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ABSTRACT

This study was conducted to ascertain the impact of an established career
counselling intervention on the career aspirations of women. Sixteen females enrolled in
a government-sponsored training program participated in ten group counselling sessions.
The goal of the program was to develop a greater appreciation for the full range of
occupational alternatives and an enhanced understanding of the skills necessary for
successful and optimum career development.

The selected career counselling program, "Shaping Your Future: Towards the
Occupational Integration of Women" is an activity/discussion-based career planning
program designed to increase participants’ awareness of themselves and their
environment. Role modelling, group discussion and guided imagery are utilized to
encourage students to assess and augment relevant career planning characteristics and
skills. Positive self-esteem, assertiveness, self-assessment and attitudes are among the
various career and personal development themes that are explored.

This quasi-experimental study was an evaluation of an intervention using a
pretest-posttest nonequivalent control group design. A questionnaire was devised to
obtain the necessary research data. The instrument was designed to gather
sociodemographic information, as well as information on relevant career development
factors/issues including attitudes and six dependent variables: level of occupational
knowledge, aspects of self, decision-making and problem-solving ability, assertiveness,
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role models, and imagery/possible selves. The questionnaire was administered twice
during the program: one week pre-intervention and two week’s post-intervention.
Analysis of variance for repeated measures was utilized to complete a
quantitative evaluation of the effect of the treatment intervention on the six dependent
variables. Qualitative data on attitudes were examined to ascertain changes that may
have occurred. Findings from the study suggested that the career counselling
intervention had a significant influence on the participants’ decision-making and
problem-solving ability. There was also some noted improvement in occupational
knowledge, assertiveness, and role model significance. Recommendations for practice

focussed on modifications to the program while recommendations for research addressed
replication of the study.
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CHAPTER1

Introduction

Statement of Purpose

The purpose of this study was to examine the effects of a career exploration
intervention on the career development of a group of women involved in a government-
sponsored employment enhancement program. The career counselling intervention,
"Shaping Your Future: Towards the Occupational Integration of Women" (Cahill, 1994),
was designed to broaden the range of occupational options and foster the development of
necessary career planning skills. The intervention was delivered over a five-week period,
two sessions per week. A multimedia approach was utilized to help the participants

become more aware of relevant career planning issues.

Significance and Rationale

Women are encouraged to pursue training and employment in all occupational
fields including science, engineering, technology, and the skilled trades. Since many of
these fields are male-dominated, women may lack knowledge of the specific
occupational requirements, and they may lack confidence in their ability to achieve
employment in these areas. Work environments may also need to change to support
women and men.

A more balanced representation of females in all occupational areas could
facilitate general economic prosperity and also contribute to improved financial, social,
and emotional positions for many women. Programs are needed to encourage women to



explore the full range of career altematives and to assist them in the domains of self-
awareness, skill enhancement, and occupational knowledge. Specific interventions such
as the one utilized in this research study aim to foster this level of optimum career

development.

E ic Considerati

The emergence of the global economy has resuited in rapid technological
advancement and a gradual shift from labour-intensive to knowledge-intensive industries.
In today’s economic reality the transformation of organizations from the conventional
pyramid structure to a diamond-like formation (Charland, 1997) has created a need for
individuals who are flexible with regard to career transitions. Hughey and Hughey
(1999) described the “emerging workplace” as including multi-skilled workers who are
technologically competent, interpersonal, knowledgeable, creative, self-assured, and
adept at making decisions and solving problems.

Women have the capability to participate fully in this emerging workplace and
they are increasingly targeted for training in the growth areas of science, engineering, and
technology (Butlin and Oderkirk, 1996; Menzies, 1998; and Porter, 1991). Schaefers,
Epperson, and Nauta (1997), for instance, maintain that there will be shortages of
engineers, mathematicians, and scientists in the near future and that women are
underrepresented in these areas. They suggest that “the small numbers of women in
these fields may have negative consequences for the future workforce. Women are
needed not only to fill vacant positions but also to bring new questions, ideas, and
perspectives to these fields” (p. 173). Educators and employers are reaching out to
women, in their efforts to obtain skilled workers in critical occupational areas. This
trend can ultimately enhance the quality of this country's iabour force and its



international competitiveness; however, advantages may also be obtained by the women
themselves.

Women appear to be increasingly more aware of the potential benefits of the
many "nontraditional” and “high tech” occupations and the limitations of numerous
stereotypical female jobs (e.g., low salaries and poor advancement potential). Research
(e.g., Aylward, 1990; Coyle-Williams and Maddy-Bemstein, 1990; Evelo, Jessell and
Beymer, 1991; Greene and Stitt-Gohnes, 1997; Shuchat, 1982) has demonstrated,
however, that significant numbers of females continue to resist or ignore occupational
fields that have a primarily male workforce. Sharpe (1992) stated that although the
number of women in the labour force continues to increase, most female workers are
concentrated in a small number of low paying traditional jobs in the fields of medicine
and health, clerical, and service. Long (1995) pointed out that “while 6 out of every 10
women are in the paid labour force, 58% of Canadian women work in clerical, sales, or
service occupations” (p. 1). Butlin and Oderkirk (1996) in their review of the 1993
Canadian Survey of Labour and Income Dynamics found that “over 80% of all female
paid employees working full-time were concentrated in just six types of occupations,
clerical (32%), management and administration (16%), nursing and therapy (11%),
services other than protective services (10%), teaching (8%), and sales (6%)” (p. 7).

A labour market overview demonstrates that during 1999 there was a 2.3%
increase in employment for men primarily in the areas of manufacturing, wholesale
trade, and professional, scientific, and technical services. Women also made gains in
employment in the manufacturing sector; however, the other principal employment
sectors were health care and social assistance, two traditionally female-dominated
categories (Statistics Canada, 2000). Menzies (1998) stated that “only a small
percentage of young women are choosing occupations in the natural sciences such as
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mathematics and engineering, and these are important sectors in the KBES (knowledge-
based economy and society)” (p. 3).

Waddoups and Assane (1993, cited in Sterrett, 1999) referred to the over-
representation of won.en in secondary and subordinate primary segments of the labour
market. They noted that few women make upward steps towards the more advantageous
independent primary segment that has the best paying jobs with choice working
conditions and highest worker autonomy (e.g., professional, managerial, technical, and
supervisory positions). Students and women account for the majority of minimum wage
eamers in the country (Statistics Canada, 1998b) and women, particularly female single
parents and those less skilled, experience less upward mobility than men (Statistics
Canada, 1998a).

Gender stereotyping and occupational segregation have been shown to be
powerful influences in determining career choices for women. “Deeply rooted
socialization processes perpetuate rigid sex role perceptions that limit career options”
(Brown and Brooks, 1996, p. 318). The Organization for Economic Co-operation and
Development (OECD, 1998), in their study of the future of female-dominated
occupations, asserted that:

Occupational segregation excludes women from occupations which are

associated with the greatest prestige, power, and highest incomes. These

occupations are generally “reserved™ for men. More generally, female-dominated
occupations are undervalued either in terms of salary, career prospects or social

status. (p. 9)

Miller and Budd (1999) suggest that there are three reasons for the perseverance
of occupational segregation: (a) some occupational requirements are more applicable for
one gender (e.g., muscuiar strength); (b) gender-oriented expectations and beliefs (e.g.,
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socialization) define occupational suitability and job prerequisites by gender rather than
ability; and (c) early socialization fosters occupational segregation and diminishes the
individual’s interest in occupations that are generally the domains of the opposite sex (p.
18). Bartholomew and Schnorr (1994) affirmed that the predominance of women within
a narrow range of occupations and women’s “underemployment” can have serious
economic and psychological consequences for the individual. They endorsed efforts that
support women in realizing their full potential.
Tomaskovic-Devey (1990, cited in Sterrett, 1999) maintained that women
compare their career successes to that of other women rather than to men, therefore, they
often fail to identify occupationally-related gender inequities. Shu and Marini (1998)
have suggested that although there has been a decline in occupational sex segregation
over the last few decades, it continues to represent a major social problem mainly
because of the role it plays in perpetuating the gender wage gap. Wage disparity is one
of the most conspicuous differences in the economic realities of men and women.
Although exhibiting a declining trend, the wage gap, or gender earnings
differential, continues to be a major issue for Canadian women. Statistics Canada (1999)
highlights the following:
. Controlling for work history and job-related responsibilities, data analysis
indicates that women’s average hourly wage rate is about 84% - 89% of
the man’s average. (p. 32)

