Introduction

Career construction theory includes both a model for understanding the development of vocational action as well as methods for life design intervention that counselors may use to assist clients make vocational choices, adjust to work, and manage their careers. The theory of career construction explains the interpretive and interpersonal processes through which individuals impose meaning and direction on their vocational behavior.  Its application in life-design counseling encourages people to design their lives to achieve success and enjoy satisfaction by engaging in work activities that matter to them and to their communities. Fundamentally, the theory views work as a context for human development.
People engage their culture through working. Career theories link personal goals to economic activities of a country and culture. Career construction theory is one of many career theories that seek to explain occupational choice and work adjustment, each interrogating a different aspect of vocational behavior. One theory or one taxonomy can never comprehend something as complex as a career because the thesis articulated by a theory depends on the questions asked. Different questions produce different answers. Career theories rise to prominence to the degree that they effectively address the important questions asked in a society. 
The first theory of vocational behavior emerged early in the 20th century to address the question of how to match workers to work.  In a society dealing with urbanization and immigration with life lived on the vertical assembly line, Parsons’ (1909) formulated the seminal theory for vocational guidance.  During the modern industrial era, Parsons’ model for matching individuals to jobs evolved into the person-environment theory.  Holland’s (1959) congruence theory of vocational personality types and work environments brought the model to its pinnacle. Following World War II, the United States experienced the rise of suburban, middle-class individuals employed by hierarchical bureaucracies located in horizontal skyscrapers. Consequently, the paradigm of vocational development emerged in the middle of the 20th century to address the question of how to advance a career in one hierarchical organization or bureaucratic profession (Super, 1954). Holland’s (1997) theory of vocational behavior and Super’s (1984) theory of vocational development remain useful today when considering how to match workers to occupations and how to develop careers within an organization. of hierarchical, bureaucratic organizations.

In the first decade of the 21st century, Western societies experienced a break with previous forms of the social organization of occupations and work.  Rapid advances in information technology and opening of world markets produced a globalization of economies. Globalization is the process by which cultures influence each other to become more alike through trade, immigration, and exchange of information and ideas. . Globalization of the economy is changing jobs, healthcare, pensions, and home ownership. Once taken for granted, these things are no longer guaranteed. Old success formulas no longer work.  The knowledge societies of the 21st century require new thinking about work life because things once taken for granted are no longer guaranteed. The global economy poses new questions about work lives, especially the question of how individuals can negotiate a lifetime of job changes without losing their sense of self and social identity.

In response to this fundamental question, career theories and techniques must change to assist world workers adapt to their vocational situations. Career construction theory responds to the needs of today’s mobile workers who may feel fragmented and confused as they encounter a restructuring of occupations, transformation of the labor force, world work, and multicultural imperatives. In an uncertain world, developing skills and talents remain important, yet there is no substitute for a grounded sense of self.  Thus, career construction theory concentrates on self-construction through work and relationships. The work ethic of the romantic era of the 19th century agricultural economy involved a calling. The work ethic of the scientific era of the 20th century industrial economy involved what you were called, your job title established your social position. The work ethic for the postmodern era of the 21st century information economy involves the individual calling out for what they seek.  In short, the ethic has moved from being called (agricultural economy) to what you are called (industrial economy) to what you call for (global economy).  Well-being in knowledge societies requires that individuals take possession of their lives by connecting who we are to what we do. To provide assistance to individuals that moves them from finding one’s life work to constructing how to make one’s life work requires a science of intervention that deals with designing a life and planning how to use work in that life. To this end, career construction theory and life-design counseling concentrate on life-framing decisions. 
Career construction theory has goal of comprehensiveness, with aspiration of integrating, or at least interlinking, a wide range of disparate processes studied by differential, dynamic, and development models of career.  It offers an integrative a three-tiered conceptual framework for synthesizing our understanding postmodern careers by using a relational self to link Holland’s model of an objective self with Super’s model of a subjective self.  In the end, it produces a distinct scientific account of psychological individuality and psychosocial adaptive styles in a cultural context of meaning-making systems and practices.   SEQ CHAPTER \h \r 1
The New World of Work
Global Economy

The global economy of the 21st century is transforming our lives. Competitive market-based economies are spreading across the globe because they are more flexible, resilient, and self-correcting than centrally planned economies.  Fueled by digitalization and worker migration, market economies are linked to the world economy.  In such a global economy- a sort of world above the world--markets are becoming more integrated and the world is becoming more interdependent. Networks are replacing corporations as relationships and activities stretch across national boundaries. People now live in a world with permeable international borders, they are less bounded by territory or place. The global economy is spreading Western values of the market place and making Global English the international language for commerce and science. While full-time employment remains the dominant form of work and long-term careers still exist, temporary and part-time work are increasingly common place following the transformation of the hierarchical corporation as an organizational structure for work.   
Flattened organizations

In the information age with its global economy, the bureaucratic structure that organized corporations during the industrial age impedes their ability to innovate and work across boundary lines. Bureaucratic organizations lack the flexibility to adapt in a rapidly changing, global economy. The 21st century has brought a new social organization of work, one that flattens hierarchical bureaucracies, turning hierarchical structures into horizontal structures. Thus, organizations have become smaller, smarter, and swifter in response to market conditions. Jack Welch (1992), when he was president of General Electric, addressed this lack of flexibility when he coined the term “boundaryless organization.” He advised organizations to remove barriers that slowed response to problems and environmental changes. At General Electric, Welsh distributed work and responsibilities in a new way that loosened the boundaries between hierarchical layers of the organization, horizontal units within a layer, and geographic distribution of offices in different states and countries. In contrast to a bounded holding environment, General Electric became a boundaryless environment better able to respond to change by being open, collaborative, proactive, and creative. A flat or horizontal organization increases competiveness and entrepreneurship because it fosters efficient decision making, creativity, and the flow of ideas. 

Knowledge management in organizations now requires a greater focus on process management than on people management. Rather than centralized control, distributed control placed a premium on information and innovation as the way to succeed in a rapidly changing economy. Effective use of personal knowledge does not readily occur in hierarchical organizations. In a flat organization employees are more autonomous in applying personal knowledge to respond to change. Thus, employees are better able to provide immediate solutions to emerging issues. To enable quick response to dynamic requirements, managers concentrate more on the synchronization of organizational processes and less on direct control and command of their subordinates. 

Breaking the bureaucratic partitions of an organization loosens the footing of a modern career.  The employee in a postmodern organization becomes unbound and ungrounded.  Consequently, entering the work world and moving through occupational positions requires more effort and confidence in the postmodern information era than it did during the modern industrial era. Working in the global economy entails more risks because for many workers jobs are being replaced by assignments. Organizational strategies for flexibility mix standard and non-standard work producing uncertainty for employer and insecurity for employee. Henry Ford would be pleased, as he once remarked that he did not want to hire a person, he just wanted their “hands.”  

Dejobbing

Another boundary that has loosened for many workers and disappeared for others is the job. Job descriptions are bounded by lines in an organization box chart. The boxes containing the requirements, responsibilities, and rewards of jobs are now opened because the concept of a permanent job causes inefficiency and inhibits change. Work has not disappearred, it is just organized more flexibly. The new emphasis is not on the job occupant and fulltime employment, it is on the work as a project that begins with an assignment and ends with a product. If we keep the word “job,” and we may eventually replace it with project, the boundaryless definition of job may become stint, which dictionaries define as a fixed amount of work that needs to be done or a period of activity in any field. Colloquially we hear it used in sentences such as “I did my stint in the army” or “I did my stint as secretary.” 
 More than half of Generation Y recruits resign from their first job within seven months (Saratoga Institute, 2000). This is not only true for emerging adults but also for those who in previous times had stabilized in jobs and families. Of the jobs started by workers between the ages of 33 and 38 year old, 39% ended in less than a year and 70% ended in fewer than five years. One in four workers has been with current employer for less than a year. One in two workers has been with current employer for less than five years. According to an AAUP report in 2007, 46 percent all professors occupied part-time faculty. In 1969, just 3.3% of faculty appointments were non-tenure track. On May 1, 2007 84% of Americans in the labor force were employed in service jobs, up from 81% in 2000. This sector added 8.78 million jobs since the year 2000.
During the 20th century when employees occupied a job, workers could count on the organization to provide a grand narrative for how their lives would unfold. The narrative served as a holding environment --literally a box in the organizational chart-- because the company defined what shift they worked, where they lived, how they spent leisure time, who they befriended, the amount of money they made, health–care arrangements, and retirement income. Today, individuals can no longer plan to work 30 years developing a career within the boundaries of one job box or even one organization. FRENCH GLORIOUS YEARS  Instead, during their lifetimes they can expect to occupy at least ten jobs, more properly called assignments. 
The idea of assignments is communicated subtly in popular culture. Consider the example of television shows.  In second half of 20th century, television programs showed stability with plot, main story line, and character development. Viewers could track the progress of characters and see the evolution of themes in storylines. Today, shows are built around incidents. Law & Order, a popular television show, features no character development or overarching plot. The episodes are written to avoid these anchors so they can be shown and replayed in any order. The episodes concentrate on the crime, not the characters -- the assignment not the job.    

Insecure workers

Because jobs are being replaced by projects, working in the postmodern global economy involves uncertainty and insecurity. The dejobbing of organizations has produced the “insecure worker,” including those that are called temporary, contingent, casual, contract, free-lance, part-time, external, atypical, adjunct, consultant, and self-employed.  Working in these roles does not provide the benefits of a traditional job.
Once taken for granted, matters such as job security, healthcare, and pensions have become problematic. Healthcare, which was once the province of the employer, is now the concern of the employee. Traditional pensions lack the flexibility needed by a mobile workforce. Thus, pensions that once consisted of defined benefits promised by an employer are now yielding to defined contributions to a retirement plan managed by the employee. The defined contribution plan travels with the employee from one assignment to the next assignment. Lack of financial resources and the security once provided by traditional pensions and health-care insurance keeps people working longer. Some workers now retire three times before they settle into the annuitant role. Retirement has become “rehirement” characterized by “encore careers.”

I do note that careers bounded by hierarchical and bureaucratic organizations still exist for many people in diverse parts of the world. Nevertheless, we have entered the age of insecure workers who are no longer bounded by a single organization and grounded in the same job for three decades. Workplace restructuring has brought both functional and numerical flexibility (Kalleberg, 2003). Functional flexibility means strategy of redeploying high performing employees from one task to another. Numerical flexibility means that the organization adjusts the size of its workforce to accommodate fluctuations in demand. This restructuring creates two groups of workers, a distinction first named by Atkinson (1984) as core and peripheral workers.  The horizontal corporation’s icon for its work force is pyramid. The wide base contains laborers and the narrow peak contains executives.  The middle contains managers. Of course the ranks of middle managers has been thinned as computers and technology have taken over their job of transmitting information from above to below.  The flat corporation’s icon for its work force is the bulls-eye. The center ring of the concentric circles contains about 40% of relatively permanent workers. Because these employees have multiple skills and can move among different tasks, they form the core of the company’s workforce. The outer ring contains about 20% of worker that are external to the organization.  They perform work that has been outsourced, supply services, and execute sub-contracts. Lying between the central core of workers and the workers doing outsourced tasks lie the 40% of peripheral workers with skills that are easy for employers to find in the labor market. The company recruits these non-core workers when needed to perform tasks that are less critical to the organization.  Some peripheral workers have full-time employment, although not as secure as core workers, while others are part-time or short-term.  
Work-Family balance and life style


For core employees, the boundary between home and work has become more permeable, while for peripheral employees the boundary has almost been obscured. SEQ CHAPTER \h \r 1  Work-family balance has been and remains an important issue for core workers who must balance responsibilities of job and family. In the industrial era, career was assumed as the more salient role. Occupation provided identity for both the worker and the worker’s family. Because work was assumed to be the central life role in an industrial society, the family served to support the actor in that role. In that life story, stay-at-home partners allowed the breadwinner to concentrate on career while they carried out everything else, including raising children, managing the household, and participating community activities. Couples in today’s information age are less likely to focus single-mindedly on a breadwinner’s careers.  Instead, the couple may work as partners jointly performing home and work duties.  They often make employment decisions on the basis of non-work concerns such as the opportunity to gain family health-care insurance or the ability not to have to relocate.  

