workforce development specialists help people make informed and satisfying career choices (including workforce education programs)? Help them gain awareness of their personal codes and how to link them with occupations, work settings, training, and leisure activities (Holland) 
Provide positive learning experiences, teach decision-making skills, and attack negative, self-defeating beliefs that are untrue (Krumboltz) 

Help them complete needed tasks (such as career exploration and decision making); get a positive, clear, and realistic self-concept; and understand how to balance life roles in order to use interests, abilities, and values in work and other roles (Super) 

Help them become aware of their values and the needs of family and society (Hansen) 

Teach them a method for dealing with transitions that they can use again and again throughout life (Schlossberg) 

Realize that the most people tend to think of career options from the limited educational, work and life experiences they’ve had…so be careful of premature closure about what they should study or prepare for in terms of course programs or training programs. (Super, Schlossberg, Krumboltz)

Increasingly, people have to make career choices and enter training programs without the necessary readiness . Often they have little or no career exploration and they select programs without knowing what it is they will be preparing to do. (Super, Schlossberg, Krumboltz)
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