Developmental Theories

Zunker begins with a short discussion of the theoretical assumptions underlying developmental theories: (a) career development is a process taking place over the entire lifespan; and (b) career counselling should be designed to meet the differing needs of individuals at various developmental stages. Most developmental theories focus on developmental stages, generally congruent with age, as well at the concepts of self-concept, career maturity, and sex-role orientation.

Zunker provides a comprehensive overview of Ginzberg, Super, Tiedeman and Gottfredson. Super is considered one of the most prominent career theories of the 20th century and his work spans almost 40 years, during which time his theory evolved and was modified. Some of the constructs he is best known for include self-concept; vocational maturity; the life-span (maxi- and mini-cycles) and life-space (roles); and the interconnectedness of psychological and societal characteristics of one's self-concept.

Ginzberg is recognized as the first theorist to produce a developmental model of career choice and his description of children's and adolescents' passage through the fantasy, tentative and realistic periods spawned Super's model of career development.

Tiedeman's time-stage theory of career decision-making arises out of Erikson's (1950) eight psychosocial crises. Career decision-making requires differentiation, the evaluation of self through the identification and study of different occupations, and integration, acceptance in society manifested by acceptance within one's career field yet still retaining one's individual uniqueness. The major contribution of Tiedeman is the focus on increased self-awareness as a necessary development within the decision-making process.

Gottfredson's theory of circumscription and compromise views self-concept as the key to career selection and she is one of the first developmental theorists to bring sociological determinants of self-concept (i.e. social class, gender) to the forefront. Her developmental theory starts in childhood and progresses through adolescence. Key constructs include circumscription, which refers to the process of narrowing occupational alternatives based on increasing awareness of one's social space, and compromise, reflecting the settlement on a good occupational choice rather than the best one based on the need to accommodate one's external reality.

On pages 38-44, Zunker describes Krumboltz's social learning theory of career decision-making. This theory has evolved since 1976 and is currently known as the learning theory of career counselling (LTCC). Zunker discusses how the process of career selection is based on life events, specifically as it pertains to four factors: (1) genetic endowments and special abilities; (2) environmental conditions and events; (3) learning experiences; and (4) task approach skills. 

In his description of each developmental theory, Zunker outlines issues of practical application and the support or dearth of empirical research. While reading this portion of Chapter 2, you are encouraged to consider the segment of the North American population upon which these theories are based and raise questions about their respective generalizability with regard to individual differences including social economic class, culture, gender, race, education, physical ability, age, sexual orientation, and changing labour market conditions.

Developmental Theory: Eli Ginzberg

Ginzberg and his colleagues (1951) are credited with being the first to emphasize the developmental aspects of career choices. The theory, based on a study of a small sample of white, upper middle class Anglo-Saxon males, attempted to explain how the numerous factors within the environment act and react with forces within the individual, resulting in the individual being able to make wise career choices. The major concepts of Ginzberg's theory form the vocational choice framework: process, irreversibility, and compromise.

Process

Career development is a process evolving over time. These time periods can be broken into several life stages. The first stage, fantasy stage (birth to age 11) is earmarked by children's play which gradually becomes more work-oriented and reflects early preferences for different kinds of work activities.

The second stage, the tentative stage takes place between age 11 and 17. At this time, the adolescent begins to develop values, interests and capacities as well as increased awareness of work rewards and time perspectives. Choices often evolve and change during this second stage and interests, abilities and values form the basis for choices. During this period, increasing awareness of interests develops first, to be superseded by a concern for capacities. The development of values at age 15 or 16 then come to dominate choice.

The third stage, realistic stage (age 17 to young adulthood) occurs when the individual begins to integrate interests, capabilities, and values and the increased awareness of these factors are used to evaluate the real environment, a process broken into three periods: exploration; crystallization; and specification.

In the exploration period, where Ginzberg centred on college entrance, the individual's career focus becomes more narrow despite continued ambivalence and indecisiveness. The crystallization period reflects a commitment made to a specific career field. In the specification period, the individual's career selection is reflected in the choice of a job or specific training programme.

Irreversibility

Although Ginzberg initially viewed career choice as largely irreversible because of major obstacles introduced by reality, he later modified this conclusion, reversing his stance on irreversibility. He did however, continue to stress the importance of early choices in the career decision process.

Compromise

The third major concept in Ginzberg's theory is that career choice is a compromise. The person attempts to choose a career that will allow him or her to apply, as much as possible, personal interests and abilities, and will satisfy most of the individual's values and goals.

The individual weighs the opportunities and environmental limitations and then assesses how satisfied he or she will be in work and life. As new information is received, the individual makes compromises and tradeoffs from earlier positions as he or she builds on earlier development and accomplishments.

