Developmental Theories of Career Development

Background.  

Developmental theories arose in the 50’s in opposition to trait-factor theories. Early, they said that trait theory was too static, that it implied "one choice and you’re satisfied for life." Developmental theories said you need to know how your personality and interests develop and change over time.

Their criticisms were unwarranted. Trait factor theorists have emphasized that individuals could change and that they should change careers to remain satisfied.  The different approaches are not mutually exclusive.  In fact, they are actually quite compatible. They just emphasize different concepts.  Trait - Factor approaches tells us where we should focus in choosing career and what will result in satisfaction while developmental theory speaks to how work personality develops

Defining Characteristics of Developmental Theories

1. In life, we progress through clearly demarcated stages and each stage has a critical developmental task associated with it. 

2. Success at completing early developmental tasks is critical for success at later stages.

3. All developmental theories are age graded (some are more rigid than others did).

Eli Ginzberg

Eli Ginzberg developed the earliest major developmental theory of career choice in 1951.  Based upon a grant to study occupational choice, Occupational choice: An approach to a general theory was originally published with Sol Ginsburg, Sidney Axelrad, and John Herma.  Ginzberg was an economist and the other authors were two psychoanalysts and a sociologist.  Of note, Donald Super helped briefly with the review of the literature

Ginzberg assumed that work is one of two foundations for a healthy lifestyle, as observed by Freud.  With a grant from Columbia University, they interviewed young men from an upper middle class population who had optimal freedom to choose their careers.  Their logic was that the study of the privileged children would demonstrate the course of their career development.

Theoretical Assumptions

Occupational choice is a decision-making process by which an individual commits to a vocation.  It begins during childhood and extends into the early twenties.  The for sets of factors that influence the person’s ultimate career choice are individual values, emotional factors, the amount and kind of education, and the impact of reality through environmental pressures. Many vocational decisions are irreversible because they produce changes in the individual that cannot be undone.  Because individuals seek an optimal fit between their interests, capabilities, and values, career choice always end in a compromise

The occupational choice process: according to Ginzberg, the vocational choice process is developmental and occurs in three periods.  

1.  Fantasy (0-11 years).  Through play, children imagine themselves in occupations.  They base their fantasies on early family and peer identifications.  Play becomes work-oriented near the end of this stage.

2.  Tentative (11-17 years).  Adolescents begin to recognize work requirements.  The four stages of this period are:

a. Interest:  the individual determines his or her likes and dislikes.

b. Capacity:  the individual determines his or her capacities are congruent with his or her interests.

c. Values:  the person becomes aware that work offers opportunities to fulfill values he or she has adopted.  This starts at approximately age fifteen.

d. Transition:  the individual begins to assume responsibility for his or her decisions, is more independent, and has more freedom of choice.  At this time, the person’s interests, capacities and values become integrated

3. Realistic (17- early 20’s).  The person attempts to become acquainted with available alternatives, develops personal values, and explores and narrows occupational choices.  The three stages of this period include

a. Exploration:  the person chooses a path to follow from several alternatives, but remains open to opportunities that might arise.  This occurs during post-secondary education or training, when more career opportunities (including further training) become apparent.

b. Crystallization:  the person experiences the emergence of a clear vocational direction.  This is the core of the decision making process.  This is brought about by time pressures, as school ends.  Some may attempt to delay crystallization out of fear of making a premature commitment.

c. Specification:  the individual determines an occupational specialty or preference for a particular vocational area.

Revised assumptions

Later, Ginzberg no longer limited the occupational decision-making process to adolescence and early adulthood.  He extended it throughout the lifespan to account for individuals who change careers at midlife or who start a new occupation after retirement.  Although early vocational choices play an important part in the decision process, Ginzberg no longer views the decisions as irreversible.  Occupational choice is a lifelong process of decision making for those who seek major satisfactions from their work.  This leads them to reassess repeatedly how the can improve the fit between their changing career goals and the realities of the world or work. He replaced the term “compromise” with the term “optimization”, a word that more accurately reflects the dynamic nature of an individual’s active pursuit to balance various aspects of his or her life with career.

Donald Super

In 1951, Super conducted a longitudinal study of 9th graders in Middletown CT. Called the "Career Pattern Study," this study continues to this day.  The participants are now in their late 50’s.  Super proposed a developmental perspective, that occupational choice was an unfolding process, not a point in time event.

