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ABSTRACT

Work and career development have always been a part of human existence. Career
development theories have sought to offer different perspectives about the meaning of
work in people’s lives. Some suggested that behavioural style and personality type are
intrinsic to a person’s choice of career path; others believed that people attempt to
implement their self-concept into their occupation; still others considered the impact of
sociological and economic factors on an individual’s career decision. An underlying
theme in these theories is that work in people’s lives is important. These and other
theories have made substantial contributions to the understanding of career decision
making and career development. They have also created a theoretical bridge to a more
contemporary and holistic life career development approach. The life career development
approach helps individuals project themselves into future possible life roles, life settings,
and life events while realizing the importance of gender, ethnic origin, religion, race, and
socioeconomic status on their development. A holistic approach is necessary in the
economic climate in which we live. These economies are expecting trained and effective
workers and therefore require new ways of preparing students for entering and
manoeuvring through the world of work and life. There has been significant recent
research done on the career development needs of youth (e.g., Alberta Learning, 2001;
Hiebert, 2001a; Hiebert & Tomlinson, 1996; Magnusson & Bernes, 2002; Mailandt,
1998; Wells, 1998) to support the “whole-person” approach to preparing youth for adult
and working life. Despite the fact that these studies identify the need for better career
services, very little has been done to develop a comprehensive approach to addressing the

identified needs. Career centres are being advocated as a means of meeting career
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planning challenges of youth. Effective school board-based career centres facilitate «. . .
career education for all students and provide a focus foe career activities in the
communities” (Balcome, 1995, p. 13). Career centres are a catalyst for a comprehensive
career development approach in high schools and their programs are more integrated and
inextricably linked to schooling than ever before. The central purpose of this project was
to create a career centre model, to implement the model within the Calgary Board of
Education (CBE), and then to expand the implementation to other schools within the
CBE. Another purpose was to provide schools or school systems with a step-by-step
guide for implementing career centres. The intent of this guide is to provide a thorough
career centre implementation strategy. With such a strategy, one can go a long way
toward ensuring that today’s youth are provided with well-coordinated career services

that prepare them for entering and manoeuvring through the world of work and life.
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CHAPTER 1: INTRODUCTION

Context of the Career Centre Implementation Framework

Work has always been a part of human existence and philosophical questions on the
meaning of work have been raised since the time of the ancient Hebrews and Greeks (Engels,
Minor, Sampson, & Splete, 1995). In the early 1900’s career development was
conceptualized as identifying the best match between an individual’s skills and occupational
demands. Frank Parsons (1909) presented the first theoretical framework for understanding
individuals’ career decision processes. His approach assisted individuals in identifying their
aptitudes, abilities, and interests, and developed their understanding of the world of work. He
believed that matching an individual’s attributes with the conditions for success in selected
fields would result in greater work satisfaction and success. His emphasis on increasing the
sense of work satisfaction and success of individuals has remained central to career
development theory and practice (Brown & Brooks, 1990).

Since Parsons’ work, a growing number of theories and models of career
development have emerged. Career development theorists have sought to offer different
perspectives about the meaning of work in people’s lives. Some suggested that
behavioural style and personality type are a major influence in career choice and
development (Herr & Cramer, 1996); others believed that people attempt to implement
their self-concept into their occupation (Gottfredson, 1981; Super, 1990); another
considers the impact of sociological and economical factors in an individual’s career
decision-making process (Krumboltz, 1994). An underlying theme in these theories is

that work in people’s lives is important.



These and others theories have made substantial contributions to the
understanding of career decision making and career development. They have also created
a theoretical bridge to a more contemporary holistic life career development approach.

The life career development approach helps individuals project themselves into
future possible life roles, life settings, and life events while realizing the importance of
gender, ethnic origin, religion, race, and socioeconomic status on their development. It
then relates their projections to their present situations for consideration and
incorporation into their plans to achieve their goals and resolve their problems (Gysbers,
Heppner, & Johnston, 1998).

A holistic approach is necessary in the economic climate in which live. These
economies are expécting trained and effective workers and therefore require new ways of
preparing students for entering and manoeuvring through the world of work and life.
Community partnerships are all-important for education in a modern society. Together
they contribute to effective career development, they promote learning, and they enhance
school performance. Furthermore, when all of these groups work together they can build
on the strengths already in place in schools and the community (Alberta Learning, 2001).
The involvement of all constituents supports the “whole-person” approach that prepares

youth for adult and working life.
Problem

It is interesting to note that there has been significant recent research done on the
career development needs of youth (e.g., Alberta Learning, 2001; Hiebert, 2001a; Hiebert
& Tomlinson, 1996; Magnusson & Bernes, 2002; Mailandt, 1998; Wells, 1998). Each

study emphasizes the importance of better meeting the career development needs of



youth. Despite the fact that these studies identify the need for better career services, very
little has been done to develop a comprehensive approach to addressing the identified
needs.