. The gender pay gap is smallest for single, never married men and women
(96%) and largest for married men and women (77%). (p. 22)

J Relative to educational attainment, the gender pay gap is lowest among
university graduates (85%). (p. 23)

. The overcrowding of femaies into reiatively iow-paying occupations



explains part of the gender wage gap. (p. 31)

. Discrepancies in the wages for women and men have been attributed to a
variety of factors. Some of the more significant ones include full-year,
full-time work experience (explaining almost 12%), educational level/
field of study (nearly 6%), tenure (up to 5%), job-related duties (5%),
occupation (almost 9%), and industry (approximately 11%). (pp. 29-32)

J Consideration of multiple variables, such as those indicated above,
explains only a portion of the gender earning differential, one-half to
three-quarters of the gender wage gap cannot be explained. (p. 32)

. Discrimination towards women in the labour market has been identified
as a primary element for the “unexplained™ segment of the gender wage
gap. (p. 13)

Educational Considerati

Women are obtaining more university degrees. In a study of gender equality
indexes, Status of Women Canada (1997) found that between the period 1981 and 1994
there was an increase in the number of degrees Canadian women were obtaining in
female-dominated, gender-neutral and male-dominated fields of study (in Newfoundland
and Labrador the trends were similar). The study suggested that although “the increases
in male and neutral fields reflect a move towards greater gender balance, the increase in
female fields is toward greater imbalance™ (p. 33).

The value of education in career development is undisputed. Butlin and Oderkirk
(1996) maintain that there is a correlation between educational attainment and
occupational remuneration, occupational prestige, and opportunities for autonomy and
authority in the workplace. A report by Human Resources Development Canada (1996)
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suggested that “skill, as measured by a worker’s level of education and work experience,
translates into jobs and higher earnings” (p. 3). HRDC underscores the significance of

It pays to be educated. The education premium is calculated by comparing those

with a university degree to those with nine to thirteen years of schooling.

Earnings of university-educated men and women relative to those with less

education increased significantly during 1981-1993. In 1993, the mean earnings

for those with a university degree was approximately double that for those with
nine to thirteen years of schooling, yielding an education premium of $21,300 for

men and $14,900 for women. (p. 3)

Hoyt (1997) suggested that career counsellors need to encourage individuals to
pursue some form of post-secondary education as a means of increasing the likelihood of
obtaining a job in the primary labour market. He submitted that “high school leavers not
headed for four-year college or university (need) to secure some set of high-level,
specific occupational skills at the post-secondary sub-baccalaureate level ... if they are to
function effectively in the emerging information-oriented, krowledge-based occupational
society” (p. 3). While counsellors already promote universities as a valuable educational
alternative, Hoyt contends that technical and vocational institutions as well as
community colleges should be offered as appropriate post-secondary options for many
students.

Inherent in the general educational goal of optimum individual development is
the need to provide opportunities for appropriate career counselling, self-assessment, and
skill development. While it is important that both male and female students receive this
type of assistance, it is also necessary to recognize the demand for specific career
counselling interventions that address the unique career concems of girls and women



(Betz, 1992; Brown and Brooks, 1991; Herr and Cramer, 1996; Reixach, 1995; Smith
and Leduc, 1992). According to Eccles (1987) a comprehensive career counselling
strategy demands that females be made aware of the broad spectrum of occupational and
educational options. The counsellor needs to provide complete and accurate
information, support, and analysis of the potential costs and benefits of various choices.

Influences in Women’s Career Development

The literature identifies a number of influences that can affect the nature of
women’s career aspirations (e.g., desire for female-dominated, gender-neutral or male-
dominated occupations) and career progression. An effective career counselling
intervention must acknowledge the impact of these factors and provide clients with the
skills necessary to avoid or mitigate the negative influences as well as the skills needed
to exploit the positive influences. The following subsection contains a brief profile of
selected internal and external factors, and Chapter Two provides a more thorough

review.

I VIntrinsic F

The following are examples of internal or intrinsic factors that can influence the
career development of women:

1. Attitudes and values, that are influenced greatly by socialization processes
within the environmental context (Betz and Fitzgerald, 1987; Farmer, 198S; Gottfredson,
1981) can correlate with a female’s self-understanding (Osipow and Fitzgerald, 1996;
Super, 1990), career exploration (Kerka, 1995), and the career decision-making process
(Vermeulen and Minor, 1998). Gender role attitudes (Ex and Janssens, 1998; Hansen,



1997; Rainey and Borders, 1997) and occupational sex-typing can have a limiting effect
on women’s career aspirations and progress (Davey, 1993; Helwig, 1998; Miller and
Budd, 1999; O’Neal Weeks and Pryor Porter, 1983; Shepard and Hess, 1975; Shinar,
1975).

2. Mutktiple roles and role conflict illustrate a unique aspect of a female’s career
development; the reality of women’s primary responsibility for the home and family
(Cook, 1993; Kerka, 1991; Super, 1957). Achieving a satisfactory balance between
work, family and other roles is important ( Bartholomew and Schnorr, 1994; Farmer,
1997: McCracken and Weitzman, 1997) as are ways of identifying and resolving role
conflict issues (Carlson, 1999; Loerch, Russel, and Rush, 1989; Sinacore-Guinn, Akcali,
and Fledderus, 1999).

3. Aspects of self, self-awareness, self-esteem, self-efficacy, and overall self-
concept play an instrumental role in women’s career development (Gottfredson, 1981;
Super, 1980). High self-esteem (Blustein and Noumair, 1996), strong self-efficacy
beliefs (Betz and Hackett, 1981; Hackett, Betz, O’Halloran and Romac, 1990; Niles and
Sowa, 1992) self-confidence (Lucas, 1997) and assertive behaviours (Rainey and
Borders, 1997) have been identified as enabling influences for women. Reixach (1995)
suggested that socioeconomically disadvantaged women often have low self-concepts
because they feel isolated, unsupported and discriminated against.

4. Career awareness and knowledge is essential for understanding the current
labour market (Hoyt and Hughey, 1997; McAuley, 1998) and for effective career
planning (Brown and Brooks, 1991; Herr and Cramer, 1996). Access to up-to-date-
information has been a problem for some women (Taylor and Pope, 1986; Vermeulen
and Minor, 1998).
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E | /[Extrinsic F

The following external or extrinsic factors have been identified as influential in
women'’s career development:

1. Socialization and gender bias have been noted in the development of a number
of career-related issues, including career aspirations (Astin, 1984; Herr and Cramer,
1996), career orientation (Miller and Budd, 1999), and self-concept (Reixach, 1995).
Early sex-role training can cause women and girls to underestimate their abilities,
especially in the areas of mathematics and science (Bartholomew and Schnorr, 1995;
Weiler, 1996) and lower their expectations for success (Eccles, 1987; Hackett and Betz,
1981). Occupational stereotyping (Brown and Brooks, 1996; Greene and Stitt-Gohnes,
1997; Helwig, 1998; Shu and Marini, 1998) and organizational bias (Cook, 1993;
Davidson and Gilbert, 1993; Silcox and Cummings, 1999), as a result of socialization
practices, have been shown to limit or inhibit women’s career development.

2. Family influences, particularly parental expectations (Helwig, 1998) and
parental support (Blustein, 1997; Sinacore, Healy, and Hassan, 1999) are critical
components in a female’s career development. The family environment can influence
women’s career aspirations (Hackett, Esposito and O’Halloran, 1989; Herbert, 1986) and
career decision-making (Whiston, 1996). The nature of the maternal relationship may be
important to a daughter’s attitudes and subsequent career development (Ex and Janssens,
1998, Hackett, 1997; Rainey and Borders, 1997; Way and Rossman, 1996).