By 1972, Ginzberg had modified his original theory by making the following points: (a) the choice process is lifelong and open ended; (b) irreversibility is no longer valid as individuals try to keep their career options open as long as possible; and (c) rather than compromise, he suggested the term optimize, reflecting the belief that individuals make the best of what they have to offer and of what is available. 

Critical analysis of Ginzberg's theory suggests that a number of factors should be considered. These include the narrow sample upon which the theory was originally based, lacking in cultural, class, and gender diversity; the descriptive rather than explanatory nature of stages, some lack of support for the timing and sequence of stages, and the lack of applicable counselling strategies generated by this theory. Ginzberg's theory does provide a framework for further study of career development.
Developmental Theory: Donald Super

Super is arguably the most prominent figure in career counselling theory. He took up the developmental position and has spent almost 40 years until his death in 1994, presenting and refining his theory of career development.

The foundational theme presented by Super (1953) is that individuals choose occupations allowing them to function in a role consistent with their self-concept. Self-concept is a function of an individual's developmental history, influenced by both psychological characteristics and sociological factors (1990). Super's work is integrative, borrowing from three theories: self-concept, developmental, and differential. Super (1969) calls his theory a "differential-developmental-social-phenomenological psychological approach" (Herr & Cramer, 1988, p.124).

Self-Concept Theory

Of vital importance to career development is the growth of the individual's self-concept and its influence in career decision making. Self-concept is broadly defined to include not only an internalized view of self but also the person's view of the situation in which he or she exists. An individual implements his or her self-concept through the choice of a career which will allow for self-expression. Super (1984) points out that the individual needs to see him- or herself as unique, but must also be aware of his or her similarities to others.

Developmental Theory

The second influence, namely the developmental nature of career decision-making, is drawn from Ginzberg. Super expands Ginzberg's three developmental stages to five. These stages are growth, exploration, establishment, maintenance, and disengagement. The developmental tasks in the exploration stage include crystallization, specification, and implementation. This is followed by the establishment stage whose tasks include stabilizing, consolidating and advancing. The maintenance stage is comprised of holding, updating, and innovating. Finally, the disengagement stage includes deceleration, retirement planning, and retirement living (Sharf, 1997, p. 207). While these broad developmental stages reflect Super's concept of a maxi-cycle, Super (1990) sees the ages of transitions between stages as flexible and individuals may recycle through stages within a mini-cycle, reflecting planned or unplanned changes (Patton & McMahon, 1999).

Differential Theory

The third influence is that of differential psychology and here Super (1957) borrows from the trait and factor approach in which people are considered to be differentially qualified for occupations and could receive differential rewards from occupations (Parsons, 1909). No individual is so unique with regard to his or her skills, aptitudes, interests, and personality that he or she could only fit into one occupation. Moreover, there is no occupation requiring a unique make-up of individual characteristics. There is variance on both sides.

Propositions

Super (1957) developed 10 (later expanded to 14) testable statements or propositions about career development. He spent much of his career testing and researching these propositions. The propositions, reprinted from Super (1990) are as follows:

1. People differ in their abilities and personalities, needs, values, interests, traits, and self-concepts.

2. People are qualified, by virtue of these characteristics, each for a number of occupations.

3. Each occupation requires a characteristic pattern of abilities and personality traits, with tolerances wide enough to allow both some variety of occupations for each individual and some variety of individuals in each occupation.

4. Vocational preferences and competencies, the situations in which people live and work, and hence, their self-concepts change with time and experience, although self-concepts, as products of social learning, are increasingly stable from late adolescence until late maturity, providing some continuity in choice and adjustment.

5. This process of change may be summed up in a series of life stages (a "maxi-cycle") characterized as a sequence of growth, exploration, establishment, maintenance, and decline, and these stages may in turn be divided into (a) the fantasy, tentative, and realistic phases of the exploratory stage and (b) the trial and stable phases of the establishment stage. A small (mini) cycle takes place in transitions from one stage to the next or each time an individual is destabilized by a reduction in force, changes in type of manpower needs, illness or injury, or other socioeconomic or personal event. Such unstable or multiple-trial careers involve new growth, re-exploration, and reestablishment (recycling).

6. The nature of the career pattern--that is, the occupational level attained and the sequence, frequency, and duration of trial and stable jobs--is determined by the individual's parental socioeconomic level, mental ability, education, skills, personality characteristics (needs, values, interests, traits, and self-concepts), and career maturity and by the opportunities to which he or she is exposed.