When establishing a career development framework it is important to identify
existing strategies that provide an understanding of best practice approaches, address the
need for improvement on initiatives that already exist but require further research and
evaluation, and finally, to address potential barriers and resistors and suggest ways to
address those issues.

Numerous individuals and organizations have attempted to deal with the career
planning needs of youth. Unfortunately, much of what has been developed has not
reached the majority of youth it was intended for, nor has the delivery of career
interventions in schools been capitalized on. Hence there is a need to establish a central
location to better link all constituent groups who contribute to and support the career
development of youth. When this happens, linkage between education and career training

is solidified.
Career Centre Framework Rationale

Career centres are being advocated as a means of meeting career planning
challenges of youth. Effective career centres can serve many purposes. They can provide
information and services to all constituent groups. Career centres also provide new ways
for people to interact, discover, and benefit from these connections.

School board-based career centres facilitate . . . career education for all students
and provide a focus for career activities in the communities” (Balcombe, 1995, p. 13).

Further, proposed provincial career development systems (e.g., Alberta Learning, 2001)



encourage educators and the community to support the career development of child and
youth from kindergarten to grade 12. The establishment of a comprehensive career
development system would provide a framework for action that would help students

“. . . build the competencies and confidence they need to make successful transitions into
adult roles, further learning and the work place” (Alberta Learning, 2001, p. 1). Career
centres are a catalyst for a comprehensive career development approach in high schools.
Career development activities in high schools with career centres are more integrated and
inextricably linked to schooling than ever before.

In the Calgary Board of Education, there have been a variety of approaches to the
provision of career development services for students in the system. The central purpose
of this project was to create a career centre model, to implement the model within the
system, and then to expand the implementation to other schools with the CBE. Another
purpose of the career centre implementation framework is to provide schools or school
systems with a step-by-step guide for implementing career centres. This guide is to help
the reader benefit from the career centre implementation experiences of the CBE. With
this description the intent is to assist schools/school systems in developing a thorough

career centre implementation strategy.
Overview of the Project

There are four chapters in this project. Chapter 1 has described the context for the
project. Chapter 2 provides a review of the literature in career and youth development.
With this conceptual framework as a backdrop, a review of the literature pertaining
specifically to career centres in schools is presented. Chapter 3 presents a step-by-step

guide for implementing career centres. Chapter 4 identifies the implications that have



emerged from the implementation of career centres. In addition to the text form, a
compact disc has been developed that contains linkages to resource materials used in the

CBE career centre implementation project.



CHAPTER 2: BACKGROUND TO THE STUDY

Historical Perspective of Career Development

Career centres have tremendous potential to help students understand the career
planning process and how that planning can assist them in their life and work. To
appreciate the career centre framework it is important to understand how career theory
and practice has evolved over the years to support youth. With this understanding, one
can move from the standard career theories to the current state of thinking and modern
practice. Current practice prepares youth for the constant change they will experience in
their life and work. Recognizing these multiple realities and roles change, one can then
appreciate the importance of an evolving career development approach.

Preparing students for their future roles in the world of work was a theme that
emerged as early as the late 1800’s, when the United States and Canada were becoming
industrial nations and were experiencing an increase in immigration and a large
movement of persons from farms to cities. During this period, considerable attention was
given to how to

.. . effectively distribute immigrants across the spectrum of available occupations;

how to bridge the gap between school and the realities of the adult work world;

and how to reduce unnecessary job shifts caused by the large number of workers
who moved from job to job because they were not aware of their capabilities or

the opportunities available to them. (Herr & Cramer, 1996, p. 8)

Frank Parsons (1909), deemed the father of vocational guidance, presented the first

conceptual framework for understanding individuals’ career decision processes. He



strove to provide a scientific basis for assisting immigrants and others in effectively
choosing their work.