3. Significant others (e.g., friends, peers, counsellors, teachers, and occupational
role models) represent important sources of information and support for females (Davey
and Stoppard, 1993; Farmer, 1985, 1997; Walsh and Osipow, 1983), especially for those
women pursuing careers in male-dominated occupations (Murrell, Frieze and Frost,

1991; Silcox and Cummings, 1999). Counsellor bias has, however, been an issue for
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some clients and researchers (Cook, 1993; Greene and Stitt-Gohnes, 1997; Hansen and
Harless, 1988; Hughey and Hughey, 1999; Nevill and Schleckler, 1988; Ward, 1995).

4. Socioeconomic status (SES) can influence attitudes and values and restrict or
expand a female’s career expectations, opportunities, and planning (Osipow and
Fitzgerald, 1996). Females from high SES backgrounds have numerous advantages and
tend to pursue the more lucrative and prestigious male-dominated fields (Hannah and
Kahn, 1989; Pulkkinen, Ohranen, and Tolvanen, 1999; Shu and Marini, 1998) while
educational costs may prove to be an insurmountable obstacle for many low SES females
(Davey, 1993; Davey and Stoppard, 1993; Luzzo and Hutcheson, 1996).

The preceding review has described some of the internal and external influences
that can adversely or favourably affect a woman’s career-related perceptions and
behaviour. The remainder of the chapter will provide term definitions, research
questions, and limitations of the study.

Definition of Terms
Aspiration - A particular educational or occupational goal that a person desires to obtain
(Wiseman, 1983).
Carcer Development — The evolving of a career over time as result of the interaction of
psychological, sociological, educational, economic, and accidental factors that
individuals experience (Hoyt, 1991, as cited in Hiebert, 1992).
Career Intervention — Any activity (treatment or effort) designed to enhance a person’s
career development or to enable that person to make more effective career decisions
(Spokane 1991, cited in Herr and Cramer, 1992).
Internal/ntnpsic Factors — Environmental or situationai influences affecting an
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individual’s career choice and development.
ExternalVExtrinsic Factors — Personal characteristics affecting an individual’s career
choice and development.

- With respect to women’s career
development, this term refers to those jobs where the significant majority of the labour

force is female or where 66% or more of the workers are women.

pation — With respect to women’s career
development, this term refers to those occupations that have a primarily male workforce
or jobs in which 33 1/3% or fewer of the workers are women. (Note: The term
“nontraditional” is currently perceived by some organizations and individuals as
intrinsically restrictive; women may avoid certain occupations simply because the
accompanying “nontraditional” label can suggest dissuasive or intimidating qualities
(e.g., challenge, sexual harassment, high effort/ability, high stress, etc.). For purposes of
this research the author will use “nontraditional”only in instances where it is has been
utilized as a descriptive term for specifically referenced theories or studies.)

Research Questions

Analysis of the research data will be based on the pretest/posttest results of the
questionnaire that was developed for the study. An appraisal of changes in each
participant’s perceptions, attitudes, and behaviours will be conducted using the following
research questions:

1. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant's level of occupational
knowledge?
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2. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant's level of self-
awareness, self-esteem, and/or self-efficacy?

3. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant’s level of decision-
making and problem solving abilities?

4. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant's level of
assertiveness?

5. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant’s emphasis on role
models?

6. Are there significant differences between the pretest and posttest mean scores
for the treatment and control groups with regard to the participant’s emphasis on
imagery/possible selves.

7. Are there differences between the pretest and posttest responses of the
treatment and control groups with regard to the participant’s attitudes?

Limitations of the Study
1. The study will focus on the responses of female Social Assistance recipients
living in a developed, urban area; therefore, resuits can only be generalized to similar
samples.
2. The research-specific questionnaire is not a well-tested, standardized measure.
Further reliability and validity studies will be needed to ensure the appropriateness of the
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instrument for analysing the effects of the career counselling intervention.

Chapter Summary

In this chapter, economic and educational aspects of women’s reality were
discussed and details of today’s knowledge-based economy were provided. Statistics,
government documents, and research analysis provide evidence of the progress made
towards labour market equality; however, they also disclose information on certain issues
that continue to impede or inhibit the career development of women (e.g., occupational
segregation and the wage gap). A variety of additional internal and external influences
were also introduced.

Many of the career counselling strategies aimed at addressing internal and
external issues in women’s career development have focussed on the enhancement of
career awareness, self-knowledge, self-esteem, self-efficacy, assertiveness, and decision
making ability. Role modelling, in particular, is viewed as an important catalyst in
expanding occupational alternatives. The career counselling program "Shaping Your
Future: Towards the Occupational Integration of Women" consolidates all of these
counselling strategies in an effort to augment the career exploration process for girls and
women. While the program was originally designed to address the unique career needs
of young women living in rural areas, it is felt by the researcher to be a comprehensive
and valuable resource for the occupational planning of all females.



CHAPTER 2

Review of Related Literature

Introduction

Existing theories of career choice and development provide a frame of reference
for practitioners and researchers, a foundation for further study and discussion, as well as
a basis for the development of more effective counselling interventions. Accepting that
there is no one comprehensive theory to explain the career development of women, the
first major section of this chapter will present an overview of several theories containing
concepts considered to be relevant to the present research. The second major segment of
the chapter will provide information and empirical studies germane to significant issues
in women’s career development, namely career aspirations and choice, factors

influencing women’s career development, and career counselling strategies.

Career Development Theories
In the past, career development theories had predominately focussed on the
occupational selection and occupational progress of males. More recent theoretical
designs have, however, attempted to describe the career-related behaviours of both men
and women, and the possible differential impact of personal and environmental factors
on career aspirations, choices, and behaviours. Addressing the similarities and

differences that may exist in career development and gender through research is
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important to ensure the suitability of intervention efforts aimed at fostering maximum
motivation and achievement.

Herr and Cramer (1996) maintain that although commonality exists across
theoretical perspectives it is the particular approach or emphasis that makes each theory
unique. They have organized prominent career development theories into five
categories:

1. Trait and factor, actuarial, or matching approaches that view individuals as
having unique patterns of abilities, or traits, that can be measured objectively and linked
with specific occupational requirements.

2. Decision theories that place a primary emphasis on an individual’s decision
making process, evaluating the costs and benefits associated with presenting alternatives.
3. Situational, sociological, or contextual approaches that underscore the
influence of environmental factors on an individual’s career choice and the interaction

and accommodation of social, physical, and cultural elements.

4. Psychological approaches that maintain that an individual’s personality (e.g.,
one’s internal motives) will have a fundamental influence on occupational choice,
choosing occupations that satisfy personal needs.

5. Developmental approaches to career development that emphasize the process
of choice, life stages, and the career-related issues and concemns occurring throughout the
lifespan. (pp. 157-208)

Donald E. Super’s Developmental, Life Span Approach is important to the study
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of career development. Herr and Cramer (1996) described the theory as “an integrative

one, stressing the interaction of personal and environmental variables in career
development” (p. 309). Super’s theory emphasizes the importance of an individual’s
self-concept to career development; “one really has a constellation of self-concepts, some
of which may be positive and some negative” (Super cited in Freeman, 1993, p. 258).

His approach also stressed the developmental aspect of vocational development. Super
(1990) proposed that the process was lifelong, beginning early and proceeding along a
continuum until late in life. Individuals would progress through a series of stages.
Solomone (1996) summarized the five-stage process: (a) growth or development from
birth to age fourteen with three substages, fantasy, interest, and capacity; (b) exploration
covering the period from age fifteen to twenty-four with the substages, tentative,
transition, and trial; (c) establishment or development from ages twenty-five to forty-four
with two substages, trial and stabilization; (d) maintenance or development from age
forty-five to sixty-four; and (e) decline that includes development from age sixty-five on
with two substages, deceleration and retirement (p. 175).