7. Success in coping with the demands of the environment and of the organism in that context at any given life-career stage depends on the readiness of the individual to cope with these demands (that is, on his or her career maturity). Career Maturity is a constellation of physical, psychological, and social characteristics; psychologically, it is both cognitive and affective. It includes the degree of success in coping with the demands of earlier stages and sub-stages of career development, and especially with the most recent.

8. Career maturity is a hypothetical construct. Its operational definition is perhaps as difficult to formulate as that of intelligence, but its history is much briefer and its achievement even less definitive. Contrary to the impressions created by some writers, it does not increase monotonically, and it is not a unitary trait.

9. Development through the life stages can be guided, partly by facilitating the maturing of abilities and interests and partly by aiding in reality testing and in the development of self-concepts.

10. The process of career development is essentially that of developing and implementing occupational self-concepts. It is a synthesizing and compromising process in which the self-concept is a product of the interaction of inherited aptitudes, physical makeup, opportunity to observe and play various roles, and evaluations of the extent to which the results of role playing meet with the approval of superiors and fellows (interactive learning).

11. The process of synthesis of or compromise between the individual and social factors, between self-concepts and reality, is one of role playing and of learning from feedback, whether the role is played in fantasy, in the counseling interview, or in such real-life activities as classes, clubs, part-time work, and entry jobs.

12. Work satisfactions and life satisfactions depend on the extent to which the individual finds adequate outlets for abilities, needs, values, interests, personality traits, and self-concepts. They depend on the establishment in a type of work, a work situation, and a way of life in which one can play the kind of role that growth and exploratory experiences have led one to consider congenial and appropriate.

13. The degree of satisfaction people attain from work is proportional to the degree to which they have been able to implement self-concepts.

14. Work and occupation provide a focus for personality organization for most men and women, although for some persons this focus is peripheral, incidental, or even non-existent. Then other foci, such as leisure activities and homemaking, may be central. (Social traditions, such as sex-role stereotyping and modelling, racial and ethnic biases, and the opportunity structure, as well as individual differences, are important determinants of preferences for roles such as worker, student, leisurite, homemaker, and citizen.) (pp.206-208).

As noted by Patton and McMahon (1999), Super's 14 propositions reflect a move away from complete reliance on differential psychology toward the integration of concepts from a number of fields. Compatible with differential psychology are Super's propositions 1,2,3,9,12 and 13 whereas propositions 4,5,8 and 10 are linked to developmental psychology. Propositions 4,6, 11 and 14 reflect social learning principles and propositions 1, 7 and 10 highlight phenomenology. This move from reliance on one field to many within this theory of career development serves to reinforce the importance of Super's work in highlighting the need for theoretical integration (Patton & McMahon, 1999).

Super's (1980, 1990, 1992) life-span, life-space model of career development highlights the continuous interplay among a variety of roles played by an individual in different arenas of life, graphically represented in his "life-career rainbow". Defining a career as "a sequence of positions held during the course of a lifetime," Super argued that the roles included in a career can be both occupational and nonoccupational (p.286). In detailing the nine major roles of child, student, leisurite, citizen, worker, spouse, homemaker, parent and pensioner, and the four primary theatres in which these roles are enacted (home, community, school, and workplace), Super sought to describe the typical life-space of an individual and demonstrate how the overlapping roles and theatres may have conflicting or enriching effects. Roles vary in terms of temporal importance and salience at different life stages. A person's involvement in a given role can be measured in terms of participation, commitment, knowledge, and value expectation (Sharf, 1997). 

Developmental Decision-Making Theory: David Tiedeman

Miller-Tiedeman and Tiedeman (1990) agree with Super that the self is central to career development but place a greater emphasis on the decision-making aspect within the developmental stages. The development of a vocational decision-making process assumes importance for Tiedeman rather than career development per se. Tiedeman and O'Hara (1963) proposed that career development is an ongoing process of differentiating ego identity, building on Erikson's (1959) psychosocial model of ego-identity. For Miller-Tiedeman and Tiedeman (1990), a great emphasis is placed on the personal development of the individual, and critical to this development of self are biological, social, and situational factors (Patton & McMahon, 1999). McDaniels and Gysbers (1992, p.56) describe Miller-Tiedeman and Tiedeman's decision making model as follows:

"Their decision making model is an attempt to help individuals bring to conscious awareness all of the factors inherent in making decisions so that they will be able to make choices based on full knowledge of themselves and appropriate external information."

Development of an ego identity, the basis for career decision making, arises from interacting with and collecting observations about the environment and processing the collected information into a meaningful whole. These processes are termed differentiation and integration. These concepts are defined by Miller-Tiedeman and Tiedeman (1990) as follows:

"Differentiating is a matter of separating experiences; integrating is a matter of structuring into a more comprehensive whole" (Miller-Tiedeman & Tiedeman, 1990, p.312).