Since Parsons’ work, a growing number of theories and models of career
development and career choice have emerged. What follows is an overview of some of
the major theories/models that have made substantial contributions to the understanding
of career decision-making and career development. In this paper [ first outline Parsons’
foundation for the development of the trait-fact approach. Then I identify Holland’s
typology theory approach, Super’s developmental theory, Krumboltz’s social-learning
theory and, finally, I discuss a holistic perspective of career development, that being life
career development. This holistic focus helps explain the what, why, and how of an

individual’s overall life career development in the 21st century.

Parsons’ Trait-Factor Approach

Frank Parsons (1909) presented the first conceptual framework for understanding
an individual’s career decision process. The development of his ideas came from the
Industrial Revolution when there was a need to better distribute workers across
occupations. In order to maximize worker satisfaction and success, and minimize
employer costs, Parsons advocated the idea of matching individuals with occupations.
His approach helped individuals identify their aptitudes, abilities, and interests as well as
their understanding of the world of work. He believed that a match between an
individual’s attributes and the conditions for success in the selected field would result in
greater work satisfaction and success. His emphasis on increasing work satisfaction and
the success of individuals has remained central to career development theory and practice

(Brown & Brooks, 1990).



Parsons’ ideas laid the foundation for the development of the trait-factor approach. There
are four basic assumptions to the approach:

1. Each individual has a unique set of traits that can be measured reliably and
validly.

2. Occupations require that workers possess certain traits for success, although a
worker with a rather wide range of characteristics can be successful in a given
job.

3. The choice of an occupation is a rather straightforward process, and matching
is possible.

4. The closer the match between personal characteristics and job requirements
the greater the likelihood for success [productivity and satisfaction]. (Brown,

1984; cited in Herr & Cramer, 1996, p. 178)

In short, career development is conceptualized as identifying the best match between an
individual’s skills and occupational demands. However, Brown (1990) notes that the
trait-factor approach emphasis on matching individual attributes and environmental
characteristics does not account for the developmental process that occurs over the
lifespan. An underlying assumption of the trait-factor approach is that career choice is a
single event and that there is a single right goal for every individual (Herr & Cramer,
1996). In today’s world of work, characterized by change, transitions, and diversity, the
trait-factor approach may not fully explain the complex processes involved in career

development.



Holland'’s Typology Theory

One of the most prominent figures in career development theory is John Holland.
Holland’s (1966, 1985a) approach gives explicit attention to behavioural style or
personality types as the major influence in career choice and development (Herr &
Cramer 1996). Holland assumes that the individual is a product of heredity and
environment. In this assumption Holland suggests that most people can be categorized
into one of six personality types: realistic, artistic, investigative, social, enterprising, or
conventional. Each type reflects a distinctive manner in which individuals relate to the
world and process information about the world. There are six corresponding
environments, each of which is populated by individuals of the corresponding type (e.g.,
“social” environments are dominated by individuals who demonstrate “social” traits).
These social traits may include an individual’s preference to manipulate others to inform,
train, develop, cure, or enlighten. Holland’s contention is that individual behaviour is a
function of the interaction between one’s personality and environment and that behaviour
choice is an expression of personality. Hence, persons inhabiting particular environments,
occupational or educational, have similar personality characteristics. Their responses to
problems and interpersonal situations are likely to be similar. Moreover, people seek
those educational and occupational settings that permit expression of their personality
styles.

Holland’s personality types in particular have generated much research. Evidence
(cf. Laudeman & Griffith, 1976; Scanlan, 1996; Weinrach & Srebalus, 1990) shows that
Holland’s six personality types were representative of the populations studied. As persons

explore occupational possibilities, they use stereotypes of themselves and stereotypes of
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occupations to guide their search. If a person’s preferences are clear and their information
about self or occupations accurate, they will likely make effective choices. If their
understanding of their personality is unclear, they are likely to be indecisive and vacillate
among possible choices (Herr & Cramer, 1996). The instruments Holland developed,
such as the Vocation Preference Inventory (VPI) (Holland, 1985b), provide counsellors

with objective data about client personality types and personal characteristics (see Figure

1.

FIGURE 1

Holland Code

Mo uwn
W~

(Source: Holland, 1985b)
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Holland’s theory has practical utility through its comprehensive attention to the
structure of career behaviour and the determinants of career choice. The theory, however,
has not professed to be a process or developmentally oriented approach to change in such
factors over time (Herr & Cramer, 1996). Holland (1994) himself has indicated in
speaking of the strengths and weaknesses of his theory: “In general, the strengths of
typologies lie in their ability to provide information. In contrast, the weaknesses of
typologies in their neglect of the processes entailed in change and development” (cited
Herr & Cramer, 1996, p. 228). Despite the weaknesses, Holland’s theory continues to be
a conceptual structure for considering choice, persistence, and performance in

educational and occupational settings.