Super’s initial consideration of the unique aspects of women’s career
development came about at a time when the majority of women were either full-time
homemakers, or employed in gender-segregated, often lower-paying, jobs. Super (1957)
developed the following classification of women’s career pattemns: (a) the stable
homemaking career pattern characterizing women who marry while in, or shortly after
leaving, school and who have no significant work experience; (b) the conventional career
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pattern characterizing women who work outside the home only until marriage; (c) the

stable working career pattern (e.g., women who work continuously over the life span and
for whom work is their “career™); (d) the double-track career pattern characterizing
women who combine home and work roles; (e) the interrupted career pattern
characterized by a retum to the work world later in life; (f) the unstable career pattern
describing an irregular and repeated cycle of home versus work involvement; and (g) the
multiple-trial career pattern that, similar to the same male pattern, consists of an unstable
job history.

Over time Super’s developmental theory has been refined and expanded to
include fourteen fundamental postulates and additional consideration of characteristics
particularly relevant to women’s career development. Super (1980) acknowledged a
need to address the issues of role conflict and stereotyping. In his Life-Span Life-Space
approach to career development and, his Life-Career Rainbow model, he recognized the
personal and situational determinants associated with career development and
specifically addressed the conflicts and demands often associated with multiple roles
(Brown and Brooks 1996; Cook, 1994).

His life-span, life-space approach advanced the notion that the work role is not

the only role to which counselors need to attend (Super, 1980). Rather, persons

live in multiple-role environments in which work roles, family roles, educational,
and community roles vary in their demands on and significance for different

persons and within different developmental periods. (Herr, 1997, p. 239)
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Super’s (1990) Archway of Career Determinants was a modification of the Life-
Career Rainbow model. It depicted an assortment of personal, psychological,
sociological, and economic career influences. Herr (1997) indicated that the model
reflected:

How the status of natural resources, the economy, the family, and other

environmental factors influence the development of aptitudes, interests, and

values; how these are integrated at various life stages; how, ultimately, the

person, the decision-maker, brings all of these personal and social forces together

and organizes them in terms of concepts of self and of roles in society. (p. 240)

The notions of sub-stages, transition, and recycling have also been synthesized
into Super’s life stages (Freeman, 1993; Salomone, 1996) making the theory more
germane to women. Osipow and Fitzgerald (1996) affirmed the utility of Super’s
categorization of women’s career vocational patterns and maintained that Super was
accurate in his determination that family issues play an undisputable role in women’s
career development.

Osipow and Fitzgerald (1996) suggested that most of the research conducted to
examine the basis and utility of Super’s developmental life-span theory has been
supportive. Studies such as that directed by Vetter (1973) have assessed the validity of
Super’s career patterns for women and reinforced its usefulness. Gianakos (1999) found

that Super’s career choice patterns: stable, conventional, multiple-trial, and unstable were
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useful in interpreting variations in career decision-making seif-efficacy. An Australian
study of 226 individuals, who were in the process of considering or implementing a
career change, provided additional support for Super’s notion of career stages and his
concept of recycling. The study by Smart and Peterson (1997) reaffirmed Super’s
supposition that individuals will cycle through the full set of career stages a second time
when progressing through a career change.

Smart (1998), in another Australian study, investigated the usefulness of Super’s
career stage theory and analysed the relationship between career stages and attitudes
toward work for a group comprising one thousand professional women. The results of
the study supported Super’s theory in that there was a variance of patterns relating to
attitudes toward work across the life stages of exploration, establishment, and
maintenance. In accordance with Super’s premise, the exploration stage for the
participants was found to be distinguished by uncertainty, instability and a desire to
achieve accord between self and career; the establishment stage was marked by efforts to
attain work and personal stability; and finally, the maintenance stage supported Super’s
contention that during this time individuals seek to preserve their career successes and
their sense of self.

Super’s Life Career Rainbow formed the theoretical basis for the study of a
career-development assessment and counselling model by Super, Osbourne, Walsh,
Brown and Niles (1992). Among other things, the model incorporated Super’s emphasis

on life stages, life-space, life roles, values, and environmental influences. Various
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assessment tools were utilized to help individuals understand their developmental status

and the probable career development tasks that can transpire at each stage of the life
cycle. Fouad (1992) described the model as a “marriage between the best of differential
methods and an implementation of developmental theories of career choice” (p.81).
Blustein (1997) utilized Super’s (1980) Life-Career Rainbow as a basis for the
unfolding of a context-rich perspective of career exploration across the life roles. In his
discussion Blustein indicated that Super’s reflections on life roles/multiple roles,
adaptability, and social and cultural influences help to clarify or emphasize important
areas of exploratory behaviour, acknowledging the role of context in career exploration.
Like Super, Gottfredson (1981), in her Model of Occupational Aspiration:
Circumscription and Compromise, also underscored the importance of one’s self-concept
in career development. She considered self-concept to be a dominant component in the
career behaviour and choice of children and adolescents; individuals choose occupations
that are in keeping with their self-image. According to Gottfredson the self-concept
comprises a number of career-oriented elements including gender, social background,
intelligence, and vocational interests, competencies, and values. Suggesting that an
individual's general cognitive growth is accompanied by an ever-changing and maturing
view of the self, Gottfredson (1981) outlined a four-stage process of development
wherein circumscription and compromise take place: (a) orientation to size and power
(three to five years) - children develop an awareness of adult roles; (b) orientation to sex

roles (six to eight years) - children develop an awareness of gender norms; (c) orientation
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to social valuation (nine to thirteen years) - children develop an awarcness of social class
and intellectual differences; and (d) orientation to internal, unique self (fourteen years
and more) - children develop an awareness of individual interests, values and
competencies ( p. 555).

Gottfredson (1981) asserted that as children cultivate enhanced self awareness
and cognitive capabilities they will also progressively reduce their range of acceptable
occupational alternatives, a process referred to as circumscription. Occupational options
are eliminated or retained according to their compatibility with the child’s emerging self-
concept, with the enduring occupations representing the range, or zone of acceptable
alternatives. Following the pattern of cognitive growth previously outlined, children as
young as six will discard occupations that they perceive as gender inappropriate.
Between the ages of 9 and 13 occupations will be evaluated in terms of the child's
perceived social status and ability level; occupations that are associated with unsuitably
low prestige and/or excessive effort will be rejected. In adolescence young people
further circumscribe occupational alternatives by eliminating options that are
inconsistent with their personal values, capecities, and interests. Gottfredson suggested
that the career exploration process for adolescents occurs "largely within the set of
occupations that were deemed compatible at earlier ages according to one's more visible
social attributes (sex, social class, and intelligence) and one's sense of what is available
with reasonable effort” (1981, p. 549).

The sex-typing of occupations can be firmly entrenched by older adolescence and
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extensive interventions would be warranted to reverse or impede this influence.
Gottfredson advanced, however, that the function of compromise can act to expand an
individual's zone of acceptable occupational alternatives. External factors, such as
educational financing, training opportunities, and employment patterns, can prompt an
individual to regard the existing scope of desirable career options as inaccessible. To
achieve a satisfactory job-self match, additional occupations will be considered while
some of the internalized developmental elements will be relinquished. Further,
Gottfredson (1981) maintained that the “typical pattern of compromise will be that,
vocational interests are sacrificed first, job level second, and sex type last” (p. 549).
Clearly, according to Gottfredson, the acquired sex stereotyping of occupations will be
difficult to resist or overcome. This premise is particularly important for the career
development of women.

Several studies have been conducted in an effort to validate or dispute
Gottfredson’s theory. Lapan and Jingeleski (1992) in an examination of Gottfredson's
circumscription process, expanded upon the three existing criteria variables (e.g.,
occupational sex-type, prestige level, and level of effort) to include self-efficacy beliefs
and expectations of occupational attainment. Results of the study supported
Gottfredson's notion that both boys and girls have a common understanding of sex-type
and prestige across occupational fields and that young adolescents often make vocational
choices that they perceive as gender appropriate. Lapan and Jingeleski (1992) found that

“boys expected to attain, had greater beliefs in their ability to be successful in, and were
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more interested in occupations that both boys and girls agreed are masculine jobs. The
same is true for girls on the feminine side...” (p. 88).

