New Career Development Strategies:
Methods and Resources
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A comprehensive view of career de-
velopment dictates a review, an evalua-
tion, and an expansion of strategies used
in career guidance programs. Several
forces underlie this need: (a) the ex-
panded age range of the population
served, which now stretches from pre-
school to postretirement; (b) the unique
needs of special populations; (c) the radi-
cal change in life styles and goals in to-
day’s culture; (d) the ever-increasing
numbers of individuals making major
occupational changes, even at midlife;
(e) the dramatic change in learning set-
tings as career development concepts are
becoming infused into all areas of the
curriculum; and (f) the trend toward ac-
countability for whatever methods are
chosen to achieve educational goals.
The selection of methods and re-
sources for a career guidance program
must be preceded by a number of pro-
gram planning steps. Several recent
writers (Cook 1972; Jones et al. 1972;
O’Hare & Lasser 1971) have suggested
the advantages of using a comprehensive
systems approach for developing career
guidance programs. This approach in-
volves a number of steps, which ulti-
mately result in career guidance pro-
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grams that are tailored to the needs of
the individuals whom the program
serves. Basically, this approach includes
four steps: needs assessment, develop-
ment of goals and objectives, identifica-
tion and selection of guidance strategies
(methods and resources), and program
evaluation.

The systems approach assumes that
effective program development includes
the use of all four steps. This means that
needs assessment (the identification and
prioritizing of individual needs) and the
development of program goals and ob-
jectives must precede the selection of
guidance strategies and that program
evaluation must follow such selection so
that information about the effectiveness
and efficiency of the strategies can be
used in subsequent program revision.

QUESTIONS TO ASK
ABOUT STRATEGIES

Several key questions should be explored
as potential guidance strategies are being
reviewed.

What is the learning potential? Once
guidance objectives have been de-
veloped, information about various
strategies should be analyzed to assess
their effectiveness in facilitating the
types of outcome behaviors desired.
Sources of this information might be
journal articles, published reports, dis-
cussions with others who have used the
methods, and method reviews (Budke
1971; Campbell & Vetter 1971; Camp-
bell et al. 197%; Hansen 1970; Miller &
Leonard 1974; Walz 1972).
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How appropriate is the strategy? Specific
strategies and resources are often de-
signed for use with individuals who are at
a particular developmental level (e.g.,
elementary students) or who have par-
ticular characteristics (e.g., disadvan-
taged students). When selecting
strategies, such individual characteristics
as educational level, ability, achievement,
educational and occupational aspiration,
sex, ethnic membership, self-concept,
and motivation should be considered.

What is the expertise of available staff?
Another critical factor to consider in
selecting strategies is staff competencies.
All other factors being equal, a strategy
should be selected either because some-
one on the existing staff has, or can ac-
quire through training, the requisite ex-
pertise or because other resource people
are available.

What program resources are available?
Guidance strategies require specific
facilities, equipment, and materials that
often are quite costly. Therefore,
methods should be selected only if they
can be implemented with existing re-
sources or with obtainable resources.

What impact will the strategy have on the
existing program? The selection of new
guidance strategies represents a change
effort. Because change in one part of a
program usually requires subsequent
changes in other parts of the program,
change is often difficult to initiate and
maintain. In selecting a guidance
strategy, it is important to consider its
impact on other parts of the program. In
general, it is preferable to select those
strategies that either will require only
minimal change or will be compatible
with the existing program.

STRATEGIES FOR
LIFE CAREER DEVELOPMENT

Below are described a selected group of
career guidance strategies that seem to
hold promise for facilitating the guid-
ance outcomes defined by the new life
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career development concepts. Each de-
scription includes an overview of the
strategy, possible broad career guidance
outcomes that the strategy might facili-
tate, and references to further informa-
tion.

Achievement Motivation Training. This
strategy consists of a number of proce-
dures designed to increase individuals’
motivation to achieve success by helping
them function more independently and
efficiently. Such programs involve these
tasks: (a) teaching individuals the charac-
teristics of high achievers, (b) teaching
strategies that could lead to high
achievement, (c) helping individuals set
both short- and long-term goals, and (d)
providing support for achieving self-
determined goals. This strategy can lead
to the fulfillment of career guidance
goals related to self-development and
career planning. Increased motivation to
achieve helps individuals feel more posi-
tive about themselves and helps them
develop effective goal setting behaviors
(Alschuler 1969; Carlson 1972; Kopita
1973; McClelland 1968).

Assessment Techniques. Assessment
techniques include standardized tests
and other measurement techniques that
are designed to measure specific indi-
vidual characteristics. Traditionally,
career guidance has relied heavily on
norm-referenced testing to provide in-
formation about self for use in career
planning. Recently developed criterion-
referenced tests are designed to measure
an individual’s performance in relation
to specific program objectives by report-
ing the number of objectives achieved
and the nature of errors made on objec-
tives not achieved (Harsh 1974; Jones
etal. 1972). A number of available career
planning programs combine norm-
referenced achievement and ability data
with information about an individual’s
values, interests, and career plans. These
programs use extensive reporting for-
mats that provide both the individual
and the counselor with an array of in-
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formation appropriate for use in career
planning (American College Testing
Program 1972; College Entrance
Examination Board 1971; Prediger
1973; Psychological Corporation 1973;
Science Research Associates 1968). In
helping individuals understand their
own personal characteristics, assessment
data relate to self-development objec-
tives. In addition, as career planning
programs help individuals relate self-
information to career options, assess-
ment data also lend support to career
planning objectives.