Period of Anticipation

In the exploration stage, the individual visualizes him- or herself in a work situation and considers alternatives. In the crystallization stage, choices become clearer. There is an attempt to assess personal values in relation to possible careers while weighing the relative advantages and disadvantages of each. In the choice stage, stabilization brings about choice. Individuals choose goals which influence their behaviour. In the clarification stage, the individual begins to act upon his or her choice and prepares to enter an occupation.

Period of Implementation and Adjustment

In this period, implementation, three stages occur: induction, reformation, and integration. As described by Patton and McMahon (1999), the induction stage occurs when choice has been implemented, the individual settles into a new workplace, learning what is expected of him or her in the new position. The next stage, reformation, is characterized by increased confidence in oneself within the organization and increased assertiveness. The last stage is integration, when a balance has been achieved between the organization and the individual.

The counselling process associated with this developmental perspective includes identification of variables indicating where an individual can be placed within a particular developmental period. Intervention depends on the developmental stage and maturity of the individual. Career planning, career exploration, knowledge of the world of work, and decision-making of the individual are assessed rather than personality traits.

Social Learning Theory: John Krumboltz

According to Krumboltz's social learning theory of career decision making, four categories of factors are thought to influence an individual's career decision-making process (L.K. Mitchell & Krumboltz, 1990):

1. Genetic endowment and special abilities, including gender, ethnicity, appearance, and ability or disability.

2. The history of environmental conditions and events, typically outside the individual's control.

3. Each person is assumed to have a unique pattern of learning experiences, resulting in a career and life path. Learning experiences are divided into two categories, instrumental and associative. Instrumental (direct learning) experiences are those in which the individual acts on the environment to produce a positive response. Associative learning refers to the development of positive and negative attitudes and beliefs about occupations through a broad array of external stimuli.

4. Task approach skills result from the interaction between the three preceding factors. Task approach skills include performance standards, work habits, perpetual and cognitive processes, mental sets, and emotional responses. 

As a result of the interaction between the four aforementioned influences, four outcomes can be described, the second of which represents a addition to the theory (L.K. Mitchell & Krumboltz, 1996). These four outcomes are described by Patton & McMahon (1999):

1. Self-observation generalizations, or beliefs about the self, used to describe an individual's own reality.

2. Worldview generalizations, in which people observe the environment and trends to draw conclusions about how things are and how they might be in the future.

3. Task approach skills, defined by L.K. Mitchell and Krumboltz (1996) as "cognitive and performance abilities and emotional predispositions for coping with the environment, interpreting it in relation to self-observation generalizations, and making covert and overt predictions about future events" (p.246).

4. Action behaviours include engagement in activities leading to career entry, such as enrolling in an appropriate training programme or actively applying for jobs.

Krumboltz (1994) offers a number of testable hypotheses. Specifically, he states that people will prefer an occupation (a) if they have succeeded at tasks they believe are similar to those relevant to certain occupations; (b) if they have observed an important model being reinforced for tasks similar to those performed by members of that occupation; and (c) if they have experienced positive associations with the occupation through direct or indirect messages. 

Social learning theory is considered a significant development to career theory because of its recognition of the importance of a broad range of influences on career choice rather than focusing on a single influence. Moreover, the importance of context in career decision making is acknowledged by L.K. Mitchell and Krumboltz (1996), who state, "the social learning theory of career decision-making suggests that maximum career development of all individuals requires each individual to have the opportunity to be exposed to the widest array of learning experiences, regardless of race, gender or ethnic origin" (pp.167-168).


Study Question
Identify the similarities and differences between Krumboltz's social learning theory and Super's approach.

Summary

This lesson covered the major developmental and decision-making theories. The major constructs of each theory have been discussed and some of their implications have been identified. To the developmental theorist, career development is comprised of stages in which people must cope. Ginzberg was the first to emphasize the developmental aspect of career choice. He based his theory on categories of occupational choice ranging from fantasy to realistic. Super focused on the stage aspect of career development, growth, exploration, establishment, maintenance, and disengagement. He incorporated self-concept in his theory, and reasoned that individuals seek careers and career changes congruent with their beliefs about themselves. Gottfredson focuses on the role of self-concept and how it is influenced by early experiences as well as presenting the notions of circumscription and compromise and their relative impact on career choices. Miller-Tiedeman and Tiedeman refer to the impact of cognitive development upon the process of career selection, identifying typical behaviour at various stages of maturity. They view decision-making with the career stages as primary. Krumboltz identifies both intrinsic and extrinsic factors exerting influence on career decisions. His theory is concerned with the exploration, prediction and control of career-related behaviour.
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