Given that a corporation or employer may no longer anchor their lives, many peripheral and external workers turn to family or friends as the central life role. Rather than fitting their life into work, they today more and more workers are trying to fit work into life.  This explains the renewed emphasis on engaging in family roles as well as the heightened desire to belong to a group of friends, a team, a club, or a faith community.  The viability friendship being a central life role is modeled in the storyline of the popular television show “Friends,” in which the relationships among six emerging adults take the foreground with work roles in the background.  Anchoring a life in family and friendship roles explains the growing importance “place” in contemporary life. People increasingly make career choices that allow them to remain in geographic location that is more important to them than work.  As they say in real estate sales, the three most important criteria for choice are location, location, and location. 
The Need For New Career Theories

Existing career theories do not adequately account for the uncertain and rapidly changing occupational structure nor do they address the needs of peripheral and external workers. Even for core workers, there is a decline in identifiable and predictable career routes.  Established paths and identifiable scripts are disappearing. Rather than developing a stable life based on secure employment, today most workers must be adaptive in maintaining flexible employability through life-long learning and adapting to transitions. Rather than developing a career in a stable medium, they must manage a career in a changing environment.  Instead of making plans, they must look for possibilities. 
In developing new theoretical models of vocational behavior and career counseling, one must look to practice.  Simply stated, practice leads theory.  It is a bottom up approach in which useful ideas and practical lessons spread rapidly. For applied psychology, pragmatics from practice are the beginning stage in the evolution of theory, followed by establishing measures, mapping a nomological network, and testing hypotheses.  In thinking about career in the information age, I first looked to organizational practices in contemporary corporations. I started by examining the figures of speech used to describe the flat organization and the flexible firm, primarily concentrating on images and metaphors from the scientific community and the popular press. Metaphors are seeds of theory in that they suggest ways to think about and theorize careers (Cornelissen & Kafouros, 2008). Metaphors are lenses for seeing organizations, and by extension careers, in new ways. A conceptual metaphor, systematically drawn to capture important and salient elements, can prompt new perceptions and frame new understandings. It can aid rigorous thinking about novel phenomenon.  As a frame for understanding organizations and their careers, metaphors both clarify and advance our conceptualization of career. They generate insights, ideas, and constructs.

Six metaphors identified by Cornelissen and Karouros (2008) as central in recent theorizing about organizations are organizational improvization as jazz, organizational behavior as theater, organizational learning, organizational identity, organization as chaos, and organization as evolution. Jazz and theater liken organizations to performative art, learning and identity liken organizations to human beings, and chaos (complex, self-organizing, non-linear systems) and evolution (adaptation) liken organizations to biophysical processes. After considering each of the six metaphors, we will examine how they prompt new perceptions of and ideas about vocational behavior and careers. But first, we examine directly the new language emerging with which to describe organizations and with which to contextualize vocational behavior.  
Improvisation and employability.  The metaphor of organization as jazz calls for a new psychological contract between organizations and its members, one that moves from employment to employability. Employment denotes a relationship; employability a transaction. Employment in a long-term job is like a symphony in which we know and follow the score. Employment plays a traditional career that depends upon mastering one’s instrument, that is, some uniform body of occupational knowledge with specialized skills. Employability differs from employment. It denotes three employ-abilities, namely the abilities to get, do, and keep a job. So employability means the ability to gain initial employment, maintain employment, make transitions between roles within the same organization, and obtain new employment if required. Employability skills differ from  occupational skills. Employability skills fall into three categories: basic skills such as communication and mathematic skills; higher-order skills such as decision making and problem solving; and affective skills such as conscientiousness and honesty. In a flexible firm, employability depends on quickly applying these skills to gain the occupational skills need to perform diverse tasks. Resumes become skill portfolios. A good assignment is one that adds to your skills and enlarges your portfolio. 
Organization as theater.  The theatrical metaphor provides a different perspective on organizational life. Includes story telling framework for sense-making and as a means of directing employees performance of the story. The stage considers corporate theater to involve a carefully scripted and often revised scripted repertoire.   Many story lines on many stages discussed as role enactment by actors in scripted scenes performed for an audience.  Conceptual framing of organization as theater includes a story telling framework for sense-making and extend to directing employees performance of the story. This brings attention to employee as actors. Acting carries the connotation of gaps between the actor and the performance. Skills of acting are at a premium, particularly in service industry where employees must deal sensitively with customers, clients, patients, and patron.    
Requires a script that signals new rules for work requiring that individuals develop a “professional” character attuned to the dynamics of serving the public.  The script has led to a managerial discourse on emotional labor and emotional intelligence, things that used bt called social intelligence and social skill. Emotional intelligence means the skill to to identify, assess, and manage the emotions of one's self, of others, and of groups.  Emotional labor involves the expectation of self-management.  It means a form of emotional regulation whereby employees are expected to show certain emotions as part of their job as they interact with patients, clients, customers, subordinates, and coworkers. Emotional labor can be viewed from the perspective of the job or the employee.  From job description could be the amount of emotional display required by the position as the employee works with other people’s feelings. From employee perspective its can be considered the managing the discrepancy between felt and displayed emotions. 
Why, I can smile, and murder while I smile, 

And cry ‘Content’ to what grieves my heart,

And wet my cheeks with artificial tears,

And frame my face to all occasions…

I can add colors to the chameleon,

Change shapes with Proteus for advantages,
And set the murderous Machiavel to school.

           -Richard in Shakespeare’s Henry VI, Part III

Employees who frame their faces for all occasions engage in what has been termed surface acting and depth acting.  Fake it to make it may lead to stress and burnout depending on discrepant the real self is from the performed self. 
Learning organizations and Lifelong learning. In a knowledge economy and information society, organizations must concentrate on keeping up to date.  To do so they now must increase the speed and quality of their learning, leading to the popular metaphor of organization as a learning system, or simply the learning organization. . Organizations must learn as they cope with process of continuous change.  They need knowledge and invent new behavior.  To cope with these transitions , employees who wish to remain with the firm must also continuous learn so they keep up to date with new development and break new ground.   As organizations become learning systems, we too must be a learning system able to frequently, if not continuously, bring about our own transformations through life-long learning.  . 

Lifelong education has become critically important because of the rapid progress of science and technology progress. Despite the increased duration of  education (14-18 years depending on the country), the knowledge and skills developed in adolescence and early adulthood are insufficient for a worklife that spans three or four decades. To keep pace with new developments workers in the information age need access to learning opportunities throughout their careers.  In addition to new skills to keep updated with innovations, they new skills when they are assigned new tasks or move to new positions.  The deserve access on an as needed basis throughout the life cycle from initial graduation through retirement.  The formal learning opportunities may present as formal courses at technical schools and universities, as distance learning courses, continuing education activities, adult education, and correspondence courses. Informal opportunities include on-the-job training and learning from family members.
Organization as identity and identity commitment. In a new environment where teams and networks are preferred over individual specialist, companies need a way of bonding members together. They have concentrated on “organizational identity” as a way to hold together workers at different sites around the country and the world, including those working at home. The lone ranger or individual star is valued less than the teams.  Today, even research scientists, accustomed to running their own laboratories funded by individual grants must learn to play team science as they submit interdisciplinary grants.  Teams are not viewed as social groups.  Teams pursue corporate goals by working together on projects, often new projects need newly constituted teams. To keep things going as employees move from team to team, there needs to be a central organizing core or hub of activities to keep the company rolling forward.  From the identity perspective, the organization and its identity serves as the hub and the project teams are the spokes. Identity is a declaration of the organization’s score beliefs, its enduring characteristics, and its usual practices.  Identity promotes corporate culture by setting the mission and  articulating a philosophy with which to make sense of  the world and experience.  It is valorized in a motto and symbolized in a trademark that brands the organization and makes visible the corporate business strategy visible.  The branding reminds everyone of the big picture. OPERATE WITHIN CROSS-FUNCTIONAL 
          AND SELF-DIRECTED TEAMS

Through identification employees define themselves relative to the organization..  When employees identify with the organizational identity, they bind themselves to the group. Identification bonds connections among workers and networks. When employees define themselves as part of the organization, it creates a sense of belongingness and becomes part of self-concept. Trust and commitment grow because there is a shared fate at stake.  Organizational identity influences anticipations and behavior, especially commitment.  Organizational commitment involves employee’s relationship to the organization, in particular the attitudes that tie self to the organization.  Affective commitment attaches self to organization., producing involvement and engagement.  Commitment represents how strongly employees want to remain in the company and, in turn, how much effort they are willing to expend to advance the company. Low commitment shows itself in absenteeism and turnover.   Short-term advantage in contrast to longterm commitment

Organization as evolution and employee adaptabililty.  FLEXIBLE Organizations viewed as chaos and as evolution both see organizations as systems.  The evolution metaphor is more biological and related to living systems.  Sytems must evolve to keep pace with transformations in environments.  Organizations develop through a life-cycle of relatively predictable stages from inception and growth to decline.  Organization may develop through growth and expansion, mergers, and take-overs. Organizational form must match landscape demands to produce organizational fitness. Development is driven by adaptation to new challenges.  So for the employee there is the task of adapting to transitions, specifically transitions that can be predicted and planned for.  Of course there as unexpected developments and these transition are more traumatic and require a greater degree of adaption, inlcuidng more learning and accommodation rather than assimilation. Employees who are not open to change and newness are not valued.  

Organizational chaos and character.  Management of self and work self-organization. .Similar to evolution, organizational chaos is a system metaphor but it is more biophysical. It focuses on complexity, believing tha the whole is more than the sum of its parts, non-liner dynamics, and self-organization.  Chaos represent the fact that we live in uncertain and turbulent times.  They require more than adaption because they are not predictable and planned. Accordingly, employees must give up certainty and control of hieracrchical bureaucratic organizations. The chaos metaphor admits that things are now to complex and rapidly changing to predict. Systems follow laws or patterns. They are all of a piece, hang together somehow and there is a reality above and behind the organization. In complexity look for patterns and possibilities, not predictions and plans, Chaos is all about change management, not development. Increasingly, accepting and valuing the metaphor or chaos to an organizational structure that fosters organizational character. Knowledge management in organizations in the knowledge era requires a greater focus on process management than on people management. 
Also crisis mangament requires integrity, respect, and responsibility.  And some could view this type f career as PROJECT MANAGEMENT.
Chaos – can I manage the pace anymore, stress, cynicism eventuate without self-regulation   fortify inner environment to withstand being bombarged by outer environmenttwo fields that feature nonstop battles between the forces of tradition and the forces of transformation. It offers a bold new way of thinking about and responding to the personal and strategic challenges everyone in business faces these days. However, today’s business climate is characterized by acceleration requiring decision making under conditions of greater ambiguity, operating within “fuzzy” rather than logical rules, and requiring skilled interpersonal communication to execute on new business alliances and organizational change. is contended that EI can be understood to signal ‘new rules’ for work involving demands for workers to develop moral character better attuned to the dynamics of the flexible workplace  From chaos to coherence.  Intercultural sensitivity

In a boundaryless organization employees are autonomous, applying personal knowledge in developing immediate and systematic responses to change. Thus, employees are better able to provide immediate solutions to the dynamic requirements.  The new worker is to display emotional intelligence, satisfy diverse and sometimes competing demands, navigate broad organizational networks, deal sensitively with others, multitask. New rules for work requiring that individuals develop moral character (“professionalism”) better attuned to the dynamics of the flexible workplace. Must be reflexive and intelligent.  Both self management and relationship management based on self wareness and social awarenss.

Measures:  These new constructs have led to measure for employability, identity, emotional labor, emotional intelligence, adaptiveness, and learning orientation. This is what I mean by practice leading theory.  There is need to organize these new metaphors of organizations and of worker into something from the employee perspective.  The perspective of the worker is that or vocational behavior or career.  So, what are the new and emerging metaphors of career that will drive career theory?

Metaphors for Career

Now let us elaborate the conceptual metaphors for their implications relative to understanding career. The conceptual framing metaphors above portray the organization and the demands it makes upon the worker.  Now focus on elaborating the implications from the perspective of the employee, an in particular the employee’s career or work roles across the life cycle. By enabling new ways of seeing organization and work, the above metaphors can facilitate new visions of career by making the implicit less so. By this I mean start with metaphor to generate inferences beyond transitive similarities represented by the figures of speech.  Try to be creative and thoughtful focus on understanding emergent qualities beyond the obvious similarities. 
New jobs require worker to be flexible, to satisfy diverse and sometimes competing demands, operate on cross-functional teams, navigate broad organizational networks, and deal sensitively with diverse others. They must be employable, lifelong learners, display emotional intelligence and perform emotional labor, be adaptative and and identity commitment and engaged. 
They must do this in postmodern organizations that no longer contain and constrain career within clear boundaries. Boundaryless organizations do not function as holding environments that stabilize and normalize the lives of their employees.  This leads to concept of a boundaryless and protean careers in which occupational paths are not bounded within a single organization for life.  Instead, they are routes ploughed, not by jobs, but by a series of assignments and projects in which one develops competencies to add to their portfolio, thus the emergence of the portfolio career.  The routes may be within one occupation yet they may cross occupational lines. In a sense the process of organizing has replaced the organization as a structure.   
Protean and Boundaryless Careers

In an article entitled Holding Environments at Work, Kahn (2001) made the case that career theories need to address the emergence of boundaryless organizations.  Protean and boundaryless are two metaphors that symbolize the new career.  These two metaphors are used by I/O to understand and explain social phenomenon and by individuals to assist in their construction of reality (Inkson, 2006). 
Portfolio Career
The postmodern customized career is linked to the individual’s life project, not the organization.  What Handy calls a portfolio life involves more than the work role.  It involves what Super called a rainbow of roles including, student, worker, community member, friend, family member, leisurite and more. The idea is that people select, enter, manage, and exit a changing constellation of roles throughout the life course. It no longer assumes that work is the central life interest, it inquires about the salient life roles from each individual and helps them conceive how they enact their purpose and do things that matter to them, their families, and communities.