Super’s Developmental Theory

Donald Super is another prominent theorist whose work and ideas continue to
influence the field of career development. One of the major theoretical contributions of
Super is his emphasis on the development and implementation of self-concept in the
career development process (Freeman, 1993). The notion of translating one’s self-concept
into occupational terms helps to understand how people become what they are and how
they make career decisions. For Super, the degree of satisfaction individuals obtain from
work is proportional to the extent to which they have been able to implement their self-
concept in their occupation. Work/life satisfaction also depends on whether individuals
find adequate outlets for their abilities, interests, values, and needs. Research evidence
(cf. Gottfredson, 1981) suggests that self-concept and self-esteem play pivotal roles in the
career development of youth. Having a good sense of one’s self is essential for

adolescents to develop and explore the exciting world of careers. Van Hesteren and
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Pawlovich (1989) emphasize the importance of self-worth, which contributes to the
conviction that career planning merits some effort and can produce positive results.

Another major contribution of Super is his adoption of a lifespan developmental
approach to career development (Herr & Cramer, 1988; Super, 1990). A central
component in this approach is the belief that career is not a one-point-in-time
phenomenon, but rather people’s careers unfold across time at different stages in their
development. There are five major life stages in Super’s theory: growth, exploration,
establishment, maintenance, and decline. At each stage an individual encounters a series
of developmental tasks and attempts to handle them in such a way as to become the kind
of person he or she wants to be. In contrast to Holland’s theory that emphasizes the single
choice and the assessment of people and occupations for more effective matching,
Super’s focus has been in the “. . . nature, sequence, and determinants of choices that
constitute a career over the life span” (1984, p. 205). In other words, they explore and
re-explore their career options and re-establish their career as they and/or situations
around them develop. Career planning is seen as incorporated into life planning, both of
which are continuous and life-long processes. As individuals today are faced with
frequent life/career transitions, Super’s notions of “recycling” and “mini-decisions”
provide a more flexible and accurate perspective of the career development process, one
that is continuous and transitional.

Over the years it has been increasingly recognized that career development
involves one’s life and concerns the whole person. Career development is to be
understood within the ever-changing contexts of an individual’s life. Super’s life-career

rainbow depicts how various roles emerge and interact across the lifespan. According to
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the rainbow, there are multiple life roles such as “. . . son or daughter, student, leisurite,
citizen worker, spouse, homemaker, parent and pensioner. The constellation of
interacting, varying roles constitutes the career” (Super, 1980; cited Herr & Cramer,
1996, pp. 235-236). The rainbow visually depicts how the different life roles constitute a
life career from birth until death. The importance of each of the major life roles varies
throughout the lifespan.

The concept of role salience is of particular significance in understanding
individuals’ career development today in which the nature of work and work ethic has
changed due to trends such as globalization. It may be increasingly difficult for students
and workers to find fulfilment and meaning in their education or work role. They need to
learn how to find satisfaction and success in other life roles. Super’s approach is more
contemporary and comprehensive in explaining career development in today’s world.

Though empirical studies have been conducted on Super’s developmental
approach, they were mainly focussed on the male population. Osipow (1973) remarked
that Super’s developmental stages might not accurately describe career development with
diverse populations. Moreover, Goddard (1997) noted that further ethnocultural research
is needed to directly test the validity and applicability of Super’s theory. Ethnocultural
identity consists of 11 variables that impact on each other, either directly or indirectly.
These variables are . . . culture, heritage, age, religion, gender, ethnicity, social class,
sexual orientation, economic status, language and learning style” (Goddard, 1997, p. 35).
Critics have repeatedly pointed out the lack of attention to economic and social factors
that are inclusive of the ethnocultural identity as one of the major weaknesses of Super’s

theory. It is an assumption of a fairly individualistic view of career decision making and
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equality in job opportunities that may not reflect the experiences of ethnoculturally
diverse groups. In fact, Brooks (1990) and Okocha (1994) have found that discrimination
and stereotypes are known to affect the career development of these special groups. The
role of the socialization process, another ethnocultural variable played in the conception
of self, also receives little attention in Super’s theory. Socialization experiences can be
expanding or restricting and can influence an individual’s beliefs of his/her ability and
aspirations. The significance of socialization processes in individual’s career decision
making and choices is expressed by theorists such as Gottfredson (1981). However, in
spite of the fact that Super’s theory lacks emphasis on career development of
ethnocultural diverse groups, he has made a remarkable and enduring contribution in the
shaping of career development theory. His theory has laid the foundation for an effective
career development approach that brings some order into what has typically been a

chaotic, haphazard choice (Herr & Cramer, 1996).

