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Knowledge and Skills Needed 
for Career Counseling

1. General counseling skills, including knowledge of counseling 
theories and skills in relationship building.

2. Ability to use counseling skills to assist clients with career 
development problems.

3. Ability to develop awareness of personal factors such as values, 
interests, and aptitudes and apply this self-knowledge to career 
counseling.

4. Ability to help clients recognize their stereotypes about careers and 
help them overcome them.

5. Ability to assist clients to recognize the importance of other life roles 
in the career decision making process.



6. Ability to assist clients to improve their decision making.

7. Knowledge of 
1. Labor market information, training and employment trends, 

occupational information.
2. Basic concepts about career development.
3. Career development and decision making theories.
4. Resources and techniques that can be used with special groups.
5. Systems for developing, storing, and using occupational 

information.
6. Changing roles of men and women and linkages among life roles.

Knowledge and Skills Needed 
for Career Counseling



In the wise choice of a vocation there are three broad factors:

1. a clear understanding of yourself, aptitudes, abilities, interests, 
ambitions, resources, limitations, and knowledge of their cause;

2. a knowledge of the requirements, conditions of success, 
advantages and disadvantages, compensation, opportunities, 
and prospects in different lines of work;

3. true reasoning on the relations of these two groups of facts 
(Parsons, 1909)

Frank Parsons’ Conception 
of Career Counseling 
Frank Parsons’ Conception 
of Career Counseling



Career Counseling 
Process 

Integrate Integrate Integrate 
Information Information Information 
and Chooseand Chooseand Choose

Personal Assessment Personal Assessment Personal Assessment 
Relating to CareerRelating to CareerRelating to Career

Relationship Relationship Relationship 
with Clientwith Clientwith Client

Explore Explore Explore 
OccupationsOccupationsOccupations



Areas to be Assessed

1. Interests
2. Personality
3. Skills 
4. Abilities
5. Work Values
6. Lifestyle & Financial Considerations
7. Preferred Work Environment



What is Narrative?
An account of an event(s) – ‘story-telling’, are 
selected sequences of life which come into 
existence as an entity through the very act of 
‘told’ (Payne, 2000, p.19)

Narrative Career CounselingNarrative Career Counseling



In narrative practice, 
we are interested to know…

• That persons know of life through lived 
experiences; but

• How do persons organize their stock of lived 
experiences?  

• What do persons do with these experiences in 
order to give it meaning and to make sense out of 
their lives?

• How is lived experience given expression?



The analogy of a Story

• In order to make sense of our lives and to 
express ourselves, experiences must be 
“storied” and this storying determines the 
meaning ascribed to experiences.

• In this sense making activity, we arrange our 
experiences of events in sequences across 
time so as to arrive at a coherent account of 
themselves and the world around them



• Specific events of the “past” and “present” and 
those that are predicted to occur in the “future”, 
must be connected in a lineal sequence to 
develop this account

• This storying of experiences provides us with a 
sense of continuity and meaning in their lives, 
and this is relied upon for the ordering of daily 
lives and for the interpretation of further 
experiences. 

The analogy of a Story
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1. Identify a pattern of the individual’s life

2. Form a sense of the client’s identity by 
listening to the client’s story

3. Find out about the client’s goals for the 
future

Goals of Assessment 
in Narrative Counseling
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Making Meaning out of the Career Narrative
1. Elaborating a career problem
2. Composing a life history
3. Founding a future narrative

A  Focus on Being Active
4. Constructing a reality
5. Changing a life structure
6. Enacting a role

Ending
7. Crystallizing a decision

Narrative Career 
Counseling Episodes
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Episode Techniques 

Elaborating a Career Problem - card sort, interest inventories, 
value inventories, ability tests, drawings, 
anecdotes, Career-O-Gram

Composing a Life History - comment on stories, dramatization, 
emphasize strengths, success 
experiences, lifeline, life chapters, 
Career- O-Gram

Eliciting a Future Narrative - success experience, lifeline, life 
chapters, guided fantasy, written and 
narrative outline

Techniques Used 
in 7 Episodes



Episode Techniques

Reality Construction - volunteer work, job visitation, day 
on the job

Changing a Life Structure - look for the career project

Enacting a Role - trying out new activities

Crystallizing a Decision - identify and eliminate obstructions,  
actualize opportunities, reflect 
career decisions

Techniques Used 
in 7 Episodes



Assessing of Values

1. Develop of self-awareness.

2. Determine the basis of current occupational dissatisfaction.

3. Determine the basis for conflicts among roles (e.g. work & 
family).

4. Determine the basis for low motivation and / or achievement.

5. As a preliminary step to assessing other aspects of the person, 
such as interests or personality type.

6. As a strategy for “clinching” the correctness of a job choice or 
change.



Work Values

P.17



Work Values

P.26



Exploring Work Values

P.27



Exploring Work Values 
& Needs

P.29



Physiological

Safety

Love & Affection
Self-esteem

Self-
 actualization

Maslow’s Hierarchy of NeedsMaslow’s Hierarchy of Needs



Person-Environment Fit
emphasizes the dominant paradigm for 
understanding the complex relationships between 
individuals and their work environments.