ABC Career

Mainiero and Sullivan write about the ABCs of a kaleidoscope career.   The ideas is that people more and more are constructing their careers on their own terms, not following the meta-narrative of the coporation.  Instead follow their own values and life-role choices.  Three mirrors of the kaleidoscope create infinite patters.  The priority among three needs shifts focues across the life cycle.  The needs, according to Mainiero and Sullivan are an authentic self, balance among life roles, and challenge.    

Corporate Lattice and Customized Career

Some companies are doing promoting career lattices, customizing role progression to meet individual needs.  Climbing the corporate ladder was the one-size-fits-all model of success in the organizational hierarchy.  In the modern metaphor of climbing straight up the career ladder, a lateral move signaled a plateau.  As the norms of the industrial era dissipate, one size now longer fits everyone.  In the postmodern metaphor of a career lattice, lateral moves now signal a maneuver on the corporate lattice. A non-linear career changes the meaning of career development progress to career building transit.  It is a different model of career construction.  A customized model for how careers are built focuses on options so people can keep their work and home lives in synch.


Protean career.  Given that the individual rather than the organization shapes a 21st century career leads to Hall’s concept of a protean career.  In Greek mythology, Proteus shifted shape to avoid foretelling the future. As an adjective, protean means flexible, versatile, and adaptive. Hall views a protean career as calling, either secular or religious. He describes a protean career as self-directed and shaped by intrinsic values rather than power, prestige, and possession.  The primary goal is  psychological success in the whole life-space (Hall, 2002).  In the pursuit of self-directed values, the individual uses two meta-competencies to chart a course through the work terrain (Hall, 2002).  The meta-competence of self or identity-awareness enables the individual to seek feedback and form realistic self-perceptions that keep revising the self-concept as necessary.  The second meta-competence is adaptability, which Hall defines as the capacity to change based on competence to change and motivation to change.  Together, the meta-competencies of identity and adaptability give individuals a sense of when it is time to change and the capacity to change.  Hall’s construction of the protean career, which concentrates on orientations characterized by inner psychological variables, finds a complement in Arthur’s construction of the “boundaryless career.” 

Boundaryless career.  (Arthur, 1994; Arthur & Rousseau, 1996). 
For Arthur, a boundaryless career is the opposite of an organizational career tied to one firm. Rather than stability in one position, a boundaryless career consists of a sequence of positions characterized by physical and psychological mobility that transcends organizations. Physical mobility means actual movement across jobs, firms, occupations, or countries.  Psychological mobility is a mindset. Sullivan and Arthur (2006) use the dimensions of physical mobility and psychological mobility to chart a 2 by 2 model of boundaryless careers.  Individuals who are high on both physical and psychological mobility exemplify the boundaryless career.  In contrast, individuals low on both dimensions may be enacting a traditional career by occupying a secure job in a bounded organization.  Individuals low on physical mobility but high on psychological mobility may remain stable in an organization yet adopt ideas and actions from sources across the globe. Individuals with greater career competencies, including identity and adaptability, may find more opportunities for physical and psychological mobility 
Briscoe and Hall (2006) organized the protean dimensions of identity and adaptability and the boundaryless dimensions of psychological and physical mobility to delineate profiles for ach of eight different career scripts: lost/trapped, fortressed, wanderer, idealist, organizational man or woman, solid citizen, hired gun/hand, and protean career architect.  They encourage research on topics such as how to help employees aware of their script, how to better enact it, and challenges and opportunities within a script, something we will revisit when discussing career construction’s perspective of career as story..  
What is role of guidance?  

This fundamental reshaping of the work world is making it increasingly difficult to comprehend careers with just person-environment and vocational development models that emphasize commitment and stability rather than flexibility and mobility. The new job market in our unsettled economy calls for viewing career not as a lifetime commitment to one employer but as selling services and skills to a series of employers who need projects completed.  In negotiating each new project, the prospective employee usually concentrates on salary yet also seeks to make the work meaningful, control the work environment, balance work-family responsibilities, and train for the next job.  

While the form of career changes from stability to mobility to reflect the labor needs of post-industrial societies, career construction theory seeks to retain and renovate the best concepts and research from the 20th century career models for use in the 21st century.  For example, instead of measuring personality traits as realist concepts and trying to prove construct validity, the theory concentrates on how individuals use what they have.  In replacing scores with stories, career construction theory focuses on how individuals use their vocational personality to adapt to a sequence of job changes while remaining faithful to oneself and recognizable by others.  The theory does this by focusing on the meaning that structures an individual’s career as it plays out across the ten or more different jobs that a worker today can expect to occupy during her or his work life.    

To better assist clients in designing their lives and narrating their stories, many career counselors have concluded that they must transform their practices. A transformation to meet the needs of postmodern living requires that the counseling profession formulate narrative models and self-construction methods that enable clients to articulate stories that hold the self. The metaphor of holding returns our view of career to its root meaning of cart or chariot. Rather than the path traversed during the industrial era, career now means the vessel that carries us forward.  Simply stated, from a narrative perspective career becomes a carrier of meaning; and by extension, career counseling becomes a dialogue designed to infuse meaning into vocational choices and substantiate the self through work.  
Social Construction
In response to clients’ need to construct their careers and design their lives, many counselors have made the narrative turn by embracing social constructionism and made the narrative turn.  Narrative counseling helps individuals narrate their own story and learn to hold it, so that in the end the story can hold them and quell their uncertainty. The self and career that they construct becomes the structure that holds meaning and directs action as they encounter transitions that involve a loss of place, position, and project.  A clear and coherent story does more than hold tension.  A good story turns tension into attention, and telling the reorganized narrative expresses intention and leads to behavior infused with meaning.  Language = Language is not a means to express thoughts or feelings, which have a prior existence, rather language is the site of meanin-making.  Thoughts exist through language.  Language provides words to form a self-concept, lack of word means lack of self view. Writing is a rform of self expression, the page becomes my stage creation.  When I pick up my pen, I give birth to a new image, a new metaphor but I always have the ability to croos it out and edit it. 

I write to observe and depict the world surrounding me.  As we live in times of chaos and destruction, I write to find meaning to come to a better understanding of others and myself. 

Word is what ties us to the past

 SEQ CHAPTER \h \r 1I believe that logical positivism, psychological constructivism, and social constructionism each offer epistemic positions that are useful in studying vocational behavior and in providing career counseling to clients.  Each approach has distinct clinical limitations.  Clinicians of each view has begun to acknowledge the inadequaies of any one system and the potential value of others.  I do not want a pragmatic eclectisims.  I seek a theoretical integration that has a conceptual synthesis of diverse theoretical systems.  A superordinate metatheoretical framework.  Tailoring the therapeuatic relationship and clinical methods.  Each domain has its strengths or domain of expertise and these domains are inter-related.  Arguments for integration, rather than eclecticism, are technical flexibility, better match client needs, greater conceptual breadth, innovate by working the boundaries.  I want to develop a constructionist metathory for career counseling.  

I realize that each epistemology contests the other two; with each questioning the validity and challenging the claims of the other two positions.  SEQ CHAPTER \h \r 1-narrative approach enables a blend of modern and postmodern epsitemologies. CC approach to knowledge and power is grounded in a blended espistemology of fractured foundationalism.  Narrative model of human sciences is metadisciplinary paradigm for theory integration.  Theories are communities of discourse that speak into being different reality.  Dominant discourse is RIASEC.  Can a comprehsenisve framework and common language be accepted by diverse audiences.  Interprofessional contests must be overcome to train newcomers to in multiple approaches and integrative perspectives.  Despite such epistemic wars, I realize that no discourse ever goes away and that each perspective provides a different way of approaching scientific concepts such as vocational interests.  As a pragmatist, I accept the claims of all three as different ways of making meaning. Taking multiple perspectives leads to multiple truths, with each truth demonstrating its validity and credibility by being useful in helping practitioners comprehend clients' interests and in guiding researchers as they investigate the scientific concept of vocational interests. By looking at a single topic from all three vantage points, we may cultivate deeper meaning in understanding vocational interests and broader methods for measuring them.  In so doing, we also step outside the epistemology that embeds us in a cultural tradition and discourse community which both shapes our suppositions about the origins of vocational interests and determines how we conduct research on their action.   In this sense I am a fractured foundationalist.  I take not an ontological construcitonism that says we construct reality and become relativisits.  I am an epistemic constructionist who believes that constructs representations of reality, minimal realist.
 SEQ CHAPTER \h \r 1I endorse the definitions advanced by Young and Collin. They view personal constructivism as internal processes for cognitively or mentally constructing the world of experience and they view social constructionism as construction of meaning between person and culture or society, emphasizing language.  Personally, I view psychological constructivism (person as scientist) and social constructionism (person as storyteller) as opposite sides of the same coin.  Constructivism is about personal knowing and constructionism is about social relationships. Constructivists start with a person's preoccupations to understand her or his interests whereas constructionists start with a person's relationship to understand her or his interests.  I believe that narrative (especially about relationships) links constructivism and constructionism, agreeing with Neimeyer that the narrative model of human sciences is a multidisciplinary paradigm for theory integration.  
 SEQ CHAPTER \h \r 1Re-Viewing Scientific Models of Career as Social Constructions
If social constructionism is to contribute to career counseling, it must in some way be linked to current practice so that practitioners, who choose to, may gradually make a transition to the new model with its accompanying methods and materials. When one theory succeeds another, the initial impression is that the new one contradicts the old and eliminates it, whereas subsequent research leads to retaining more of it than was foreseen. The opposing hypotheses can later be seen not as contradictory, but as complimentary.

I believe that future research will lead to a postmodern career constructionism that retains more from modern models of vocational psychology than is currently foreseen.  Toward this end, I use social constructionism as an epistemology with which to reconceptualize, and thereby retain, central concepts in contemporary theories of vocational choice and career development. I view these theory varibales as social constructions, that is, group level adaptations. 
I approach this task by emphasizing the interpretive and interpersonal processes through which individuals make sense of their vocational behavior as well as by reconceptualizing traditional concepts, including vocational interests, as processes that have possibilities rather than continuing to view them as realities that predict the future.  
To do this, I re-view realist categories as career constructions.  In so doing, I am certain to alienate both constructionists and positivists who argue that their positions are theoretically incommensurate and, that in trying to credential both, I slight each one.  

Nevertheless, I have been intrigued by viewing conventions in vocational psychology’s canon, including Strong’s interests, Super’s stages, and Holland’s hexagon as social constructions rather than scientific discoveries. Because of the compartmentalization of modern and postmodern paradigms, linkages between the two are difficult to form at the philosophical level.  However, at functional and pragmatic levels, bridges are emerging, especially if one concentrates on the role of language in constructing social realities. 

Words are resources or tools that people use to work out matters pertaining to our social relatedness.  Language is a way of controlling the debate and establishing power.   SEQ CHAPTER \h \r 1language is not representational it is constituional Definitions or dominant constructions sanction a certain representation of reality.  These dominant constructions are sustained to the degree that they produce an image that society on the whole finds comfortable and reassuring. The profession of career counseling is socially constituted to produce --in the form of scientific thought-- definitions that sanction a certain representation of reality, especially key aspects of vocational behavior such as interests, abilities, values, and developmental tasks. 