Krumboltz’s Social-Learning Theory

Offering a different perspective, Krumboltz (1979) adapted a social learning
approach to address the question of why individuals make certain career decisions and
not others. In addition to individual characteristics, Krumboltz’s theory also considers the
impact of both sociological and economic factors, as well as their interaction in career
decision making. In particular, Krumboltz maintains that career decision making is
influenced by four factors:

1. Genetic endowment and special abilities such as race, gender, physical

appearances and characteristics.
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2. Environmental conditions and events including cultural, social and political
forces.

3. Learning experiences such as instrumental and associative learning
experiences.

4. Task approach skills that influence performance standards, work habits and
cognitive processes that both influence outcomes and are outcomes

themselves. (Krumboltz, 1994; cited in Herr & Cramer, 1996, p. 198)

A distinctive feature of Krumboltz’s theory is its conception of self-observation
generalizations and world-view generalizations which can be used to explain individual
differences in the career decision process. As a result of their past learning experiences,
individuals may make faulty generalizations about their task efficacy, interests, and
values. They may also generalize their experiences to future events and other
environments, such as the nature of various occupations. These self-observation and
world-view generalizations may expand individual career options, but they can also be
restrictive. For example, a student who believes that they are not good enough in science
is not likely to pursue a science-related profession. On the other hand, some individuals
are not likely to pursue a career if they think opportunities are not available in the job
market. Though these beliefs about oneself and the world of work may or may not be
accurate, they tend to influence an individual’s aspirations and their subsequent career
choices.

Krumboltz’s approach is able to shed some light on the complex processes
involved in the career decision-making process of youth. It is Krumboltz’s (1979)

contention that individuals are more likely to pursue an occupation if they are exposed to
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positive role models, job/training opportunities, and/or receive encouragement to engage
in that occupation. These experiences, conducive to career planning and development, are
likely to be limited in the experiences and socialization of all youth.

Another distinctive feature of Krumboltz’s theory is its applied focus. The theory
can be applied to the development of intervention programs such as assertiveness training
and teaching of problem-solving and decision-making skills. These programs could be of
particular relevance to expanding the vocational opportunities of all youth.

The social learning theory of Krumboltz’s is seen as having considerable
compatibility with majors aspects of Super’s self-concept theory, with development of
interests as depicted by Holland’s theory (Krumboltz, 1994). Some may suggest that the
learning principles that form the basis for the social learning theory may be fundamental
to processes embedded within other career development theories and may be a theoretical

bridge to a more contemporary holistic life career development approach.

Life Career Development

Four theories addressing career development have been discussed. Each theory
has improved on previous theories by taking into account the influence of variables such
as the trait-factor approach, availability of opportunity on career choices, interests,
aspirations, behavioural style or personality type, socialization, self-efficacy, and work
behaviours. Taken together, these theories provide a better understanding of career
development in a larger context. This perspective encourages “. . . a more holistic view of

the individual, one that encompasses all spheres of activity and all corresponding facets

of personal identity (Hall, 1998, p. 7).
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The goal of life career development is to identify, describe, and understand the
dynamics of an individual’s past, present, and future engagement in a variety of life roles.
Its purpose is to create a career consciousness within and facilitate one’s ability to
visualize and plan their life careers (Gysbers et al., 1998). The challenge is to assist
individuals to project themselves into future possible life roles, life settings, and life
events, realizing the importance of gender, ethnic origin, religion, race, and
socioeconomic status on their development, and then relate their projections to their
present situations for consideration, and incorporation into their plans to achieve their

goals or resolve their problems (Gysbers et al., 1998).