Super’s theory is the most comprehensive of developmental theories.  Super emphasized how self-concept influences career choice.  Self-concept refers to how persons view themselves and their situation.  How people view themselves is a reflection of personality, needs, values and interests.  Super also conceptualized the concept of vocational maturity, which he believed was related to career success

Theoretical assumptions

1. People differ in their abilities, interests, and personalities. 

2. Because of their abilities, interests, and personalities, each person is qualified for a number of occupations.

3. Each occupation requires characteristic patterns of abilities, interests, and personality traits, but variation is tolerated so that there may be a variety of individuals in one occupation and a variety of occupations for one individual.
4. Over time and with experience, an individual’s vocational preferences, abilities, situation, and self-concept change, so the choice and adjustment are continuous processes.
5. The change processes can be defined according to a series of stages.
6. The nature of career patterns is determined by socioeconomic level, mental ability, personality, and opportunities.
7. Development through life/career stages can be guided by facilitating the maturation of abilities and interests, reality testing, and the development of self-concept. 
8. The process of vocational development is essentially that of developing and implementing the self-concept. It is a compromise process between inherited characteristics, opportunities, and feedback on roles.  Vocational self-concept results in developmental experiences, is just part of a person’s total self-concept, and is responsible for shaping and guiding a person’s career development.  People choose occupations that are consistent with their self-concept.
9. The process of compromise between individual and social factors and between self-concept and reality is one of role playing in the form of fantasy, part-time, or temporary jobs.

10. Work satisfaction depends upon the extent to which an individual finds adequate outlets for interests, abilities, personality traits, and values. It depends upon getting established in a type of work, work situations, and lifestyle in which a worker can play the kinds of roles that she/he considers congenial and appropriate.
11. The degree of work satisfaction a person achieves is proportionate to the degree to which he or she has been able to implement his or her self-concept

12. Most people obtain personality organization through work and occupation; others attain it through activities

Developmental Stages

Five developmental stages influence career choice and development.  For Super, the ages of transition from one life-stage to the next are flexible.  In addition, individuals pass through all five life-stages during each developmental life-stage.  This process is completed before individuals enter the life stage.

Developmental Tasks

1. Crystallization (14-18 years).  The person formulates a general vocational goal through awareness of resources, contingencies, interests, and values.  The person begins planning for his or her occupation.

2. Specification (18-21 years).  The person moves from tentative vocational preferences toward specific vocational preference.

3. Implementation (21-24 years).  The person completes training in the vocational preference and begins employment.

4. Stabilization (24-35 years).  The person confirms his or her choice of a preferred career by actual work experience and uses his or her talents to demonstrate that the choice was appropriate.

5. Consolidation (35+ years).  The person becomes established in a career through advancement, status, and seniority.

Vocational Maturity.  Vocational Maturity is defined as the extent to which an individual has successfully completed the vocational developmental tasks.  Super described two types of Vocational Maturity: VMI and VMII

1. VMI:  compares the life-stage of persons to the life-stage that they are expected to be in.

2. VMII:  maturity within the life-stage

Two Major Instruments developed to measure vocational maturity

1. Career Development Inventory.

2. Career Maturity Inventory: John Crites

Many personality and cognitive variables affect vocational maturity.  Personality variables include planfulness and curiosity.  Cognitive variables include “knowledge of the principles of career decision-making and ability to apply them to actual choices; knowledge of the nature of careers and the world of work; and knowledge of the field of work in which one’s occupational preferences falls”.

Roles:  Super outlined a Lifespan-Lifespace description of career development.  Over the course of one’s lifespan, a number of roles fill one’s lifespace, which he illustrated with his life-career rainbow.  The importance of the these roles can be measured by his Salience Inventory.  The roles he identified were:

1. Homemaker

2. Citizen

3. Worker

4. Leisurite

5. Student

6. Child

A Developmental Assessment Model

Step I:  Preview

A. Assembly of data on hand

B. Intake Interview

C. Preliminary Assessment

Step II:  Depth-View:  Further Testing?

A.  Work Salience

1. Relative importance of diverse roles

a. Study

b. Work and Career

c. Home and Family

d. Community service

e. Leisure activities

2. Values sought in each role

B. Career Maturity

1. Planfulness

2. Exploratory attitudes

3. Decision-making skills

4. Information

a. World of work

b. Preferred occupational group

c. Other life-career roles

5. Realism

C. Self-Concepts

1. Self-esteem

2. Clarity

3. Harmony

4. Cognitive Complexity

5. Others

D.  Level of Abilities and potential functioning

E. Field of interest and probable activity

Step III:  Assessment of all Data

A. Review of all data

B. Matching and Prediction

1. Individual and occupations

2. Individual and nonoccupational roles

C.  Planning communication with counselee, family and others

Step IV:  Counseling

A. Joint review and discussion

B. Revision or acceptance of assessment

C. Assimilation by the counselee

1. Understanding the present and next stages

2. Recognizing one’s self-concepts

a. Accepting the actual

b. Clarifying the actual and the ideal

c. Developing harmony among self-concepts

d. Refining cognitive complexity

e. Assuring the realism of self-concepts

f. Others

3. Matching self and occupations

4. Understanding the meaning of life roles

5. Exploration for Maturation?

6. Exploring the breadth for crystallization

7. Exploration in depth for specification?

8. Choice of preparation, training, or jobs?

9. Searches for outlets for self-realization?

D.  Discussion of action implications and planning

1. Planning

2. Execution

3. Follow-up for support and evaluation
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