As career counselors, our shared language and definitions provide a cultural source of community. Within our community, social constructionists prefer a conversational epistemology that views meaning as created, retained, or modified during the course of our social interaction in our journals and at our meetings.  Together, they socially negotiate meaning as a way of opening up new pathways through which to advance our discipline.  So I want to negotiate with you the possibility of new meanings for traditional, core concepts. Toward this end, I present seven examples of modifying the meaning of core concepts so as to retain them for future use.  In each instance, the concept being considered has been viewed by modernist as an entity that has been discovered and described in much the same way that an object in the natural or physical world would be discovered and described. These concepts can be re-viewed from the fresh perspective of social constructionism.  From this vantage point, I attempt to find a way of continuing to embrace the critical insights of preeminent scholars who we all admire such as Strong, Super, and Holland.  I believe that we cannot afford to start fresh and thereby lose the hundred years of progress in the field of vocational psychology.  The unique contribution of vocational psychology to psychology as a whole discipline has been research on vocational interests.  Given this great heritage or research and reflection, it is important to begin the re-viewing with the variable of vocational interests. 
View Interest as a Relationship

So, let us turn our attention to interests per se.  From my vantage point, interests are not psychological traits, they are psychosocial tensional states.  Interest denotes the relationship between an individual and an environment. Recall that in Latin inter est means to be between; to me, it means a tensional state between a person and a social world. From this perspective, counselors view interests as dynamic processes not stable traits. If anything, interests represent a strongly-primed readiness to see, a high vigilance for opportunities, and a quickness to respond. Therefore, counselors should not privilege interests above other constructs as predictors of occupational congruence and career success.  The idea of shared interest is just one among many important indicators to consider when individuals choose occupations and build their careers.  Also, counselors may want to heed Kitson’s advice that they should not try to diagnosis interests but rather help individuals create interests by discussing with them how they might use work to become more whole.  
The idea of creating interests through social interaction seems compatible with the epistemology of social constructionism, so I have  SEQ CHAPTER \h \r 1attempted to formulate a way of thinking about vocational interests from the perspective of social constructionism. In so doing, I recognize that interests are more than a creative expression of an individual, interests are actually the embodiment of cultural processes.  Of course, this view differs from that proposed by logical positivists who concentrate on individual differences and person-environment fit.  SEQ CHAPTER \h \r 1Positivism was dominant epistemology for science when vocational psychology emerged as a specialty.  Relying on the scientific method, positivist invented and developed the construct of "personality" to replace the construct of "character" and the construct of "a job" to replace the construct of "chores" (i.e., the daily routine of tasks on a farm).  Before society invented personality and job, psychologists did not focus on individual differences or job requirements.  After the invention of these 20th century constructs, applied psychologists concentrated mightily on assessing individual differences in ability and interests and matching them to occupational requirements and rewards.  Person-environment fit became a mantra (i.e., "a sacred verbal formula") and the core of vocational psychology's cultural tradition.  E. K. Strong's resolute empiricism shaped the prevailing view of vocational interests during the 20th century “as patterns of likes, dislikes, and indifferences regarding career-relevant activities and occupations” (Lent, Brown, & Hackett, 1994, p. 88).  According to the old adage, “as we begin so we go.”  To this day psychologists and counselors continue to rely on empirical-derived measures to operationally define interests, lacking a robust theory of vocational interests that explains their meaning, origins, and actions. 

Consistent with the perspective of positivism, many other psychologists view 

interests as personality traits. For example, Todt (1978) -- a leading European theorist of vocational interests-- defined vocational interests as general and stable dispositional tendencies directed at relatively broad classes of activities.  Holland also considers interests as rooted in stable personal traits that he catalogued in his taxonomy of six (RIASEC) vocational personality types.  When we step inside the tradition initiated by Strong and sustained by Holland, it leads us to hold certain assumptions.  Stepping out of the psychometric tradition opens new vistas.


In addition to taking a positivist perspective that views interests as traits or individual difference variables, we can move to a different standpoint and refocus on vocational interests from the perspective of social constructionism.  This 21st century vantage point allows us to view interests as reflections of social participation.  A metaphor might help us envision a new image of vocational interests as we unpack and explore a social constructionist view of interests.  In addition to thinking about interests using a motivational metaphor (e.g., they guide movement), we can also think about them using a relational metaphor.  For example, we can consider vocational interests using the metaphor of a dancing, instead of the metaphor of gyroscope.  As a relational construction, interests centers around we not me.  As we relate, so we are interested.  In relationship, we create interests.  Vocational interests rely on what we can do together and enable us to find ourselves by entering a community. They answer, for each individual, Wittgenstein's central question of "How can we go one together?"  Because interests are generated within relationships, they are a social artifact.  They represent coordinated action or joint actions.  Rather than studying interests to predict and control behavior, we can study them to coordinate action, or to dance together.


Interests are typically expressed in socially-recognized terms because they arise from social experience as individuals draw upon what is culturally available to enact their strivings and receive comfort from the community.  Vocational interests emerge in a social context.  They are constructed from the cultural repertoire of stories and of scenarios about what is possible, appropriate, and valuable in the work world.   They encourage social connection, not individualistic isolation, as they seek to balance "I and us" by gratifying complementary needs through coordinated patterns of activity.  Thus, interests represent possibilities of participation in communal existence and a means of achieving interpersonal security in that community.  Interests both sustain patterns of relationship and reflect the community in the individual.


Interests implement or express a self; they do not constitute a self.  Interests are integrative tendencies that characterize one's interpersonal relations and imply circumstances necessary for their discharge and satisfaction. They indicate adaptive potentialities and their self-recognition and articulation increases an individual's potential to adapt to the environment by helping one interact with the community in competent and effective ways. They facilitate long-term and persistent engagement with a particular social environment.  Similar to identity, interests are about self-in-role; in fact, the accumulation of interests may be an operational definition of identity formation

At this point in time, I have concluded that the perspective of social constructionism may help us formulate better theories of interests, especially as they pertain to the origin of interests.  While a separate view, the constructionist view of interests is compatible with the positivist view on how to measure vocational interests.  From the constructionist perspective, we can state that interests assimilate interpersonal processes into self, and it is these interests that are measured by the elegant interest inventories constructed within the tradition of logical positivism. So, for me, the perspective of social constructionism helps us think about the origins of interests and their social enactment, while the perspective of logical positivism helps us think about an objective way to measure interests using paper-and-pencil inventories especially suited for group administration and interpretation. 

This distinction between forming and measuring interests helps me to understand a long-standing disagreement in the history of career counseling.  While the differential psychologists of the Midwest constructed and developed interest inventories, the developmental psychologists of the East criticized their use.  The Eastern school asserted that it was mistake to try "to discover ready-made interests by giving interest tests" (Kitson, 1942, p.  567). They disparaged interest inventory interpretation as the counselor acting as a fortune-teller who predicts which occupation an individual will enter.  Instead, they proclaimed that a career counselor's duty is to help individuals become interested.  They maintained that promoting exploratory behavior and reflecting upon its outcome was the way to create interests, and the essential work of the career counselor.  The few psychologist who argued that counselors should help clients create interests, not diagnose interests, were understandably viewed as "anti-testing."  However, I believe that the postmodern turn has made their proclamation more understandable and reasonable.  We can accept both views by concluding that the perspective of social constructionism lets us view the origins of interests and their social enactment, while the perspective of logical positivism lets us see how to measure interests with paper-and-pencil inventories especially suitable for group administration. 


From my view, social constructionism helps the counselor understand how to create interests and speak them into being whereas logical positivism helps the counselor measure long-standing interests and increase clients' self-knowledge about their interests relative to their peers.  When an interest inventory is flat or an individual has not yet developed vocational interests, it is necessary to promote exploratory behavior. Social experience provides the means and meaning through which a person forms interests.  In reflecting on the outcomes of exploratory behaviors, career counselors may help clients elaborate their experiences and symbolize them linguistically as they speak them into being.  This meaning-making activity helps a client substantiate the self and its subjectivity in a social context. From this constructionist perspective, the counselor's rhetorical work of constructing interests serves the client as an integrative process of social synthesis and compromise. Once interests are linguistically formulated, they set limits on what an individual looks for in the world.  Interests determine what he or she attends to and even what she or he can do.   It is then time to translate them into occupational titles.  


In sum, we should continue to both objectify interests by measuring them with inventories, particularly when working with groups, and treat interests as culturally constituted proposals about an individual's possible contributions to the community. They are a social affinity, that is, an attraction or feeling of kinship.  They involve a relationship by choice, one that reflects a similarity between persons and announce what we can do together to make the future. This social constructionist perspective on vocational interests deepens the meaning of the scientific concept of vocational interests, and returns attentions to the root meaning of the word "interest," which in Latin means inter esse," to be between." Taking a social constructionist perpective on interests elaborate their meaning beyond intrapersonal trait to an nterpersonal relationship.  Based on this view, there are several other important core constructs that I wish to elaborate, although more briefly: (1) RIASEC types, RIASEC taxonomy, interest inventories, occupations, career stages, career, and occupational choice. 
2.  View Holland’s RIASEC as a Vocabulary 
Language is a resource for living. A language of discernment for understanding the work world.  Holland’s RIASEC language is a resource for career counseling. Vocational psychology has a textual tradition, it is how counselors talk to each other.  As career counselors, our shared language and definitions provide a cultural source of community.  It is  knowledge system; one that provides distinctions (wine) for discussing culturally-derived dimensions of difference among people.  
I believe that Holland's work serves both the constructionist task of creating interests and the positivist task of measuring them.  Holland's theory provides the textual tradition for the language of vocational interests.  a vocabulary of the self and the work world; a language of who they are and what they are looking for. .  In addition to providing a vocabulary to linguistically form interests and talk about them, it also is a source of hypotheses and ideas about how to translate interests into action (Gottfredson, 2003). 

Because interests must be discussed in socially-recognized terms, language is an choice in socially constructing vocational interests. The words chosen by career counselor to discuss vocational interests partly creates the character and shapes the practices of career counseling.  Today our dominant language is that of Holland’s making. It was he who denoted mechanical and outdoor interests as Realisitic (R).  He labeled scientific interests as first intellectual and then Investigative (I).  He initially referred to office detail work as conforming, later changing the label to Conventional (C). Today, all career counselors speak the RIASEC language, it is part of their professional training and socialization.  They teach the language to their clients.  Holland’s RIASEC language serves clients by providing them with a concise vocabulary for describing both who they are and what they are looking for in an occupation. The RIASEC language verbalizes a vocabulary for self-construction. Furthermore, the RIASEC vocabulary is an invaluable resource for articulating accounts of occupations and work life.  This vocabulary allows clients to be more efficient and effective in thinking about themselves and the work world as well as communicating their thoughts to others. This language also prompts heuristic thinking about occupations. In short, the RIASEC language provides a vocabulary for communicating ideas about self and work. It is available as a resource for articulation of accounts of occupations and their constructive elaboration.  
Nevertheless, RIASEC is a thin third person account that explains or interprest life from third personperspective that is outside the significance that I give to myself.  Starts outside the meaning that things have for us.  Outside the thicker language of self-undertanding.  The third person accounts are inadequate for first person life purposes. Universalizing language draws attention to facts, not truths. Thus CC wants to shift from the universalizing language of theory to the particularizing language of self to make sense of lives.  
3. View the RIASEC Hexagon as a Map (a grammar of motives)
His hexagon is a tool of intelligibility for both the creation and the assessment of interests.  It is a dialogue resource.  It is a way of organizing the relation between person and world.  Holland's simplifying taxonomy provides In addition to a vocabulary, Holland’s theorizing has produced a simplifying taxonomy which serves as a source of ideas and possibilities. The hexagon provides a valuable framework for teaching clients how to organize and store information both about themselves and about the work world. However, let us not be mistaken; the hexagon does not represent the structure of occupations or the world of work itself; it represents individual perceptions of that social arrangement.  The hexagon does not reflect reality, it reflects the fact that socially-regulated similarities in environments produce personality patterns, of six types if we say so, among individuals with heterogeneous potentials. Holland’s hexagon maps cognitions that individuals use to conceptualize occupations.  Fred Borgen says “we are mapping the structure of how individuals think about occupations or work activities.”  Thus, we are mapping semantic space.  Factor analyses provide us with themes of thinking, not latent or basic variables.  

This conceptualization of the hexagon as a social map does not question its usefulness. It is brilliant measurement of environment by psychological dimensions.  Even if the hexagon was never used for personality assessment, it would remain a major contribution to vocational psychology because of its utility in teaching individuals how society organizes itself into macro-environments-- socially-regulated similarities in environments such as occupations, college majors, and leisure activities. Counselors can use Holland’s hexagon as a road map to show students and clients where occupational pathways intersect as well as a travelogue that describes the types of people and situations one can meet on the different paths.  