Career Planning Issues Faced by Youth

High school youths are worried about the future (what to do after high school,
career path, etc.). It continues to be one of the most frequently expressed needs of
Canadian youth (Bibby & Posterski, 1992; Collins & Hiebert, 1995; Hiebert, 2001a;
Hiebert, Collins, & Cairns, 1994; Hiebert, Donaldson, Pyryt, & Arthur, 1998). A holistic
emphasis makes sense when “career” is seen in the contemporary context, as referring to
the summation of one’s life experiences, including work, letsure, and education. Most
writers, researchers, and educators acknowledge this broader definition by using the term
“career/life planning” to describe the work they do. In this broader context, career
development is seen as the lifelong process of managing learning, work, and transitions
in order to move toward a personally determined and evolving preferred future (National
Steering Committee for Career Development Standards & Guidelines, 2001). With a
growing body of research attesting to the positive learning gains arising when schools

adopt an expanded mandate focussed on meeting the “whole-person needs” of students
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(Gysbers, Hughey, Starr, & Lapan, 1992; Lapan, Gysbers, & Sun, 1997) and the high
need expressed by students for career/life planning information and services, it is sensible
and timely to be adopting a policy that sees increased emphasis and increased resources
for career/life planning programming in schools.

Rapid and continuous technological, economic, and social changes directly
influence the world of work. As a result, the labour market of the past is quickly
becoming a work dynamic that is difficult to capture in occupational dictionaries, codes,
or titles. For example, dozens of environmental roles now thrive but did not even exist at
the turn of the decade. Entirely new work roles are emerging, and old work roles require
new knowledge, skills, and attitudes (Redekopp, Gullekson, & Day, 1998).

Personal change occurs continuously as well. People grow and develop new
knowledge, skills, attitudes, beliefs, networks, and other assets at varying rates.
Assessment tools (e.g., aptitude tests, personality tests, interest tests)--the backbone of
traditional career development interventions--often give people the impression that
change is static and unlikely, and that who they are is who they will be. People need to
recognize that as they evolve in their social and personal environments so do the
outcomes of their assessments. Moreover, individuals must value and nurture their own
fluidity if they are to adapt adequately to their changing environments (Redekopp et al.,
1998).

The Alberta, Canadian, and global economies are demanding a new way of
looking at career development and therefore are also requiring new ways of preparing
students for entering and manoeuvring through the world of work. Career development

strategies being looked at today include Redkopp et al.’s (1998) “High Five” Plus One
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career planning principle: (a) change is constant, (b) follow your heart, (c) team up with
your allies/be an ally, (d) keep on learning, () focus on the journey, and (f) believe in
yourself; and Magnusson’s (1992) Five Career Counselling Processes: (a) initiation,
(b) exploration, (c) decision making, (d) preparation, and (e) implementation. These two
approaches to career development are fashioned for individuals to move back and forth
through the processes. Both imply that career development is constant and lifelong.
Students, parents, government, and the business community have been telling
schools for a long time that they are not satisfied that students are not adequately trained
for the high-tech jobs of today and tomorrow, or for the reality of repeated career change
(Williams & Millinoff, 1990). There is also strong social pressure for greater equity in
career opportunity. More females, visible minorities, children of economically
disadvantaged parents, and physically challenged students are expected to be able to
acquire occupations which are associated with higher earning power, more security and

prestige, and higher job satisfaction.

Role of Career Centres Meeting the Career Planning Needs of Youth

- Career centres are being advocated as a means to meet career planning challenges
of youth. Numerous schools districts in Alberta (e.g., Calgary Board of Education,
Foothills School District, Grassland School District) have implemented career centres in
their high schools to address the career planning needs of youth. Increasingly, with these
expectations in mind, counsellors, career practitioners, teachers, parents, community, and

business collaboratively administer the career planning process that can be developed

through career centres.
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Career centres today have a multidimensional purpose. They provide information
and services to all constituents. The centres also act as a central location for coordinating
these groups, providing knowledge, information, and new ways for people to interact,
discover, and benefit from these connections.

The necessary links made by stakeholders are important reasons for a career
centre’s existence. Housing career centres in high schools provides a central location
accessible to all constituents involved in career development. Board-based career centres
facilitate . . . career education for all students and provide a focus for career activities in
their communities” (Balcombe, 1995, p. 13). Further, proposed provincial programs (cf.
Alberta Learning, 2001) require educators and the community to support the career
development of children and youth from kindergarten to grade 12. Career centres can
offer the resources and expertise to support the implementation of this career
development system and coordinate the numerous programs necessary for successful
career development of youth and other community members. As Reardon (1996)
indicated, the team approach is a complementary approach of individual, group, and
curricular interventions that provide an array of services to help a broad range of clients
solve their career problems and make career decisions. Facilitating this process enhances
the individual’s quality of life and satisfies employer expectations. It also removes the
expectation that guidance counsellors are solely responsible for the career development
of youth.

The full impact of career centres and career education will be realized when
career development ideas and practices become part of the overall delivery of the school

as a whole. Career development needs to be integrated into all subject areas so that
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students, parents, and teachers can see and experience the impact of all parts of schooling
on students’ career paths.