Holland’s Model of Personality Types and 
Occupational Environments

1. In our culture, most persons can be categorized as one of six 
types: Realistic, Investigative, Artistic, Social, Enterprising, or 
Conventional.

2. There are six model environments: Realistic, Investigative, 
Artistic, Social, Enterprising, or Conventional.

3. People search for environments that will let them exercise their 
skills and abilities, express their attitudes and values, and take on 
agreeable problems and roles.

4. Behavior is determined by an interaction between personality 
and environment. (Holland, 1997)



Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments

Personal Styles Occupational Environments

Realistic

May lack social skills; prefer 
concrete vs. abstract work tasks; 
may seem frank, materialistic, 
and inflexible; usually has 
mechanical abilities 

Skilled trades such as plumber, 
electrician, and machine 
operator; technician skills such 
as airplane mechanic, 
photographer, draftsperson, and 
some service occupations 



Personal Styles Occupational Environments

Investigative

Very task-oriented; is interested 
in math and science; may be 
described as independent, 
analytical, and intellectual; may 
be reserved and defers 
leadership to others.

Scientific such as chemist, 
physicist, and mathematician; 
technician such as laboratory 
technician, computer 
programmer, and electronics 
worker 

Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments



Personal Styles Occupational Environments
Artistic

Prefers self-expression through 
the arts; may be described as 
imaginative, introspective, and 
independent; values aesthetics 
and creation of art forms. 

Artistic such as sculptor, artist, 
and designer; musical such as 
music teacher, orchestra leader, 
and musician; literary such as 
editor, writer, and critic 

Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments



Personal Styles Occupational Environments

Social 

Prefers social interaction and 
has good communication skills; 
is concerned with social 
problems, and is community- 
service-oriented; has interest in 
educational activities.

Educational such as teacher, 
educational administrator, and 
college professor; social 
welfare such as social worker, 
sociologist, rehabilitation 
counselor, and professional 
nurse

Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments



Personal Styles Occupational Environments

Enterprising 

Prefers leadership roles; may be 
described as domineering, 
ambitious, and persuasive; 
makes use of good verbal skills 

Managerial such as personnel, 
production, and sales manager; 
various sales positions, such as 
life insurance, real estate, and 
car salesperson 

Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments



Personal Styles Occupational Environments

Conventional 

May be described as practical, 
well-controlled, sociable, and 
rather conservative; prefers 
structured tasks such as 
systematizing and manipulation 
of data and word processing. 

Office and clerical worker such 
as timekeeper, file clerk, teller, 
accountant, keypunch operator, 
secretary, bookkeeper, 
receptionist, and credit manager

Holland’s Personal Styles & 
Occupational Environments 
Holland’s Personal Styles & 
Occupational Environments



1. People find environments reinforcing and satisfying when 
environmental patterns resemble their personality patterns

2. Incongruent interactions stimulate change in human behavior

3. A person resolves incongruence by seeking a new and 
congruent environment or by changing personal behavior and 
perceptions

4. The reciprocal interactions of person and successive jobs  
usually lead to a series of success and satisfaction cycles. 
(Spokane et al., 2001)



Career Orientation 
& Aptitude

P.29



Career Orientation 
& Aptitude
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Identifying Inconsistencies

P.31

P.33



• Consistency

• Differentiation

• Identity 

• Congruence E
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The Hexagon & 
Diagnostic Signs



Social Cognitive Career Theory 
School-to-work-to-life transition would highlight six 
interrelated processes that are manifest at various 
developmental points (Lent, Hackett, & Brown, 1999).  

1. acquisition of positive yet realistic self-efficacy and outcome 
expectations,

2. development of career interests,

3. linkages between interests and career-related goals,

4. translation of goals into actions,

5. development of academic and work skills and remediation of 
performance- related problems, and

6. negotiation of social supports and barriers that affect the 
development of self and occupational beliefs and career options.
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Copyright 1993 by R. W. Lent, S. D. Brown and G. Hackett. 
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Dispute (D)Dispute (D)Dispute (D)

Effective (E) and Effective (E) and Effective (E) and 
rational thinkingrational thinkingrational thinking

Belief (B)Belief (B)Belief (B)Activiting Activiting Activiting 
Event (A)Event (A)Event (A)

EmotionalEmotionalEmotional
ConsequencesConsequencesConsequences(C)(C)(C)

Disputing BeliefsDisputing Beliefs (Ellis, 1984)(Ellis, 1984)



Identifying Beliefs

P.36-40



Bandura's Model of Bandura's Model of 
Perceived SelfPerceived Self--Efficacy Efficacy 

((BanduraBandura, 1997), 1997)

Sources of Efficacy Sources of Efficacy 
Behavior InformationBehavior Information

Performance Performance 
accomplishmentaccomplishment

Vicarious LearningVicarious Learning

Emotional ArousalEmotional Arousal

Verbal persuasionVerbal persuasion

Perceived Perceived 
selfself--

efficacyefficacy

PersistencePersistence

PerformancePerformance

Choice Choice 
(approach (approach 

versus versus 
avoidance)avoidance)



Action Planning

P.46-59



Action Planning

P.62-65
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