4.  View Interest Inventories as Measures of Resemblance   

Career construction theory explicitly asserts that interest inventories do not measure “real” phenomenon that exist within an individual.  They have no reality or truth value outside themselves because they measure resemblances to socially-constructed clusters of individuals.  Strong’s occupational groups and Holland’s RIASEC types were chosen and created, not discovered. Remember Strong constructed his inventory by first selecting occupations to include and then by choosing the individuals who would constitute the occupational criterion groups.  Holland also chose neither four nor eight but six ideal types that he labeled realistic, investigative, artistic, social, enterprising, and conventional. He then went on to characterize each of the six personality type by their interest, abilities, and values.   
Having thus constituted their criterion groups, Strong and Holland went on to construct inventories to measure an individual’s similarity to the predetermined criterion groups. Strong’s inventory measures resemblance to groups of people in distinct occupations.  Holland has frequently reminded counselors that scores on the Vocational Preference Inventory and the Self-Directed Search indicate degree of resemblance to one of the six prototypes. In determining an individual’s degree of resemblance to each of the RIASEC types, a counselor can succinctly characterize how an individual construes and interprets the world.  Counselors must not interpret the scores on the Strong Interest Inventory’s occupational scales or Holland’s SDS as portals on a client’s “real” interests.  Instead counselors should use these scores to generate hypotheses about resemblances and then use these similarities to suggest vocational possibilities not make predictions about the client’s future occupational choice. 
 This matching model has three clever variations for estimating resemblance with interest inventories.  The first version, crafted by E. K. Strong, compares an individual to group profiles of individuals who are successful and satisfied in particular occupational fields.  The closer the resemblance, the higher the client’s score for that occupation.  The second variation, crafted by John Holland, combines Spranger’s value types with Adler’s notion of life-style to formulate six ideal prototypes: Realistic, Investigative, Artistic, Social, Enterprising, and Conventional. Most of the popular interest inventories now report six scores that indicate degree of resemblance to each of the six types.  Knowing which personality types they resemble, individuals may explore occupations in which their type tends to congregate.  The third version, crafted by Frederic Kuder, is person matching.  Using the idea that people do jobs not occupations, Kuder and his colleague Donald Zytowski, created a technology that compares an individual’s interest inventory responses to a large group of diverse individuals. Clients then read vocational biographies of ten individuals that they most resemble. 

Psychologists have a long tradition of studying individual differences in personality.  They have developed numerous psychometric tests and inventories to the   matching model in fitting an individual’s abilities to job requirements and interests to occupational rewards. A good fit between person and position leads to success and satisfaction while a poor fit leads to failure and frustration.  The current methodology for matching personalities to jobs rests on the concept of resemblance. Data is collected from incumbants in a variety of occupations to compose a personality sketch of the modal worker in each occupation.  In due course, an individual seeking guidance can be tested and then matched to the best fitting occupational group. This procedures is basically the same whether it is conducted to serve vocational guidance, personnel selection, or military classification.   

5.   View Career Stages as a Grand Story or META-NARRATIVE
Age used to be an important way of organizing life.  Super’s stages are reconstruction of lived experience.  Buehler.  Super’s theory of stages is a linguistic schema for organizing and interpreting data about work lives.  The stages represent heuristic ideas and organizing principles, not predictions.  Stages set conditions about what to look for during a work life and stages place events into an understandable framework.  Horizons within which we live life and make sense of it. For long time people received this framework and the demands tha tit made upon them without challenging it.  Indeed, it was unchallengable because eit was shared by everyone around them.  Today, no framework is shared by everyone as we live in a diverse and multicultural world. Chanllenge totay is quest ot invent personal framework for meaning making. 
Shift from Super’s expectable life stages to dynamic, experience of the life course. 

The career stages supply workers with meanings they can use to interpret their work lives.  Thus, stages make an individual’s story of personal experience and private meaning comprehensible to both self and others. In addition to providing a commonsense framework, the grand story of career synchronizes individuals to their culture by telling them in advance how their work lives should proceed and by prompting them to do what society expects.  These promptings are called vocational development tasks, and as David Jepsen once explained they are nothing more than social expectations.  
Super’s theory is a schema for organizing and interpreting data.  Heuristic and organizing  principles, not predictive.  Set conditions for what to look for. Plae things in an understandable framework.  

Stages reflect high modernity idea that individuals development follows age-graded developmental tasks and role transtions, structured by institutional careers.  These tasks and structures regulate individual trajectories. But the tasks and structures are dissipating now.  

 SEQ CHAPTER \h \r 1Human lives are socially organized over time.  Kohli (1968) suggested that the increasing organization of the life course by age has made it easier to plan and predict life transitions.Life course based on many common experiences provides a predictable framework

However, today, people are increalingly in short-term and serial relationships with limited ocmmitments. Individuals has conncetions to many workplaces and many familites. Ties to other people may be so contingent that they are not easily inetgrated.Increasingly structural social isolation may increase the value of communial decision making in which joint planning between spouses and among other family members or colleagues will have added importance. 

If social class becomes more of an organizing force than age, then personal control may be more prevalent among thosse with more resources, regardless of age. 

Kohli, M. (1968). The world we forgot: A historical review of the life course. In V. W. Marchall (Ed.) Later life 9pp. 271-303). Beverly Hills: sage
6.  View Occupations as a Social Activity  

With the dejobbing of the work world, we might want to deconstruct the meaning of occupations.  Occupation is a social strategy by which to sustain oneself. An occupation is a means of social integration.  Occupations provide socially organized pathways for contributing to society and making a living. Occupational fields are constructs that society uses to structure and classify work activities. However, individual workers do not have occupations; they have jobs in which they perform tasks that may not be easily or meaningfully classifiable into stable occupations.  The newly emerging social arrangement of work roles is making the idea of occupation less meaningful and prompting some of our colleagues to prefer the term work activities.  The reorganization of work is also challenging the fundamental meaning of job and career.
Occupations and organizations constitute the social frameworks for self-construction of career and identity. In some sense, an occupation is an extension and amplification of the self.  Goal is to create an occupation where you show up completely and fully.  
7. View Career as a Carrier of Meaning 

Career has the modernist meaning of series of positions that an individual occupies from school years through retirement.  This meaning follows from the interpretation of the French word carriere to mean path.  It is one’s path through life marked by milestones of positions held. However, today we realize that the modern use of the word career by organizations is conflated with bureaucracy and middle class values. Carriere however, had a more fundamental meaning.  Career means carrier or vehicle. We use a career or vehicle to transverse our life course (curriculum vita).  From social construction perspective, career could mean, if we all agree, the vehicle that holds and carries meaning.  As David Tiedeman once stated, “career is the imposition of meaning on vocational behavior.  
From a constructionist viewpoint, career denotes a moving perspective that imposes personal meaning on past memories, present experiences, and future aspirations by patterning them into a life theme.  According to Guichard, career can be seen as an interpretive construct built by a working person. See career as a meta-narrative that generates plots that shape our work life. 

  It is the meaning contained in these biographical themes that will equip individuals to adapt to the social changes that are playing out in their work lives. This personal meaning replaces the holding environment once provided by organizations that contained the task of self-integration as it cared for, protected, and interpreted experiences to its employees. Today, it is the life story that holds the individual together and provides a biographical bridge with which to cross from one job to the next job.    SEQ CHAPTER \h \r 1a chariot that will carry you across the breadth of your life. 
Career is emergent property. Like a family, you cannto know a family, only its members.  Well you cannot know an objective career only its positions. 

8. a   View indecision as hesitation.   SEQ CHAPTER \h \r 1Indecision = hesitating to indetify oneself
Transition means turn the page, or turn a corner.  Wavering movement to bring into the present more fundamental motives that guide a life story from past into the future.  Hesitate befor advancing further and deeper into the world. Career indecision= anxiety appears when individual faces reality without the protection of personal and societal constructs and thus confronts us with anxiety. 
8. View Choice as Intention  From Math-Making to Meaning-Making   
Action involves behavior plus meaning.  SEQ CHAPTER \h \r 1 The meaning can be prospective arising as intention or retrospective emerging from reflection (Vallacher & Wegner, 19).  A classic Italian parable about work exemplifies the difference between behavior and action. Centuries ago a philosopher walked into a  SEQ CHAPTER \h \r 1quarry and saw three people cutting stone with pickaxes. He asked each one, “What are you doing?” The first quarry worker replied, “I’m cutting stone, what does it look like? I cut stone today, I cut stone yesterday, and I will cut stone tomorrow!” The second person replied, “I’m making a living for my family.” The third worker looks at the philosopher with a proud expression as he says, “I’m building a Cathedral!”  For the last two workers, infused intention and meaning into the behaviour of cutting stone. One person worked to provide sustenance for the family while the second person worked to provide spiritual sustenance for generations of worshipers.  These workers expressed goals in their words and actions, thereby making work more meaningful and mattering than stone cutting was for the third worker.  
Intentionality - "is at the heart of knowing. We live in meaning, and we live 'towards,' oriented to experience. Richardson (2009) has suggested that the intentional process is central to building a career and to the broader task of constructing a life.  SEQ CHAPTER \h \r 1

 SEQ CHAPTER \h \r 1Positivist research on career choice and development focuses on decision making and declaring a choice.  The comparable process from an action perspectives is articulating intentional states regarding future lives.  In a like manner, Kreishok suggested replacing decidedness with active engagement in the work world despite uncertainty.  In the postmodern world, identity is in flux and is a project that needs continuing attention and possible revision. So, Kreishok focuses his clients on meaning making through intentional processes in the ongoing construction of their lives, rather than have them concentrate on making a decision in a world where they may have few choices.  SEQ CHAPTER \h \r 1 

Intention is an identity process that writes the story  line of the future,, produces our development, and directs a life. 

These eight moves in meaning provide a perspective that unites the positivist and constructionist meaning of eight core concepts.  They take social constructions of 20th century, which were effective group level adaptations, and rework them into new adaptation viable for global economy.  Hopefully, these proposed integrative definitions and concepts can advance our profession and strengthens our own community of practice. For the second half of the 20th century, those laboring under the conceptual paradigms of Holland and Super have fostered the modern split of either or thinking.  A counselor or researcher was either an advocate of the differential or the developmental paradigm.  Career construction uses the postmodern splice of both and thinking.  More immediately, they provide an impetus for formulating a theory of vocational behavior that views careers as a construction. This attempts to look at theory as inviting a creative dialogue about how things are, not trying to establish facts that freeze things. 
Living your life on purpose, intentionality doing things that allow you to be who you are.  

9.   SEQ CHAPTER \h \r 1Resonate rather than congruent

Mattering

Meaning making rather than match making.  Yes we match but criterion is not abilities and interests it is values and purpose.
Career construction theory
 
In addition to advancing vocational development theory by transforming its central concepts, I have tried to integrate its segments into one comprehensive theory. To move toward that goal, in addition to using social constructionism as a metatheory, I adapted the tripartite framework devised by McAdams (1995) to organize personality theories.  Using McAdam’s general framework as a common theoretical foundation enabled me to progressively incorporate, into one overarching theory, the three classic segments of career theory (Savickas, 2001). It seeks to be comprehensive in its purview by taking three perspectives on vocational behavior: the differential, developmental, and dynamic.  From the perspective of individual differences psychology, it examines the content of vocational personality types and what different people prefer to do.  From the perspective of developmental psychology, it examines the process of psychosocial adaptation and how individuals cope with vocational development tasks, occupational transitions, and work traumas.  From the perspective of narrative psychology, it examines the dynamics by which life themes impose meaning on vocational behavior and why individuals fit work into their lives in distinct ways.  Career construction theory incorporates these three perspectives under the rubrics of vocational personality types, career adaptability tasks, and life themes 

Then, relying on its social constructionist epistemology, the theory reconceptualizes both vocational personality types and career tasks.  It interprets personality types as processes that have possibilities, not realities that predict the future.  It views developmental tasks as social expectations. Career construction theory then uses the concept of life themes to weave together its conceptualizations of vocational personality and career adaptability into a comprehensive theory of both vocational behavior and career counseling. Stated succinctly, the theory holds that individuals construct their careers by using life themes to integrate the self-organization of personality and the self-extension of career adaptation into a self-defining whole that animates work, directs occupational choice, and shapes vocational adjustment

In short, using social constructionism as a meta-theory, construction theory v SEQ CHAPTER \h \r 1iews careers from a contextual perspective that sees people as self-organizing, self-regulating, and self-defining.  In coordination, the three perspectives enable counselors and researchers to survey how individuals construct their careers. Let us start by considering types. 
Vocational Personality Types
 SEQ CHAPTER \h \r 1Career construction theory defines vocational personality as the constellation of an individual’s career-related abilities, needs, values, and interests.  Individuals form personalities in their families of origin and develop these personalities in the neighborhood and school as they prepare to eventually enter the work world.  Before these characteristics are expressed in occupations, they are rehearsed in activities such as household chores, games, hobbies, reading, and studying.  Career-related abilities, interests, and values are relational phenomena that reflect socially-constituted meanings.  They are dynamic processes that present possibilities, not stable traits that predict the future. From this perspective, individuals can adopt or drop selected strategies as situations call for them. Of course, long-practiced strategies do coalesce into a tested style.  This style can be compared to that of other people to form types or groups, but these socially-constructed categories should not be privileged as anything more than similarities.
Personality theories attribute the recurring uniformities in a person’s social behavior to underlying dimensions that structure behavior.  They call these dimensions traits (which career construction theory prefers to view as resemblances and reputation). Personality traits provide a summary statement of regularities in a person’s overt behavior.  According to Hogan (1983) “the primary function of trait ascription is to evaluate other people, specifically, to evaluate their potential as resources for the group” (p. 60). We must always remember that RIASEC types and other individual differences variables are culturally-derived categories for talking about people; they are dimensions of variation among the population. .  In the modern economy of the 20th century, traits were used to assign individuals to work roles.  For example, someone seeking to hire a banker might search for an individual high on conscientiousness and low on openness. Holland’s RIASEC model, composed of trait complexes organized into types, offers a useful approach for appraising objective differences between individuals and for characterizing occupational groups. They provide a superlative means for ranking individuals according to average behavioral tendencies and patterns of behavioral regularity. To try to explain experiences and actions of an individual. CC views RIASEC as a knowledge system; a vocabulary of distinctions used by counselors as by wine experts. 