“The establishment of a Comprehensive Career Development System will help
students build the competencies and confidence they need to make successful transitions
into adult roles, further learning and the work place” (Alberta Learning, 2001, p. 1). This
system provides a framework for action that includes the involvement of students,
parents, and teachers as well as business and community partnerships. Each of these
participants contributes to effective learning and school performance and builds on the
strengths already in place in schools and in the community (Alberta Learning, 2001).
Career development activities are better implemented in an integrated fashion--schooling
and career development are and should be inextricably linked. Senior administrators of
two senior high schools have indicated that removing career centres from their schools
would have a “catastrophic effect’ on the career planning process of high school youth.
As stated by the same administrators, career planning has become a strategic plan for
many schools and the implementation of career centres has been the catalyst for schools’
integrated approach of career development (personal communication, 2002).

Summary of Historical Perspective

An overview of some of the major theories of career development has been
presented. The trait-factor approach, behavioural style or personality types, lifespan
development approach, and social learning are fundamental to the processes embedded
within other career development theories and can be a theoretical bridge to a more
contemporary holistic life career development approach. These approaches demonstrate

the evolution of career development and stress implications for practice.
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The contemporary/holistic model to career development engages all theories
discussed and becomes a critical approach that the Alberta, Canadian, and global
economies are demanding. These economies are expecting a new way of looking at
career development and therefore are also requiring new ways of preparing students for
entering and manoeuvring through the world of work and life. The contemporary
approach discussed herein infuses the career development theories and is designed to be
more comprehensive and inclusive of all stakeholders. The involvement of all
constituents supports the holistic “whole-person” approach that prepares youth for adult
and working life.

Career centres can make a powerful and significant contribution to a
comprehensive holistic career development approach. As Watts (1988) noted, they can
help to ensure that “. . . the future labour force is well prepared for adult and working life,
able to make informed career decisions, capable of managing successful career
transitions, and committed to life-long personal development, education and training”
(cited in Gitterman, 1995, p. 1). A framework for development and implementation of

career centres follows.

Career Centre Framework for Development

and Implementation

The implementation of career centres in senior high schools requires an
understanding of the strategies that exist, are evolving, or need to be developed in order
for a career centre to be successful. First, existing strategies are identified that provide an
understanding of best-practice approaches. Second, the need for improvement on

initiatives that already exist but require further research and evaluation is addressed.
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Finally, potential barriers and resistors are identified as well as ways to address those
issues. It is the writer’s contention that, through comprehension of the above strategies, it
is possible to implement career centres that assist individuals in making successful

transitions to work or postsecondary education.

Career Planning Process

Numerous career centre implementation strategies have been identified in both
national and international contexts. In the CBE jurisdiction, the Crescent Heights High
School (CHHS) career centre prototype provides an additional model. The career
planning program used in career centres is delivered in a variety of ways. The process
itself, however, is virtually the same. Career planning includes the following categories:
self-assessment tools, formal assessment tools, occupational research, employment
possibilities, goal setting, job search skills, and postsecondary research. The career
planning tools have been developed to provide individuals with the direction and
essential skills necessary for work or school transitions. Counsellors, career practitioners,
and teachers collaboratively administer the career planning process to students via career
centres. As Reardon (1996) indicated, the team approach is a complementary approach of
individual, group, and curricular interventions that provide an array of services to help a
broad range of clients solve their career problems and make career decisions. Facilitating
this process enhances individuals’ quality of life and satisfies employer expectations. As
indicated earlier, it also removes the expectation that guidance counsellors are solely

responsible for the career development of youth.
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Self-Assessment Tools

Self-assessment tools commonly used in a career centre include informal and
formal inventories, computerized guidance programs, and computerized career planning.
Informal inventories currently used in career centres “. . . focus, in part, on learning about
self and may involve individuals completing interest, value, strength, skill strength and
weakness inventories” (Hughey & Hughey, 1999, p. 211). Some of the above inventories
can be found on websites such as www.chinookcollege.ca, mazemaster.on.ca, and
nextsteps.org. For those individuals who are not comfortable working online, they may
access career planning workbooks that contain assessment tools. Such books include
Multiple Choices, Radical Change in the World of Work and The Self-Directed Career
Planning Guide. These can be ordered free of charge from Alberta Learning Resource
Centre (Career Shop). Formal inventories are more detailed self-assessment tools that
require a trained individual to analyze and evaluate the results. Formal assessments may
provide a more in-depth analysis of a person’s interests, personality type, or skill
strengths and weaknesses. Such formal tools may include the Strong Interest Inventory
(which assesses a broad range of occupations, work activities, leisure activities, and
school subjects) and the Myers-Briggs Type Indicator, a self-report personality inventory
designed to give people information about their personality preferences. Computerized
guidance programs may provide career centre staff and teachers with a tool that can help
a number of individuals at one time to use a variety of self-assessment tools within the
program that match and connect them to various occupations. Once the individuals