The study by Lapen and Jingeleski (1992) also indicated that boys had greater
expectation and interest for securing careers within fields such as science, trades, or law
enforcement. Boys and girls did not differ significantly with respect to level of
assertiveness. Emotional expressiveness was shown to be higher for the female students
and girls expressed greater expectancy, self-efficacy, and interest for jobs within the
social and conventional categories (e.g., social worker, teacher, bookkeeper, or
accountant). The apparent inclination of girls and boys toward their respective
traditional occupations supports the assertion that adolescents can "organize vocational
aspirations within circumscribed attitudinal boundaries” (Lapan and Jingeleski, 1992, p.
89).

The non-independence of sex type, prestige, and interests, as acknowledged by
Gottfredson (1981), is cited by the Hesketh, Eimslie, and Kaldor (1990) as a major
obstacle associated with the empirical testing of the theory; the confounded nature of the
variables makes it difficult to reject the theory. Hesketh, et al. (1990) studied the
responses of 73 adults and 90 high school students to a fuzzy graphic rating scale in an
effort to examine the validity of Gottfredson’s theory of career compromise. The
findings did not support Gottfredson’s notion that sex type is the most important
influence when making career-related decisions. Suggesting an alternative, Hesketh et
al. maintained that interests are more significant in career choice because they already
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encompass existing sex type and prestige preferences. The alternative presumes a
cumulative effect of the three influences:
Prestige level of job preferences incorporates some aspects of preferred sex type
and hence is more important than sex type. Furthermore, a cumulative account
results in a compound-interest effect because interests, the final factor in the
circumscription theory, incorporate sex type and prestige preferences. Interests,

therefore, will be the most important. (Hesketh, et al., 1990, pp. 50-51)

Leung and Harmon (1990) conducted a study to assess individual and sex
differences in the zone of acceptable alternatives. Using a demographic questionnaire,
the Bem Sex-Role Inventory, and a list of 155 occupations classified according to sex
type and prestige, the researchers analysed the responses of 151 female and 95 male
undergraduate students. The results did not support Gottfredson’s contention that sex-
type attitudes form early in life and are highly impervious to change and that acceptable
levels of prestige remain relatively constant from the ages of 9 to 13. Indeed, the
outcome indicated while circumscription was occurring there were also efforts made to
augment the range of occupational options. Studies by Leung and Plake (1990) and
Leung (1993) also found that the participants more readily compromised sex type before
prestige.

Hesketh, Durant, and Pryor (1990) utilized a policy-capturing procedure in an
effort to control for the confounded relationship between sex type, prestige, and interest.
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Thirty-seven participants, representing varied educational and social backgrounds, were
asked to rate the attractiveness of 27 hypothetical jobs that had been developed from the
factorial combination of the three compromise variables. The study found no support for
Gottfredson’s (1981) compromise approach; prestige was considered more important.
Hesketh, Durant, and Pryor did, however, endorse the circumscription aspect of
Gottfredson’s theory and they acknowledged that Gottfredson’s theory placed renewed
emphasis on the general notion of career compromise and the influence of sex type and
prestige in career decision-making.

Astin's (1984) Need-Based Sociopsychological Model of Career Choice and
Work Behaviour and its emphasis on the influence of personal and environmental
characteristics is also important in understanding women’s career development. Her
theoretical premise maintains that change in occupational selections and subsequent
work behaviours are a consequence of the interaction between four primary constructs,
motivation, sex-role socialization, structure of opportunity, and work experiences. The
following is summative description of each of these constructs as proposed by Astin:

1. Motivation in the form of three primary needs (for survival, pleasure, and
contribution) that are the same for both sexes. Work, that is defined as activity directed
to produce or accomplish something, can take the form of paid employment, volunteer
work, or family work and has the capacity to satisfy these needs.

2. Sex-role socialization, whereby social norms and values are inculcated,

through play, family, school, and early work experiences. In the process of satisfying the
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three needs through these childhood activities, the individual develops certain
experiences that directly influence career choice and work behaviour.

3. The structure of opportunity that includes economic conditions, the family
structure, the job market, the occupational structure, and other environmental factors that
are influenced by scientific discoveries, technological advances, historical events, and
social/intellectual movements.

4. Work experiences, including perceptions of one’s capabilities and strengths,
the options available, and the kinds of work that can best satisfy one’s needs. The
individual’s expectations are initially set by the socialization process and by early
perceptions of the structure of opportunity. They can be modified, however, as the
structure of opportunity changes. (pp.124-125)

Astin (1984) contended that individuals will be motivated to engage in paid or
unpaid work activities as a means of satisfying three basic needs: the need to survive, the
need to derive pleasure, and the need to contribute. The exact nature of these work
activities will, in tum, be swayed by the individual's unique socialization background.
Global forces, such as existing societal ethics, and immediate influences, such as
parental modelling and schooling, can foster the adoption of gender differentiated
attitudes and behaviours. Inappropriate gender bias can negatively alter the perception of
one's needs, capabilities, and opportunities, restricting the range of possible career
alternatives, particularly for women and girls.

According to Astin, one's perception of the structure of opportunity can be
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affected by changes in demographics, technology, law, morality standards, and the
economy. Indeed, recent trends in family, educational, and work structures have
eliminated or reduced a number of career barriers for women thereby expanding the
scope of potential occupational alternatives (Astin, 1992). One's distinct perception of
the structure of opportunity and one's unique pattern of sex-role socialization will
influence the nature of the work expectations. Such expectations are, however, subject
to change with subsequent reevaluation of opportunity formations, or revisions in the
perception of one's ability level and/or appropriate needs-work matches.

Empirical evidence to support Astin’s (1984) theory is rare. Farmer (1985), ina
study of a muitidimensional model of career and motivation achievement did, however,
find support for Astin’s structure of opportunity concept. The overly general nature of
concepts, such as “structure of opportunity,” is believed to be responsible, in part, for the
lack of research; the constructs are inadequately defined and constrain measurement
(Fitzgerald and Betz, 1983 as cited in Walsh and Osipow, 1983). Astin’s recognition and
assessment of the influence of environmental and psychological influences have,
however, been considered important to the understanding of career development for both
men and women.

Farmer (1985), in her multidimensional Model of Career and Achievement
Motivation for Men and Women, purported that a variety of factors can interact to reduce
the general and occupational advancement of women and girls. Stereotypical belicfs

about what is appropriate for one’s gender, low academic self-confidence, low risk-taking
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behaviour, and a fear of success can influence career motivation. In addition, a reliance
on inaccurate information about women in the labour force, and women in dual home-
career roles can generate a false perception of what is available and attainable. Finally, a
desire to be content with the achievements of significant male persons can lower a
woman’s own level of occupational aspiration (e.g., assuming a depressed level of
acceptable occupational prestige). Farmer assesses the impact of "background, personal,
and environmental influences on aspiration, mastery, and career commitment” (Herr and
Cramer, 1992, p. 249).

Farmer (1985) investigated the utility of her model using multiple regression and
path analysis to interpret the responses supplied by the 1,863 high school students. The
results presented some intriguing information:

We found significant influences for environment factors such as parent and

teacher support and support for women working and for Personal factors such as

academic self-esteem, competitive, and ability attributions. In addition, the effect
of social status and sex was mediated through Environment and Personal

variables. (p. 380)

In general, the study found that background factors most notably affected
aspirations while personal factors influenced career motivation more than mastery and
aspirations. The influence of environment factors was also more pronounced for women
and they placed greater emphasis on competing roles such as homemaking in their career

and mastery motivations. Teacher support was especially important for their aspiration
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and mastery motivation while parental support was more meaningful for long-term career
motivation.

Farmer, Wardrop, Anderson, and Risinger (1995) conducted a longitudinal study
of persistence in math, science and technology careers. Included, amid an array of
research objectives, was an examination of Farmer’s (1985) position that a woman’s
career commitment is negatively affected by a homemaking commitment, and her
emphasis on society support as an indicator of career motivation. The results were
supportive for the issue of competing roles; however, neither parental nor teacher support
was found to be associated with persistence in science, math, or technology careers.