The abstract descrition of prototypes does not provide the detailed understanding of particulars.  The objective perspective of types and traits does not, however, recognize the significance of subjective experience nor seek to understand behavior from the individual’s own point of view. Two individuals both high in conscientiousness and low in openness will still unique interests and abilities. Accordingly, the self-concept perspective of career construction theory complements the objective perspective by eliciting and interpreting clients’ subjective conceptions of themselves and their world.  These private ideas reveal purpose-- and purpose rather than traits composes the intentions that control behavior, provide continuity, and foresee future action. 
Career construction theory discusses personality using the nomenclature and framework of Holland’s (1997) RIASEC types because it offers a widely-used language for describing the personological results of an individual’s efforts at self-organization of their skills, interests, and abilities. We accept the language to describe dimensions of variation among the population. We continue to participate in the textual tradition of vocational psychology and career counseling.  While adopting Holland’s language to articulate objective accounts of personalities and occupations, career construction theory reminds counselors and researchers that the traits constituting RIASEC types are completely decontextualized and quite abstract.  It is easy to forget that the traits, especially when denoted with nouns rather than verbs, are really just strategies for adapting. They are dynamic processes that present possibilities, and they should not be reified into realist tools for predicting the future.  They do not reside within an individual and they cannot be excavated from within by interest inventories.  They should not be treated as objects by counselors; they are verbs not nouns. Accordingly, career construction theory concentrates on what individuals can become in doing work, not what they are before they go to work. Work, as a context for human development, provides the outer form of something intensely private; it is the bridge between public and private.  Crossing the bridge between self and society is called adaptation.  
Career Adaptability

Developmental Tasks


Sketches of personality types are drawn using psychological content such as abilities, interests, and values.  The second perspective of career construction theory deals with the psychosocial processes used to cope with social expectation that individuals prepare for, enter, and participate in the work role.  Instead of concentrating on how individuals differ from each other, adaptability concentrate on how an individual differs from her or himself across time. 

Adaptation deals with core and peripheral role.  Work, friends, and love. 

Transition is a turn in the road.  If you do not change, then change will happen to you.  
Adaptation.  Adaptation is an organisms changing to become better suited to fit its environment.  Latin adapt means to fit.  Career construction theory conceptualizes development as driven by adaptation to an environment and integration into the community.  It takes a contextual and cultural perspective on adaptation and niche-making. From this perspective, an occupation is a mechanism of social integration, one that offers a strategy for sustaining oneself in society. People construct careers by using adaptive strategies that implement their personality in an occupational role.  This adaptation brings inner needs and outer opportunities into harmony, with the harmonics of a good fit amplifying in present activity the individual’s past preoccupations and future aspirations.  Adaptation involves adjusting to occupational changes that include mastering vocational development tasks, dealing with work traumas, and negotiating job transitions.  Viewing career construction as a series of attempts to implement a self-​concept in social roles focuses attention on adaptation​ to a series of transitions from school to work, from job to job, and from occupation to occupation.  Career construction theory views adaptation to these changes as fostered by five principal types of coping behaviors:  orientation, exploration, establishment, management, and disengagement. These constructive activities form a cycle of adaptation that is periodically repeated as new transitions appear on the horizon. As each transition approaches, individuals can adapt more effectively if they meet the change with growing awareness, information-seeking followed by informed decision making, trial behaviors leading to a stable commitment projected forward for a certain time period, active role management, and eventually forward-looking deceleration and disengagement.  For example, an employee begins a new job with a period of growth in the new role, including ex​ploration of the requirements, routines, and rewards of that role.  Then she becomes established in the role, manages​ the role for a certain time period, and eventually dis​engages from it either voluntarily when further growth readies her to change jobs or involuntarily when organizational changes make her position redundant.  
In stable societies, careers can unfold in a predictable sequence over 30 or more years, and often within one organization.  In today’s unstable, global economy preparedness has replaced planfulness and possibility has replaced prediction.   In post-industrial economies people do not work at one job for thirty years.  New technology, globalization, and job redesign require workers to more actively construct their careers.  They change jobs often and make frequent transitions, each time repeating the cycle of orientation, exploration, stabilization, management, and disengagement.  The ability to adapt to new circumstances is enhanced by certain coping resources for solving the unfamiliar, complex, and ill-defined problems presented by developmental tasks, occupational transitions, and work traumas.

Adaptability.   SEQ CHAPTER \h \r 1ada[tability is multidimensional construct that assesses individual differences in ability to negotiate transitions. /// capacity to choose roles and make and pursue plans that suit their talents and interests  SEQ CHAPTER \h \r 1Adaptability may be a compound trait composed of conscientiousness and openness to experince. Simply, adaptability means dealing with your own development. In a postmodern world, adaptability essentially consists of self-regulation in accommodating changes in demand made by the social context.  Process of developmental self-regulation.  Self-regulation means managing limited resources to maximize gains and minimize losses. Individuals shape their own development through setting and pursuing goals Various general models of self-regulation have been advanced, including Bandura’s social learning model of self-efficacy and Baltes’ developmental model of selective optimization with compensation. Career construction provides a model for self-regulation in the work role, one that concentrates on career adaptability.  Agency is a secularization of spirit and soul.  
Adaptability deals with goal processes and beliefs. Adaptive self-regulation frees people from stimulus control of the environment. Self-regulatory competencies and strategies are psychosocial factors that mediate the association between observed personality variables and career outcomes. Without goal, there is not self-regulation.  Self-regulation based on multiple subsystems and not performed by a single structure.  CCCC are mechanisms of human agency and self-regulation.  Processes are adaptability and adaptation, the content of psychosocial level is identity, careers, and interests each of which is a mediating variable between personality and social roles.  
Career adaptability denotes an individual's readiness and resources for handling current and anticipated tasks, transitions, and traumas in their occupational roles that, to some degree large or small, alter their social integration.  The adaptability dimensions of readiness and resources shape self-extension into the social environment because they condition the actual coping behaviors that constitute orientation, exploration, establishment, management, and disengagement. In short, they shape characteristic manner of adapting. They function as self-regulation strategies that govern how individuals engage the developmental tasks imposed by the communities with whom they co-construct their careers Career construction theory’s model of self-regulation relative to social and developmental tasks privileges a set of specific attitudes, beliefs, and competencies – the ABCs of career construction-- which shape the actual problem-solving strategies and coping behaviors that individuals use to synthesize their vocational self-concepts with work roles.  The ABCs are grouped into four dimensions of adaptability: concern, conscientiousness, curiosity, and confidence.  Together, these four syndromes of attitudes, beliefs, and competencies constitute career adaptability RESOURCES AND READINESS. The four Cs are resources for self-cultivatyion.  A matrix of resources that serve development. 
Concern about the future helps individuals look ahead and prepare for what might come next.  Conscientiousness enables individuals to become responsible for shaping themselves and their environments to meet what comes next by using self-discipline, effort, and persistence. Possible selves and alternative scenarios that they might shape are explored when the curious person thinks about self in various situations and roles.  These exploration experiences and information-seeking activities produce aspirations and build confidence that the person can actualize choices to implement their life design. Thus, the adaptive individual is conceptualized as (a) becoming concerned about the vocational future, (b) being conscientious in trying to prepare for one's vocational future, (c) displaying curiosity by exploring possible selves and future scenarios, and (d) strengthening the confidence to pursue one’s aspirations.  Increasing a client’s career adaptablity is a central goal in the goal of career construction counseling.     

Time perspective

Control= bounded agency means the influence of social origin, dender, and ethnicity on the range of options vavailable to the individual.  Limits individual agency, constrains available options and real world contraints.   SEQ CHAPTER \h \r 1though there are cultural variations, in how one expresses control strivings, the need for control is culturally invariant. Self-management takes place among resources, priorities, resposnsilities, and autonomy level. Control schema mean a person’s subjective understanding about the way the world operates and how they realte to the world.  It leads to sense of how control is exercised.    SEQ CHAPTER \h \r 1primary control aims to change th eenvironment, secondary control aims to change the self. 

Sense of control is socially transmitted conception of reality.  SEQ CHAPTER \h \r 1dependabiity means self-control and effectiveness in social settings.  It demonstrates persistence, ambition, and responsibility
Curiosity/exploration =  a process by which self-concept is translated into choices
 SEQ CHAPTER \h \r 1Exploration at three stage/ages


intuitive -phenomological   = look see


relation-concrete ---- looks like me


concept-abstract = Do I want to be. 

Confidence  SEQ CHAPTER \h \r 1Realism relates to experience

to increase self-efficacy, increase range of experience

if you have low self-esteem, you don’t act on your interests
Commitment is emotional comprise with realtiy. Project it forward for some considerable amount of time.  

Without a goall, no self-regulation

Self-regulation based on multiple subsystems and not performed by a single structure.  CC are mechanisms of human agency and slef-regulations.

Adaptability 

Abilities are skills such as critical thinking, problem solving,perspective taking

Orientations are attitudinal factors

Abilities and orientations are independent components of adaptability

 SEQ CHAPTER \h \r 1Profiles of Career Adaptability
Characteristic adaptations, characteristic methods used to pursue important goals, strategic variables that are contextualized and changeable over time unlike personality. 

CC is useful heuristic ror design of interventions designed to enhance adaptive self-regulation.  The resources of concern, conscioentiousness, curiousity, and confidence do not grow in linear way; there are individual differences in the growth of their attitudes, beliefs, and competencies.  Variations and deviations in development have been subject of much research with adolescents, when career adaptability is first put to the test.  In theory, adolescents should approach the tasks of the school-to-work transition with a concern for the future, a sense of control over it, the curiosity to experiment with possible selves and explore social opportunities, and the confidence to engage in designing their occupational future and executing plans to make it real.  In reality, development along the four dimensions of adaptability progresses at different rates, with possible fixations and regressions.  Delays within or disequilibrium between the four developmental lines produce problems in crystallizing career preferences and specifying occupational choices, problems that career counselors diagnose as indifference, indecision, unrealism, and inhibition.  Moderate disharmony in the development of the four dimensions of adaptability produces individual differences in career choice readiness and explains variant patterns of development. Variations in the processes produce indecision and indecisiveness. Strong disharmony produces deviant patterns of development. Deviations in these four processes produce unrealism and apathy.  Accordingly, comparing development among the four dimensions is a useful way to assess career adaptability and to understand the antecedents of vocational decision-making difficulties and work adjustment problems.  More importantly, it provides a counseling plan with specific goals and associated strategies.  For example, if a client shows indifference and lacks career concern, she or he may benefit from interventions that prompt anxiety about the future and then address this anxiety by exercises and interactions that foster planful attitudes, planning competencies, and preparatory behaviors.  In contrast, if a client has a strong sense of concern and control yet seems unrealistic or unknowledgeable, she or he may benefit more from interventions that foster career curiosity in the form of inquisitive attitudes, exploration competencies, and information-seeking behaviors. 
   The schema for assessing career adaptability, as diagramed in Table 2, arranges the four dimensions into a structural model that can be used to recognize individual differences in the readiness and resources for making and implementing choices.  In applying the model to comprehend the career adaptability of an individual, it is best to use a structured interview (Savickas, 2000a).  As will be discussed in Part Two of this book, using this outline as a template through which to hear a client's career stories permits a counselor to assess that client's adaptability and, if indicated, offer the client a developmental plan to build needed adaptive resources and readiness.  Whatever assessment technique is used, the counselor will have some idea of how the client engages vocational development tasks and occupational transitions, a necessary complement to understanding the client’s vocational personality. The counselor should next attend to why the client has encountered a writer’s block in authoring the next chapter in her or his career story.  Whether on-time, off-time, or absent, the engagement of personality type with social expectations to master developmental task produces a life story.  In short, the self’s engagement with society writes a script. 
Functional analysis identifies various distinct self-regulation capacities of individuals. Clinical treatments can be conceptualized as strategies designed to enhance adaptive self-regulation. CCCC is useful heuristic for design of interventions. 
Career Story
Although the content and process of careers are both important, studying vocational personality and career adaptability as separate variables misses the dynamics of the open system that cuts across self-organization and self-extension to integrate them into a self-defined whole. The life theme component of career construction theory emerged from Donald E. Super's postulate that in expressing vocational preferences, individuals put into occupational terminology their ideas of the kind of people they are; that in entering an occupation, they seek to implement a concept of themselves; and that after stabilizing in an occupation, they seek to realize their potential and preserve self-esteem.  This core postulate leads to the conceptualization of occupational choice as implementing a self-concept, work as a manifestation of selfhood, and vocational development as a continuing process of improving the match between the self and situation.  From this perspective on the self, work provides a context for human development and an important location in each individual’s life, a place that matters. 