identify areas of interest, they can then work through the computerized guidance
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programs individually or with guidance counsellors, teachers, or career staff. Guidance
programs commonly used in schools include careercruising.ca and bridges.com.

Computerized career planning is a tool used by individuals who enjoy using a
self-directed approach. This approach allows individuals to work through the career
planning process and self-assess their progress at their own pace. A newly designed
computerized career planning program can be found on Chinook College’s website under
Career Services.

The above assessments facilitate self-understanding and encourage individuals to
develop and make informed career decisions. The computerized guidance programs and
computerized career planning tools are especially useful for schools that are tight for

space but have regular access to computers.

Occupational Options

It is important for students and other individuals to become aware of occupational
options. Providing occupational choices allows a person to create a list of possibilities.
Strategies include providing access to occupational information, occupational integration
in curriculum, career days, career courses, postsecondary days, job shadowing, and job
informational interviews. In addition, a variety of print resources and websites can be
used to become familiar with occupational options. Career centres have many of these
resources which are critical to individuals who require support in learning about the

occupational options available to them.

Employment Possibilities
Having access to occupational information is important, but students are saying

that they want to . . . directly experience jobs and careers of interest” (Hiebert, 2001a,
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p. 3). This desire for contextual learning supports the employment possibilities for
individuals. Some strategies that are presently being used by career centres or schools
include Work Experience, Registered Apprenticeship Program, Career Academies,
Technical Preparation, Volunteerism, Job Boards or Job Banks. The workplace has
changed drastically and it is imperative that individuals are prepared for those changes.
Fingas (1999) indicated that Canada will need to do intensive work evolving and
articulating models and career pathways for the workplace of the future. She believes that
the career pathways will need to commence in secondary school and bridge into the
workplace, the adult learning system, and a system for continuous learning. Some
pockets of contextual learning innovation already exist in Alberta and numerous districts
are sharing and building career models that suit their particular needs. Some programs
that currently exist include Internships, Work Experience, and the Registered
Apprenticeship Program. They rely on the cooperation of the private sector to provide job
placements for students. An example of a corporate partner is Syncrude Canada who
supports all three aforementioned programs. This support from the private sector assists
students in developing the necessary skill competencies for successful school-to-work
transition and employment opportunities.
Decision-Making and Goal-Setting Skills

Being able to make career decisions, establish goals, and devise an action plan to
accomplish those goals will prove valuable for an individual’s future. Even if a person
has not decided on a specific occupation or further education major, she or he will be as
well prepared as possible for the various options they are considering. “This life skill will

prove valuable to them as they change jobs, occupations or majors” (Hughey & Hughey,
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1999, p. 211). An effective approach to goal setting and decision making is to teach
teachers the process and have them use this goal-setting and decision-making approach in
their day-to-day work with students. Another approach is to offer workshops to offer
goal-setting and decision-making workshops. Career centre personnel can work
collaboratively with educators and employers to provide students with the opportunity to
learn how to establish goals, implement career decisions, and develop and implement

actions based on the decisions made.

Job Search Skills

Job search skills are also important in the career planning process. These skills
relate to networking and to seeking, finding, and acquiring employment. Students are
developing these skills through the collaborative work of teachers, career counsellors,
parents, social agencies, and business partnerships. The Career and Life Management
(CALM) course, offered in Alberta schools, addresses these skill requirements. At
CHHS, a career centre assistant worked with the human resources department of NOVA
Chemicals to develop a résumé that best represents a student’s abilities and talents.
Individuals from NOVA Chemicals have also provided current résumé, cover letter, and
interview workshops for students and teachers. Also, in collaboration with NOVA
Chemicals and other business partners, a CALM teacher at CHHS established a
professional interview program. This program has been well received by students, staff,
parents, and business people. Similar programs exist in other districts. Each of these
connections helps students understand the importance of these skills and of the

networking they must do to successfully acquire a job and, eventually, a career.




















































































































































































































































































































































































































































