The process of women’s career development was also considered in another
theoretical perspective put forth by Hackett and Betz (1981). They ascertained that
cognitive processes play a pivotal role in women’s career aspirations and choice.
Utilizing Bandura's (1977) concept of self-efficacy, Hackett and Betz suggested that an
individual's perception of their ability to successfully accomplish a particular career-
related behaviour is influenced significantly by their unique socialization pattern. Low
career-related self efficacy in women is thought to result in an underutilization of talent
and ability, and it is presumed to be the product of stereotypical socialization practices.

Hackett and Betz (1981) accept Bandura's notion that self-efficacy is acquired or
modified by four sources of information: performance accomplishments, vicarious
leamning, verbal persuasion, and emotional arousal. They argued that girls are not given

the same opportunity as boys to accumulate a broad range of task performance skills nor
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are they encouraged to cultivate the potentially beneficial, yet stereotypical male, career
attributes like assertiveness and competitiveness. Vicarious learning is also hampered
for girls due to persistent literary and occupational sex-typing as well as the frequent lack
of role models representing the entire range of career options. The absence or lack of
career-related support provided by significant others and the generally higher level of
anxiety exhibited on the part of females further contributes to low self-efficacy for
women.

If individuals lack expectations of personal efficacy in one or more career-related

behavioural domains, behaviors critical to effective and satisfying choices, plans,

and achievements are less likely to be initiated and, even if initiated, less likely to
be sustained when obstacles or negative experiences are encountered. (Hackett

and Betz, 1981, p.329)

Betz and Hackett (1981) conducted a study to determine the relevance of
Bandura’s self-efficacy concept to the process of decision-making and to the
understanding of women’s occupational behaviour and women’s career development.
The measures employed in the study were designed to gauge level of interest, degree of
consideration, self-efficacy expectations, and degree of confidence. The subjects, 134
female and 101 male undergraduate students, were supplied with job titles representing
ten traditionally male occupations and ten traditionally female occupations. They were
then invited to rate their ability to complete the educational requirements and job duties

for each of the twenty occupations. Analysis of the rescarch findings demonstrated
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significant gender differences in self-efficacy. Specifically, “males reported equivalent
self-efficacy with regard to the two classes of occupations; females reported significantly
higher levels of self-efficacy with regard to traditional occupations and significantly
lower levels of self-efficacy with regard to nontraditional occupations” (Betz and
Hackett, 1981, p. 399).

Research on the subject of self-efficacy is varied and extensive. Studies have
examined the personality characteristics associated with the evolving self-concept (Niles
and Sowa, 1992), self-efficacy in career exploration (Blustein, 1989), seif-efficacy,
socialization, and gender (Lent, Larkin, and Brown, 1989; Mathieu, Sowa, and Niles,
1993; Post, Stewart, and Smith, 1991), and self-efficacy in the decision-making process
(Church, Teresa, Rosebrook, and Szendre, 1992; Luzzo, 1993; Taylor and Popma, 1990;
Whiston, 1996).

Rotberg, Brown, and Ware (1987) expanded upon Betz and Hackett’s (1981)
research to include a variety of additional variables: race, gender, socioeconomic status,
and sex-role orientation. Intentionally using a variant sample population (e.g.,
community college students of different races and gender) and different measures,
Rotberg and her associates found support for Betz and Hackett’s position that career self-
efficacy and career interest was related to range of career choice. Gender and sex role
orientation were found to predict career self-efficacy but not range of occupational

choice.

Hackett and Betz’s (1981) emphasis on the relationship between female
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socialization, career self-efficacy, and range of occupational choice was examined by

Mathieu, Sowa, and Niles (1993). Attempting to study within-gender differences,
Mathieu and her colleagues utilized the Career Decision-Making Self-Efficacy Scale to
measure career self-efficacy for 101 female university students who had been categorized
according to the traditionality of their career preferences (e.g., traditional, gender-neutral,
non-traditional, or undecided). The study did not support Hackett and Betz’s assertion
that higher levels of career self-efficacy are associated with women who indicate
preferences for non-traditional occupations. It was found that the level of career self-
efficacy for the undecided and traditional groups of women was similar yet significantly
lower than that of the women who expressed preferences for gender-neutral or non-
traditional occupations.

As previously outlined, self-efficacy originates and is altered through four sources
of information: performance accomplishments, vicarious leamning, verbal persuasion, and
emotional arousal. Sullivan and Mahalik (2000) integrated these four sources into a
group counselling intervention for women in an effort to investigate changes in the level
of career decision-making self-efficacy, vocational exploration, and vocational
commitment. The study involved a control group, a no treatment group, and a treatment
group and it was noted that indeed there were increases in career decision-making self-
efficacy and occupational exploration and commitment for the women in the treatment
group. Furthermore, these increases continued to be evident six weeks later. Sullivan

and Mahalik endorsed Betz’s (1992) analysis of the counselling uses of the carcer self-
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efficacy theory that recommended such things as an overview of personal successes, the
use of role models, the use of adaptive self-talk, and the need for ongoing counsellor
encouragement.

Solberg, Good, and Nord (1994) in their review of career search self-efficacy
highlight the significance of this approach for women. They suggested that:

Some groups may especially benefit from career search self-efficacy

interventions. Some of these groups include women seeking nontraditional

careers, members of racial/ethnic minorities, and individuals from disadvantaged
backgrounds. Interventions designed to promote career search self-efficacy
expectations are important due to these individuals being more at-risk for

experiencing difficulties throughout the career search process. (p. 67)

Betz, Fitzgerald and Fassinger have developed another multidimensional
approach, entitled a Theory of Career Choice in Women. Their causal model reflected
interactions between individual, background, educational, and lifestyle factors that
influence women’s career development. Osipow and Fitzgerald (1996) suggested that
“the model represents possibly the most sophisticated attempt yet to develop a
framework for understanding women’s vocational choices, particularly the factors that
inhibit or facilitate what has traditionally been considered optimal choice” (p. 255).
They also submitted that the model is unique because it applies only to women’s career
development and it addresses the underutilization of women’s abilities. Fassinger (1990)

summarized the hypothesis originally advanced by Betz and Fitzgeratd (1987):
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“background factors such as previous work experience, role model influence, perceived

encouragement, and ability predicted attitudes toward work, self, and sex roles; these in
tumn predicted career intentions and realism of career choice” (p. 227).

Accepting Betz and Fitzgerald’s (1987) profile regarding the multitude of factors
that influence women’s career development and their underlying premise that a gender-
specific model is necessary in order to accurately understand the unique vocational
behaviours, Fassinger (1990) conducted a study of 663 undergraduate female students to
test the relationship among the variables. Fassinger applied a multivariate causal
modelling technique with the aim of determining the effect of four independent variables
(ability, agentic characteristics, feminist orientation, and family orientation) on three
relevant dependent variables (career orientation, mathematics orientation, and career
choice). The results of Fassinger’s (1990) study revealed a number of interesting
findings: (a) ability and agentic characteristics predicted career choice, (b) agentic
characteristics and sex-role attitudes predicted career orientation, (¢) career orientation
and career choice predicted each other, and (d) high ability, liberal sex roles, and
instrumental personality tendencies predicted strong career orientation, and a propensity
for science-related, high prestige, and non-traditional careers (pp 225 - 243).

O’Brien and Fassinger (1993) tested two causal models of career choice and
orientation with female high school students. The first model reflected Fassinger’s
(1990) paradigm with the difference of a sample that was more varied in age and

demographics and the addition of three measurement variables, realism of career choice,
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congruence of career choice, and level of career aspiration. The second model mirrored

the first model with the addition of a variable identifying the adolescent’s relationship
with her mother. The results were consistent with the outcomes of Fassinger’s (1990)
earlier study that career choice and career orientation was influenced by ability, agentic
characteristics, gender-role attitudes, and the nature of the maternal relationship.

Young women who possess liberal gender role attitudes, instrumental and

efficacious with regard to math and careers, and exhibit moderate degrees of

attachment and independence from their mothers tend to value their career
pursuits. Furthermore, adolescent women who select nontraditional and
prestigious careers were found to have high ability and strong agentic

characteristics (O’Brien and Fassinger, 1993, p. 466).