The third perspective of career construction theory deals with the self-defined whole in terms of scripts that glue type to task and self to society. As each personality meets social expectations to prepare for and enter the work role, she or he lives a unique story, one written by their attitudes and activities.  It is that story that really composes a subjective career; vocational personality deals with the organization of self as a system and career adaptability deals with extending the self into the occupational world. The story explains the spirit that animates and the values that guide the manifold choices and adjustments that build a career. Thus, career construction theory emphasizes the interpretive and interpersonal processes through which individuals impose meaning and direction on their vocational behavior. Storying is a process by which habits and dispositions become sedimented. 
                                             SELF

Self is emergent quality that is narrated by language, historically situatiated, socially constituted, and culturally shaped.  Subjet I and Object me becomes project self.  Self is the story that the body holds. Self – Embodies our subjectivity and meaking making.  We talk self into existences.  It is narrativel constructed. Narrative are accounts that constitute the self.  Self is experienced as a container (boundary). Experience provides the means and meaning through which one forms a self.  Self-in-role is identity. Self is fundamentally interpersonal. Self draws some social meaning from work.  Self is constructed through co-active, collaborative processes. In the process, the idea of self as a separate person arises.   Positing a self is not a given, it is task.  Stories are the substance of the self.  As we talk so we make.  We need each other make sense. Relationships creates your value as a self.  Selves have concerns that constitute them. Certain issues matter more than others, and have significance for defining identity and self.  Self is inscribed in our narratives.  What matters supremely forms a horizon of significance against which we evaluate experience.   Self-construction does not mean inside out, but outside int,social construcitonism is not self-construction but co-constrution.  Culture shapes how we experience self.  
Self is not identity, self according to Erikson is that part of person that knows and experiences reality

Self-concept is at the interface of intrpsychic and interpersonal.   SEQ CHAPTER \h \r 1self = conscious agent of his own decision SEQ CHAPTER \h \r 1self comes into social meaning throu work

self is contructed thru co-active, collaborative processes.  in process, the idea of self as separate person arises.
 SEQ CHAPTER \h \r 1The me I am is part of the us.  Stuart Davis

                                      STORIES

 SEQ CHAPTER \h \r 1As we talk, so we make.  SEQ CHAPTER \h \r 1are stories are active, they copnstitute us.  
Social constructionism attribute central role to language, whild narrative psychology focuses on the role of stories in self- construction.  A story is about gaps, problems, and predictaments.  Certain characteristis of experience likely to be storied, something disruptive or unresolved.  According to Bruner (1990), we use story to make disruption meaningful.  Tell of a disruption or pattern of disruption, a gap that sparks a desire to fill it.  Get to express self in container of a story.  Bruner believed that the engine of narrative is trouble.  “This is what is implied by trouble that is the origin of narrative; the trouble is a violation of the legitimate, the expectable, the appropriate.  And the outcome of the story depends on seeing legitimacy either maintained, resolved, or redefined” (Bruner and Lauciareelo, (1989, p. 77)
Story telling crystallizes what we think of ourselves.  Stories tell how weput the world to gether, orient us, guide use, equip us for living.  They provide guidance as we move forward. Orient us to present and explain the past.  Tell of our pattern and progress.  The confer meaning and substance on life.  
Story comprehends career-- the integration of the self into the occupational world and its trajectory across the life cycle.  In chronicling the recursive interplay between self and society, career stories explain why individuals make the choices that they do and the private meaning that guides these choices. Story gives a structure to our values. From a constructionist viewpoint, career, or more precisely subjective career, denotes a moving perspective that imposes personal meaning on past memories, present experiences, and future aspirations by weaving them into a pattern that portrays a life theme. Self-defining stories about the vocational tasks, occupational transitions, and work traumas an individual has faced from school entry through retirement reveal the essential meaning of career, and the dynamics of its construction.  Career construction theory, simply stated, holds that individuals build their careers by imposing meaning on vocational behavior.  Thus, the narrative component of career construction theory addresses the subject matter of work life by concentrating on the why of vocational behavior. Career stories reveal the themes (WC) that individuals use to make meaningful choices and adjust work roles to matter in their life projects. From these prototypical stories about work life, counselors attempt to comprehend the life themes that construct careers and understand the motives and meaning that pattern work.\

Stories digest experience and make meaning. They identify and name the goods that you live, this makes the story an ethical and aesthetic project.  The values in the stories preserve life. They show the constitutive concerns and locate self in space of values that matter. 
We create ourselves in stories we tell about our lives. These stories explain our self to ur self.The stories impose meaning and purpose of events and experiences that may otherwise be random. The life-story connects separate stories ot produce coherence.  We use autobiographical reasoning to chose, organize and present a story.  

Stories serve as repositories of important ideas. Link unfamiliar to familiar and make the unexpected expectable and manageable.  Story imposes a pattern on facts, it raises certain facts to prominence, the facts we now need.  Truth is different from fact.  Truth lies in meaning of story not its accuracy.  Truth of narrative is grounded in its utility.  It is real if it is real in its consequences.  A pragmatic view.  Stories are reflexive and continually reconstruct the past to meet present needs.  Stories arise from memory which is not faithful reconstitution but reconstruction, autobiographical memory is a process of reconstruction. Personal identity provides structure and stricture to autobiographical memory

Identity stories seek some amount of unity, continuity, purpose, and meaning.  They should maintain a coherent, meaningful, and integrated story. Is client story closted, conflicted, or chaotic.     Some are more complex than others, some have multiple plots and conflicts.  Walt Whitman in “Song of Myself:  Do I contradict myself?
               Very well then I contradict myself

                 (I am large, I contain multitudes.)

Biographers impose narrative structure to recreate a self out of oten contradictory views, baffling behaviors, and inconsistent self-representations .

                                        Narrative Paradigm
Psychology has taking a narrative turn toward interpretation of meaning.  It is about meaning rather than observation of behavior. The idea is to unearth meaning to understand the individual and the stories that they live by. We create meaning by coordinating action.  Career construction theory uses narrative psychology to comprehend stories and highlight their meaning relative to life design.  In listening to client stories, a counselor must have a point of focus to concentrate on.  Otherwise, the counselor cannot make the collection of short stories into a novel about the live being told.  A systematic approach to listening and making sense of client narratives requires a paradigm. Just as sonata form is an important organizer of musical thought, we need a form to organize the client’s stories.  A theory of texts focuses close listening to the story.  Literary criticism offers various paradigms for understanding stories. Examples of major theories of literary criticism that could be useful in listening for how story construct career include archetypal/mythic (Jungian), psychoanalytic (Freudian), structuralist (systemic),  post-structuralist (deconstruction), Marxist (sociological),  and feminist (cultural). Each of these theories directs the listener’s or reader’s attention to certain elements of the story or text.  Individuals who adopt a theory join a  particular "interpretive community.  That community shares certain assumptions that they use as strategies to understand a text.  These reading strategies or preconceived expectations form a frame of reference, with which a counselor could enter the counseling relationship.   Starting from these assumptions, meaning is produced in a transaction between the client (text) and the reader (counselor).
Fiona and brothers, from prove to improve.  

Active MASTERY
Attracted to people with whom we have unfinished business (husband act like mother who we could not get to attend us.  William James version from his diary” (Barzun, p. 19) “Ascend to some sort of partnership with fate and since tragedy is at the heart of us, go meet it, work it in to your own ends instead of dodging it all your days.”   SEQ CHAPTER \h \r 1Bruce Springsteen Oct 8, 2007 60 minutesSomething eats at every artist.  The job is to turn that obsession into and intersting song, play, book, movie
MEANING
 SEQ CHAPTER \h \r 1meaninf is always social.   SEQ CHAPTER \h \r 1identity is who am I?
Meaning is why am I 
meaning is th epower of values and ideals to confer purpose and significance
meaning makin is not about finding truth it is about inventing and imposing 
Meaning is relation, it connects things.  Strives to create and maintain order, certainty, and value in light of challenges and disruptions. Westerners creat stories to make self-continuitty, whereas Easterners tell stories that develop connectedness with others and adherence ot moral guideline.  Meaning making is making connections that heighten understanding.
What really matters to clients is an explanation of their difficulties that brings order to the chaos or confusion.  A naming of the animals that gives them a way of understanding them.  An order that comes from an authority figure helps a great deal. This explains the great success of Holland hexagon.  It allows the counselor to name the animals and then help the client understand them.  An even better approach is to create order and understanding that emerges form their own lives.  However, usually requires individual.  It is like WAIS measures IQ from Wechsler’s order, not the clients.

Meaning emerges out of patterns, experience is constructed, not a given.  Action requires interpretation.  Prefferences reflect meaning.  The familiar pattern of life yields infinitely fertile forms—an immensely variegated range of themes emerges form basic pattern.. the essential idea is unity, each theme enhancing the other and developing the pattern.  You are an expert witness to your own worlds.  Narratives convert experience into meaning.  Experience and its expression in narrative truth.  
Narrative paradigm is powerful organizer of biographical thought. Narrative paradigm is at heart of  SEQ CHAPTER \h \r 1integrative conceptual framework for synthesizing our understanding the stories. We need to examine the collage of memories form a pattern of ideas so as to locate the core theme. Need concepts with which to make connections among experiences, expectations, and explanations. To deal directly with client career stories from the theoretical perspective of career construction model, counselors apply the narrative paradigm. Narrative is a story and a paradigm is a pattern or model.  So, the narrative paradigm is a mode of understanding or a pattern that the counselor applies when listening to client stories to identify the theme. The pattern applies a specific psychological principle.  Charles Taylor 9p. 520. “We must inescapbably understand ut lives in narrative forms as a quest.”

Narrative paradigm takes a hermeneutic stance in (looking for the pattern) considering story understanding as a circular process in which meaning emerges from an interplay between part and whole in which a progressive sense of the whole shapes deeper understanding of its component parts.  Build the theme out of strands of continuity. The whole is on understanding the author’s intention, so focus on intentional structure to hear the “inner life” of the text. Force the imagination to turn particular into general and then back to particular. In the cc intervention model, this movement from concrete to abstract to concrete eventually applied the abstract to the questions the client brings to counseling.  
Career construction chooses to use the narrative paradigm, meaning that one can listen to stories to hear the turn of events during which the individual actively masters what they have passively suffered.  This involves listening for the structure of meaning that patterns the life and the stories that hold it. Listening to stories to learn how an individual has or proposes to turn tension into intention enables the researcher or counselor to identify the theme or story line that reveals how preoccupation becomes occupation. 
As individuals meet tasks, transitions, and traumas, they make choices that express and extend the theme and its variations.  Each decision that they make further narrates the theme in a new “con text” (i.e., in Latin con means with). Individuals tell stories about the self and society that they themselves need to hear because the stories reconfigure the past, support current preferences, and inspire future action. We walk backward into the future, viewing our path through the lens of the past. What comes later reconfigures the meaning of what came before.
Our lives depend upon which way our story unfolds, repetition or mastery.

Life takes on substance through recurrent experience. sub·stan·tial (s…b-st²n“sh…l) adj. 1. Of, relating to, or having substance; material. 2. True or real; not imaginary. 3. Solidly built; strong. 4. Ample; sustaining. 5. Considerable in importance, value, degree, amount, or extent

Help client live deeply enough so that there is only one direction.   SEQ CHAPTER \h \r 1What ideas does you life story serve. Reinforce articulate

 SEQ CHAPTER \h \r 1The secret art or holy technique of alchemy lay in the transformation of personaltiyfind symbolic in the balck chaos of our own darkness
Identity.  
Identity is the interface of self, context, and culture. 