Career Resource or Learning Centers. The
availability of career resources, physical
facilities, equipment, and adequate staff-
ing remains a prerequisite for the de-
velopment and effective implementation
of a variety of career guidance strategies.
The concept of the career resource
center recently has been expanded to in-
clude the availability of comprehensive
resources; physical space for the use of
those resources with clients on a group or
individual basis; differentiated staffing,
including volunteers, paraprofessionals,
learning resource specialists, and coun-
selors; and outreach services to facilitate
the use of resources in settings other
than the center. The most sophisticated
career resource centers include com-
prehensive information systems for stor-
age and retrieval of information, cur-
riculum linkages, and carefully designed
career guidance experiences to help in-
dividuals use the resources effectively
(Alameda County School Department
1972; Circle et al. 1968; Hansen 1971;
Indiana Career Resource Center 1971;
Loheyde 1972; Minnesota State De-
partment of Education 1972; Moore
1972; O'Neill 1972; Peterson et al. 1974;
Willingham et al. 1972).

Career Development Curriculum. Be-
cause they provide career development
experiences for a large number of per-
sons, the existing school curriculum and
the classroom setting can be used effi-
ciently for implementing career guid-
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ance. It is important to consider three
factors in using the curriculum model.
First, new curriculum materials must be
developed to deal with the life career
development concepts. Second, indi-
vidualization is needed so that individu-
als can explore information that is per-
sonally relevant. Finally, teachers must
be trained to be effective in relating to
individuals and in structuring the class-
room situation so that exploration may
occur. Infusion of career development
concepts into the curriculum can be
helpful in facilitating self-awareness and
career awareness and in developing
career planning behaviors. Counselors
should have an active role in curriculum
development and implementation and
should help individuals apply classroom
learnings to their personal career plan-
ning through ongoing guidance services
(Adkins 1970; Benson 1972; Birk &
Tanney 1973; Carr et al. 1972; Cunha
1972; Human Development Services
1974; Minnesota State Department of
Education 1972; Oregon State Depart-
ment of Education 1968; Talbot et al.
1972; Vetter & Sethney 1972).
Decision-Making Training. Current
theories of career development stress the
importance of decision making, and a
number of programs have been de-
veloped to teach decision making
through the use of either the computer
or the curriculum. These programs em-
phasize the exploration and clarification
of personal values, the study of the
decision-making process, and the use of
data about self and environment. Such
programs also provide opportunities for
individuals to acquire and use
decision-making skills in simulated or
real-life situations. Decision-making
training programs enhance self-
development by helping individuals
identify personal values and relate them
to future career options. The major out-
come of these programs is the develop-
ment of skills in planning and decision
making, which can be used to cope effec-
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tively throughout life (Arutunian 1973;
Chapman et al. 1973; Friel 1972; Gelatt
1968; Gelatt et al. 1972, 1973; MacKen-
zie & Manuel 1971; Smith 1973).
Media. Career guidance typically
makes use of various forms of media
(written, audio, audiovisual, computer,
and simulated experience) to communi-
cate information to individuals. The
more traditional uses of media consist of
such prepackaged materials as occupa-
tional information kits, films, or
filmstrips. The media approach, al-
though often useful, has some potential
dangers. First, it is difficult to indi-
vidualize the materials to varying levels
of vocabulary, reading, and motivation.
Second, media of this type provide one-
way communication, which does not
allow the individual an opportunity to
seek interpretation and clarification of
the information. Simulated experiences
provide individuals with the opportunity
to participate in situations paralleling
real-life situations by allowing them to
try out various behaviors and career
planning options. Simulations, de-
veloped in such areas as career decision
making, work behaviors, and attitudes
and occupational problem solving, ap-
pear to be highly motivational. Two
media approaches are the use of
student-produced materials and the use
of media for feedback. Client-produced
media have the advantage of allowing
those who are producing the materials to
explore in depth those occupations of
particular interest to them. Often the re-
sults are more interesting and relevant to
other individuals than are materials pro-
duced by experts. Using media for feed-
back to individuals enables them to prac-
tice career-related behaviors and revise
these behaviors based on the feedback.
Media can be effective in promoting
career awareness, particularly when they
are used for feedback to enhance self-
development (Bertcher et al. 1971;
Boocock 1967; Ganschow et al. 1970;
Jones & Krumboltz 1970; Kagan 1970;
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Krumboltz 1970; Nelson & Krumboltz
1970; Varenhorst 1968).

Value Clarification. Value clarification is
a process that includes a number of steps,
such as defining values, introducing a
range of values, emphasizing the impact
of values on actions and decisions, and
helping individuals identify their per-
sonal values. Value clarification can be
used effectively with large groups, small
groups, or individuals. Specific tech-
niques include the use of role play,
media, conflict situations, games, inter-
views, problem situations, values ques-
tionnaires, weekly reaction sheets, and
time diaries. Value clarification most di-
rectly affects self-development; how-
ever, the value clarification process is es-
sential to career planning and decision
making (Carkhuff 1972; Chapman et al.
1973); Gelatt et al. 1972, 1973; Hawaii
State Department of Education 1971;
Raths & Simon 1966; Simon et al. 1971).

CONCLUSION

Effective implementation of life career
development concepts depends on ex-
panded goals for career guidance. As
goals expand, it is necessary to carefully
evaluate guidance strategies currently in
use and to seek new strategies. Use of a
systematic approach to program de-
velopment can insure feedback regard-
ing the effectiveness of strategies and
help prioritize areas in which new
strategies are needed. Further explora-
tion of the program descriptions found
in the reference list can help in the pro-
cess of selecting strategies that are par-
ticularly appropriate for local career
guidance program goals. W
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