Rainey and Borders (1997) expanded upon Fassinger’s (1990) work in an effort to
study the influential factors in the career orientation and career aspirations of adolescent
girls. Based on the responses of the 276 grade seven and grade eight giris and their
mothers, Rainey and Borders found that agentic characteristics and maternal variables
subscribed notably to female adolescents’ gender role attitudes. For the young girl her
degree of assertiveness, level of independence, and willingness to take a stand, were
particularly important. The study reinforced Fassinger’s (1990) notion that agentic and
family-related factors influence a female’s career development.

The final theoretical viewpoint to be discussed was developed by Brooks (1988)

and emphasized external occupational characteristics and internal personal properties as
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critical to the career decision-making process. Utilizing a variation of Vroom’s (1964)
expectancy theory, Brooks maintained that the attainability and attractiveness of options
influence the occupational exploration process. In Brooks’ Expectancy-Valance Model
of Motivation for Occupational Choice, the expectancy component is influenced by the
individual's perception of the level of general and occupational self-efficacy, the level of
social support, and the occupational opportunities and barriers. The unique and personal
understanding of these factors will be weighed along with the perceived desirability of a
specific occupation to determine the level of motivation that will be expended toward
achieving the career option. Brooks suggested that the definitive career choice(s) will
have both high expectancy and high valance levels for the individual.

Overall, this discussion has covered a range of theoretical perspectives and
identified a variety of concepts that are especially important in understanding women’s
career development. The next section will address the nature of women’s career
aspirations and specifically their preferences for traditionally male, traditionally female,
or gender-neutral occupations.

Career Aspirations of Women
Career aspirations can evolve over time and influence an individual’s career
choice and career satisfaction. Laws (1976 as cited in Astin, 1984) suggested that they
are a function of what young people learn to value and what they expect they can

achieve. The preceding theoretical overview appears to indicate that the development of
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career aspirations can be rationalized by some combination of background, personal,

and/or environmental factors. Farmer (1985), for instance, submitted that background
factors, such as gender, race, age, SES, and ability, are the strongest predictors of
occupational aspirations while sex-role socialization was cited by Gottfredson (1981),
Astin (1984), and Hackett and Betz (1981), as instrumental in the evolution of an
individual’s career aspirations. Gottfredson also discussed how experiences early in
childhood can effectively narrow the range of occupational choices and limit career
potential. Indeed, a review of the literature provides an array of opinions regarding
career aspirations, in general, and women’s career aspirations, in particular.

Super (1957) and Gottfredson (1981) explored the process and progress of an
individual’s career development and suggest that there is a developmental sequence
affiliated with occupational aspirations. This age-related process of forming career
aspirations was supported by Helwig (1998) in his study of second-, fourth-, and sixth-
grade students. Rojewski and Yang (1997) also explored this concept of evolving career
development in their longitudinal study of the occupational aspirations of a sample of
male and female adolescents. Based on an analysis of the exhibited patterns of
occupational aspiration, the researchers determined that the student’s aspirations did not
change dramatically over a four-year period. Rojewski and Yang found that by eighth-
grade occupational aspirations were relatively fixed and little change occurred from early
to late adolescence.

As previously indicated in the theoretical overview, the career development
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models of Fassinger (1990) and O’Brien and Fassinger (1993) accentuated the influence

of academic ability, agentic characteristics, and gender role attitudes on women'’s career
development. Rainey and Borders (1997) utilized an expended version of O’Brien and
Fassinger’s model to investigate the factors and attitudes that influence the career
aspirations of seventh- and eighth-grade girls. Findings, based on the responses of
adolescent girls and their mothers, revealed that the adolescents’ agentic characteristics
and the nature of the mother-daughter relationship affected career aspirations.
Occupational aspirations and expectations were explored by Davey (1993) ina
study employing data from a 1989 survey of Canadian senior high school students.
Davey found that while students aspired to a variety of occupations, only 54% believed
or expected to actually realize their career goal. Furthermore, the male students aspired
toward occupations where the majority of workers were of the same sex while the female
students desired to be engaged in both traditionally male and traditionally female careers.
Interestingly, the male-dominated occupations selected by the females were primarily
professional positions with minimal attention to occupations requiring less than a
university degree. In a comparison of the desired and the expected occupations it was
not apparent that there was a noticeable decline in occupational prestige. Based on the
significant percentage of students who indicated that they did not anticipate obtaining
their career goals ( 46%), Davey suggested that many of the participants envision a
compromise in their carcer development plans; “occupeations that would both require less

education, and offer lower socioeconomic benefits” (p. 20). Survey results demonstrated
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that the primary reason for this compromising of occupational choices was the cost of the
relevant schooling. Davey also ascertained that female students most frequently
indicated altruistic incentives for occupational choices while the majority of male
students emphasised interest in the work associated with the occupation

Davey’s (1993) finding that boys aspired to traditionally male-dominated
occupations was also supported by Helwig (1998). In his longitudinal study of grade
school children Helwig found that the proportion of boys choosing male occupations
were 83%, 90%, and 93% for grade two, four, and six, respectively. Girls, on the other
hand, demonstrated an inverse pattern, aspirations to same-sex occupations decreased
steadily from second to sixth grade. Furthermore, aspirations to typically male
occupations increased from 19% in grade two to 48% in grade six while the level of
aspiration to gender-neutral occupations remained stable over the six-year research
period.

Helwig’s (1998) study also investigated children’s perception of the social value
of occupations, the influence of self-efficacy on realism of occupational aspirations, and
the relationship between parental expectations and occupational aspirations. Results of
the study showed that there was an increase in the social value of occupational
aspirations over time with 89% of the children aspiring to professional, managerial, or
technical positions in sixth grade. The hypothesis on self-efficacy was that children will
identify more realistic and less fantasy occupational aspirations from the second to the

sixth grade. This hypothesis proved incorrect; boys did not disengage from their fantasy
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aspirations of becoming professional athletes and 16% of the girls still aspired to fantasy

occupations. Finally, on parental influence, the data established that the children’s
aspirations were similar to their parent’s expectations in terms of job level (e.g., both
increasingly wanted more socially valued occupations); however, there were also
indications of increased levels of individual autonomy as the child matured.

Sterrett (1999) indicated that past research has postulated a number of possible
explanations for the variances in women’s career behaviours. In general, the research
has suggested that many women: (a) emphasize job satisfaction more than salary; (b)
place great importance on family relationships; (c) are unwilling to compromise their
other life roles in order to achieve greater career success; and (d) regard how they feel
about their occupations as more important than how their occupation looks to others (pp.
249-250). One can suggest further that these reasons could also provide a basis for
understanding the nature of some portion of women’s career aspirations and choices.

Gender-related change in occupational aspirations was the focus of a sociological
study by Shu and Marini (1998). Although the aim of the study was to determine the
influence of the women’s movement on occupational aspirations variance, the research
does provide pertinent information for the study of women’s career development.
Utilizing data on cohorts of young people from the late 1960's to the late 1970's, Shu and
Marini analysed widespread changes in attitude and occupational patterns. Findings
revealed that during the given time-frame there was a significant gender-related change

in occupational aspirations relating to participation in male-dominated occupations,
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greater prestige, and increased earnings. Shu and Marini noted, however, that although
the sex-typing of occupational aspirations did decline it continued to be a significant
issue. The study also demonstrated an increased effect of parental socioeconomic status

on eaming potential and sex-typing for women.

. Ori .

Individuals possess an array of views regarding the appropriateness of certain
occupations for either sex and this, in turn, can affect an individual’s career aspirations.
A significant proportion of the studies conducted in the field of women's career
development have contemplated the factors associated with this sex-typing of
occupations and the ultimate selection between traditional or female-dominated careers
and nontraditional or male-dominated careers (Astin, 1990; Astin and Kent, 1983;
Aylward, 1990; Booth, 1982; Darcy, 1987; Garfield-Scott and LeMahieu, 1984; Greene
and Stitt-Gohdes, 1997; Helwig, 1998; Long, 1995; McCracken and Weitzman, 1997,
Miller and Budd, 1999; Murrell, Frieze, and Frost; 1991; Rainey and Borders, 1997,
Read, 1994; Sandell and Burge, 1988; Whiston, 1993; Wiseman, 1983).