Identity is a project that involves identifying with social elements and cultural representations, sorting among those incorporated to integrate into an individuality thacan function in one’s situation.  Self-selected identity elements. This is not a summing up but a synthesis, an organizational arrangement that simultaneously reflects one’s social group to which one belongs yet at the same time sets us as a unique member of the group.  So must integrate originally external elements and differentiate self as unique. Integration required to get a livingjob, a role, differentiation needed to get a life, an agentic self.  Select from among elements of culture. Differentiation assert self and highlight one’s unique characteristics.  Inetrgation means coming to join a social group (family, neighborhood, school) through conventionality, joining a validating and stable community..  Through interplay of differentiation and integration youth consolidates elements into identity

In collectivist cultures, identity is not used, instead, identification and imitation

Narrative identity is a framework with stable significance.  It is self-in-role. Includes my commitments and identifications.  Provides a framework for decision making.  Crises and transitions ten to disorient acutely. To know who you are is to be oriented in moral and social space, the space where questions of good and bad arise and how to relate. Our humanity exists in space of questions—answers tell where we stand and the meaning of thins.  Id allows us to define what is important to us, what has significance to us.”  
Id can be conferred or constructed.

Choose my relationship to the facts of my context- Sartre facticity

Narrative identity is capacity to keep a story going (Giddens (1991, p. 54).  Use autobiographical reasoning to bridge transitions. Create a socially salient cultural script.
Construct an identity that serves your purpose.  

Identity is constantly negotiated in positions and discourses.  SEQ CHAPTER \h \r 1id = integrate disparate elements of live into a dynamic whole that link life commitments to recognizable niches in the social world  –organizes talents, beliefs, values, motivations and memories    
Identity according to Erikson is and engaged pursuit or values and vocations. 

Unity and coherence is what identity does.  It integrates and puts things together.  Storying promotes identity development through narrative integration that leads to greater self-knowledge.  


Teenagers begin their identity narrative with causal reasoning that self-consciously seeks to explain how they got to where they are.   SEQ CHAPTER \h \r 1role identities are socially constructed definitions of self 
Identity = individual’s thesis encounters world’s antithesis and forms a synthesis or creates a viable identity.  Identity is how people think of themselves in relation to the world.   SEQ CHAPTER \h \r 1relationships = sites where my identity is constantly being negotiated

 SEQ CHAPTER \h \r 1relaity springs from relationships
 SEQ CHAPTER \h \r 1Personality is traits not identity.  Identity integrates and uses these traits, it is self-regulation, adapts self-concept to siutations

Occupational choice is statement of what you want to mean to other people.  It indicates your habitual mode of bringing into harmony inner demands and external tasks. 

THEMES
 SEQ CHAPTER \h \r 1What is the theme or golden thread in your story. In the story of Theseus and the Minotaur, theseus slay the beast in the center of the undergroun labyrinth and then guides self back to surface using a length of thread given to him by Arande, the king’s daughter, retracing his steps through the dark maze of tunnels.
Surface plot has underlying timeless themes. Plot is what happens, theme is what it means.  Buidl something into one’s life- some pattern of higher meaning that connects one to greater reality or story. Plot sees life as an unfolding story, story of how I got to where I am. Underlying themes and overarching goals.  Each life has its own logi, look for glue that holds facts together.  It is like watching a cricket match without knowing the rules.  You observe the action but you do not know what it means.  Does not mean sum experiences up, but rather arrange them in a meaningful order.  Theme regulates, directs, and sustains behavior.  Depiction of pattern becomes the way of seeing oneself, and what is importto explain to self.  Pattern is fundamental and essential, life themes incorporate facts and digests them into meaning. Pattern I sprimary unit of meaning, used to understand facts we know.  The pattern in life narratives is not fixed and unchangeable, it is open to being reworked allowing new awarenesses and understanding.  ease our interaction with society by transforming and translated primary experience of chaos into meaningful chunks. Translate primary experience into patterned form, which then can be used to discover the self. 


Trace central line of development rthough a variegated picture.   Cognitive schemes that are easily activated.  

Graham Greene once remarked that all writers tend to be governed by a “ruling passion”

Emerson said temeraments (themes) is the wire on which the bead s of life are strong.  


Motivic development in Vienesse classicism.  Generate an entire score from a small pool of motifs, the little ocmponents that make up the theme.


Most listeners do not follow consciously the development of motifs in Hayden quartet.  Despite constant mood swings through four long movements, comes across to listener as an integrated and inevitable whole.  
Mattering. The life theme perspective highlights the view that careers are about mattering.  Counseling for career construction aims to help clients understand how their life project matters to themselves and to other people.  In career construction theory, the theme is what matters in the life story.  It consists of what is at stake in that person’s life.  On the one hand, the theme matters to individuals in that it gives meaning and purpose to their work.  It makes them care about what they do.  On the other hand, what they do and contribute to society matters to other people. The belief that what they do matters to others sharpens identity and promotes a sense of social meaning and relatedness.  What individuals choose to do is the subject matter of vocational personality.

Work is the outer form of something intensely personal.  We use it to become whole.  

Thus, the subjective career that guides, regulates, and sustains vocational behavior emerges from an active process of making meaning, not discovering preexisting facts. The person evolves a life theme that holds their stories together with continuity and coherence.


The life theme perspective highlights the view that careers are about mattering.  Counseling for career construction aims to help clients understand how their life project matters to themselves and to other people.  In career construction theory, the theme is what matters in the life story.  It consists of what is at stake in that person’s life.  On the one hand, the theme matters to individuals in that it gives meaning and purpose to their work.  It makes them care about what they do.  On the other hand, what they do and contribute to society matters to other people. The belief that what they do matters to others sharpens identity and promotes a sense of social meaning and relatedness.  What individuals choose to do is the subject matter of vocational personality.
This shift in the social arrangement of work has left individuals more responsible for managing their own lives. In the postmodern world, employees can no longer depend on an organization to provide them with a familiar and predictable environment to hold their lives.  Instead, individuals must rely on themselves to construct a story—a self and a career-- to hold themselves and their lives together when they encounter discontinuity. Today’s mobile workers who may feel fragmented and confused as they encounter the restructuring of occupations and transformation of the labor force. As they move from one assignment to the next assignment, they must let go of what they did but not who they are. If they let go of everything, then the loss may overwhelm them.  By holding onto the self in the form of a life story that provides meaning and continuity, they are able to move on in a way that advances life purpose and actualizes overarching goals.  Advance the narrative line of their story as they actualize overarching goals.  Stories hold in place the life lessons that have been learned and these lessons can lead the way through ambiguity by creating scenarios that link future initiatives to past achievements. 
Career Holds Self
         Self is experienced as a container (boundary ). Express self within the container of a story.  narratives are accounts that constitute the self. Use language to hold emerging self in place.  Language hold us in place.  Career as story provides a holding environment. Career as a vehicle holds meaning and carries a life. More specifically, career is one’s life story about work and working.  Story holds feelings, holds experience, contains anxiety, and secures space for exploration.   Stories make our lives coherent and continuous.  They explain values, goals, and motivation.  Story serves as a container for meaning and a continuity of being.  To the extent that the life story holds us, we can master developmental tasks, vocational transitions, and occupational traumas.  During these changes, career as story functions to give stability and condition the emotional experience.  The life story allows the individual to meet uncertainties of transition with comforts recalled from the past so as to envision a future and entertain possibilities.  It enables one to experience chaos and disorder and appreciate them as necessary precursor to change, the next chapter.  The story orients an individual to the new events and digests these numerous experiences into short story that can be understood and manipulated.  This allows individuals to express and examine their experiences and then make choices about how to proceed.
Counselors who apply the career construction model to life design counseling use narrative techniques to help individuals move into their own story and learn to hold it, so that in the end the story can hold them and quell their uncertainty. Their narrative construction of self and career becomes the structure that provides meaning and direction as they encounter transitions that involve a loss of place, position, and project.  A clear and coherent story does more than just hold tension.  Constructing the story turns tension into attention, and telling that story expresses intention. A good story about the self encourages a client to make career changes while holding onto a self that is even more vital and intentional.
BREAD.  The Linns wrote abook with a story about children in World War II England who had to vacate their homes due to fighting.  The children had a difficult time falling asleep at might, fearing that they would lose their lives.  Someon had the idea of giving each child a piece of bread as a means of comfort and the children were able to sleep, knowing that thye had food that day with bread in hand, they would have food the next day too.  The Linns expand this idea to show how things in ouw own lives, those things which sustain us, comfort us one day and give us hope for the next. Sleeping with bread means holding on to what you gives you life. Story holds what gives you life.  Self is the story that the body holds. 
In sum, the objective self of Holland’s personality type (structure of occupations), the subjective self of Supers vocational development 9structure of development), and the relational self of story (structure of self). Holland job, super career, savickas calling. 
Theory of intervention
Revise story means to act on meaning of new description. Interpretation is not a truth pursuit, it is a pragmatic functional strategy. Early stories are repetitive, make them elaborative.  Story telling mediates the relation between  self-concept and life story. Giving voice to story is a central process for highest level of self-integration and it provides social validation.  

Tries to increase autobiographical reasoning.  Habermas and Bluck (2000) introduced the term autobiographical reasoning to note the dynamic of thinking about past to make links to self.  

Use ERs as a narrative catalyst.
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Table 1

Career Construction Theory Propositions

1.  A society and its institutions structure an individual's life course through social roles.  The life structure of an individual, shaped by social processes such as gendering, consists of core and peripheral roles.  Balance among core roles such as work and family promotes stability whereas imbalances produce strain. 

2.  Occupations provide a core role and a focus for personality or​ganization for most men and women, although for some individuals this focus is peripheral, incidental, or even non​existent.  Then other life roles such as student, parent, homemaker, leisurite, and citizen may be at the core.  Personal preferences for life roles are deeply grounded in the social practices that engage individuals and locate them in unequal social positions.​

3.  An individual’s career pattern-- that is, the occupational level attained and the sequence, frequency, and duration of  jobs-- is determined by the parents’ socioeconomic level and the person’s education, abilities, personality traits, self-concepts, and career adaptability in transaction with the opportunities presented by society.

4.  People differ in vocational characteristics such as ability, personality traits, and self-concepts.

5.  Each occupation requires a different pattern of vocational characteristics​, with tolerances wide enough to allow ​some variety of individuals in each occupation.

6.  People are qualified for a variety of occupations because of their vocational characteristics and occupational requirements.  

7.  Occupational success depends on the ex​tent to which individuals find in their work roles adequate outlets for their prominent vocational characteristics. 

8.  The degree of satisfaction people attain from work is pro​portional to the degree to which they are able to implement their vocational self-concepts.  Job satisfaction depends on establishment in a type of occupation, a work situation, and a way of life in which one can play the type of roles that growth and exploratory experiences have led one to consider congenial and appro​priate.  

9.  The process of career construction is essentially that of developing and implementing vocational self-concepts in work roles.  Self-concepts develop through the interaction of inherited aptitudes, physical make-up, opportunities to observe and play various roles, and evaluations of the extent to which the results of role playing meet with the approval of peers and supervisors.  Implementation of vocational self-concepts in work roles involves a synthesis and compromise between individual and social factors.  It evolves from role playing and learning from feedback, whether the role is played in fantasy, in the counseling interview, or in real-life activities such as hobbies, classes, clubs, part-time work, and entry jobs.

10.  ​Although vocational self-​concepts become increasingly stable from late adolescence forward, providing some continuity in choice and adjustment, self-concepts and vocational preferences do change with time and experience as the situations in which people live and work change.

11.  The process of vocational change may be characterized by a maxi-cycle of career stages characterized as progressing through periods of growth, exploration, establishment, management, and disengagement.  The five  stages are subdivided into periods marked by vocational development tasks which individuals experience as social expectations.

12.  A mini-cycle of growth, exploration, establishment, management, and disengagement occurs during transitions from one career stage to the next as well as each time an individual's career is destabilized by socioeconomic and personal events such as illness and injury, plant closings and company layoffs, and job redesign and automation.  

13.  Vocational maturity is a psychological construct that denotes an individual's degree of vocational development along the continuum of career stages from growth through disengagement.  From a societal perspective, an individual's vocational maturity can be operationally defined by comparing the developmental tasks being encountered to those expected based on chronological age.  

14.  Career adaptability is a psychosocial construct that denotes an individual's readiness and resources for coping with current and anticipated tasks of vocational development.  The adaptive fitness of attitudes, beliefs, and competencies-- the ABCs of career construction-- increases along the developmental lines of concern, control, conception, and confidence. 

15. Career construction is prompted by vocational development tasks, occupational transitions, and personal traumas and then produced by responses to these life changes.

16.  Career construction, at any given stage, can be fostered by conversations that explain vocational development tasks and occupational transitions, exercises that strengthen adaptive fitness, and activities that clarify and validate vocational self-concepts.

______________________________________________________________________________
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