Lapan and Jingeleski (1992) employed an expanded version of Gottfredson’s
circumscription-compromise theory to assess students’ occupational perception. Results
confirmed that adolescents often make occupational choices they perceive as suitable for
their gender. The female participants expressed greater interest and expectancy for jobs
within the social and conventional categories. Eccles (1987) suggested that the
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stereotyping of occupations can lead to the elimination of otherwise appropriate

occupational choices and that by choosing female-dominated occupations women often
reduce their earning potential. Farmer (1997), referencing Betz and Hackett’s (1983)
“nuil environment,” submitted that many women perceive their family, friends, and
society in general as indifferent to their career aspirations and pursuits, therefore, they
exert less effort and fail to reach their full potential. In a discussion of earlier research
on occupational preferences, Miller and Budd (1999) observed that:

Studies of occupational preferences throughout the 1970's and 1980's generally

concluded that both males and females on the whole aspire to what are perceived

as gender-appropriate occupations. These gender-typed occupational preferences
have been shown to be evident at various ages throughout childhood and

adolescence. (p. 19)

Several studies have assessed the issue of non-traditional and traditional
aspirations and choices for groups of Newfoundland women (e.g., Darcy, 1987; Dyke,
1992; Wiseman, 1983). Darcy, for instance, utilized a sample of 12th-grade females to
evaluate changes in career aspirations and to determine factors that may be relevant to
gender-based career choices. Based on the results of her research, Darcy suggested that
many females seem to be predisposed to either a traditional or nontraditional career path.
Aspirations were found to change over time but the basic orientation did not. Role
models, self-perceptions, and academic and work history, were found to be defining

clements associated with career choice.



Almquist (1974) investigated the influence of sex stereotypes in occupational
choice in her longitudinal study of college women. Annually, during the four-year study,
the women were asked to indicate their occupational and marriage plans, work,
academic, and social experiences, and their role perceptions. Almquist found that 40%
of the women selected occupations that were categorized as masculine and that these
women demonstrated stronger work values, had a longer and more varied work history,
and showed greater interest in skill development and high income.

Although some of the aforementioned studies have shown that individuals regard
more occupations as appropriate for either males or females, other researchers suggest
that a discrepancy still exists in actual occupational behaviour. Evelo, Jessell, and
Beymer (1991), for instance, conducted a study of middle and high school students and
noted that liberality was increasing (e.g., students indicated that more jobs were deemed
suitable for both males and females); however, the actual career choices of the
participants did not reflect the enhanced occupational attitude. Davey and Stoppard
(1993) also recognized that many women who had previously indicated a desire for less
traditional careers will often ultimately enter more conventional employment fields. In
their study to examine the discrepancy between desired and expected occupations they
found that the opinions of significant others and the cost of education and training were
meaningful influences in the career preferences of female high school students.

Nieva and Gutek (1981) and Vroom (1964) also noted the disparity in early non-

traditional occupational aspirations and actual, subsequent career choice. Farmer (1997)
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in a study of factors related to women’s persistence in a science career found that the
women who changed their aspirations did so for four basic reasons: (a) in high school
they indicated an interest in a science-related career simply because it was popular; (b)
later in life the women found occupations that they liked better and provided a better fit
with their personality and interests; (c) later in life the women found an occupation more
suited to their personality and interests but they had to overcome considerable obstacles
in order to achieve their goals; and (d) early career aspirations were altered because of
some critical external event such as, death of a family member, pregnancy, lack of funds,
or significantly negative school experiences (pp. 62-80).

Read (1994) examined the relationship between displaced homemakers, single
parents, and gender equity program participation and traditional and nontraditional
training choice. Gender equity sessions were defined as those programs that directly
encourage women to enter male-dominated occupational fields. Read also utilized
Brooks’ (1988) Expectancy-Valance Model of Motivation for Occupational Choice to
probe the motivational influences of women entering traditional and nontraditional
training programs at technical colleges. Survey results for the 532 participants indicated
that individuals who had received gender equity counselling entered more nontraditional
training programs than those individuals who had participated in some other type of
career planning program or those who had no prior career exploration experience.

The expectancy portion of Brooks’ (1988) Expectancy-Valance Model was
categorized into three subscales for Read’s (1994) research study. For the first
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component, vocational self-efficacy (perception of one's ability to effectively accomplish
work-related tasks), Read found that the students enrolled in nontraditional programs
presented higher ratings. The nontraditional students held more positive views about
returning to school, of employment in a male-dominated fields, and their decision-
making capabilities. For the second component, perceived structure of opportunity (one's
view of educational and occupational accessibility), no significant difference was found
between the groups; however, the nontraditional students did indicate a higher level of
knowledge regarding the nature of nontraditional occupations and related training.
Finally, for the third component of the expectancy variable, perceived social support, the
nontraditional students again expressed more positive perceptions of support and
encouragement in their pursuit of occupations that currently had a high majority of male
representatives. The valance factor of the Brooks’ Expectancy-Valance Model refers to
the appeal of individual career options, the gender appropriateness, the working
conditions, the salary, and so on. An analysis of the participant’s responses revealed that
the students who were presently pursuing credentials in nontraditional fields were more
attracted to male-dominated occupations. For instance, a majority of this group believed
that doing a "man’s job" would not diminish their femininity nor would the possibility of
sexual harassment deter them from accepting a job.

In a study of female college students, Murrell, Freize and Frost (1991) found that
higher career and educational aspirations were characteristic of the women who had

chosen to pursue careers in male-dominated areas and that more black females than
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white female participants were inclined to focus on nontraditional occupations. Survey

results also demonstrated that the black women involved in the study planned to obtain
more education than was necessary for their chosen career, they anticipated less family-
career conflict, and they indicated economic benefits as the primary consideration in
career selection.

In their qualitative/quantitative study of individuals who were actually pursuing
“non-traditional” occupational programs, Sandell and Burge (1988) underscored the
significance of exposure to and support from opposite sex role models. Lemkau (1990)
found that the women in her study who were employed in nontraditional careers also
stressed the importance of male support for their aspirations while 66% of the sample
utilized by Lunneborg (1982) specified fathers as their achievement role models. Davey
(1993), however, found that in his study of high school students the same-sex parent was
identified as the most helpful; fathers were less supportive of their daughters than
mothers of their sons. Furthermore, if parental encouragement was minimal or absent,
the endorsement of friends, teachers or school counsellors was found to be beneficial.

Dahiberg (1984) outlined several internal and external barriers that students
encounter when exploring nontraditional training or employment. Some of the intemal
barriers include lack of knowledge, inaccurate perceptions of nontraditional workers, and
fear of failure, while external obstacles include lack of nontraditional role-models,
traditional stereotyping by others, and lack of representation of nontraditional workers in

resource and educational materials. In a related study, Greene and Stitt-Gohdes (1997)
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found that a number of factors influence a woman’s choices to work in the skilled trades.

The ten female participants indicated that perceptions of natural ability, a strong sense of
self, a desire for independence, and supportive role models were important in their
decision to work in male-dominated occupations.

The relationship between school subject preference and occupational aspirations,
choice and/or persistence has been explored in a number of studies (e.g., Betz and
Hackett, 1983; Farmer, 1997, Farmer, Wardrop, Anderson, and Risinger, 1995; Hackett,
1985). Indeed, the tendency to underrate the long-term occupational value of math and
science and failure to participate in such programs may prove limiting to a woman’s
career development (Bartholomew and Schnorr, 1994). Anxiety and lack of confidence
in one’s math ability (Taylor and Pope, 1986) as well as low math self-efficacy (Lent,
Lopez, and Bieschke, 1991) have been cited as possible contributing factors to avoidance
of math.

The development of occupational sex-role stereotypes, occupational preferences,
and school subject preferences was the subject of a study conducted in Britain by Miller
and Budd (1999). Children from three age groups, 8, 12, and 16-year olds, were invited
to participate in a questionnaire-based survey. Results indicated that occupational
stereotyping decreased with age, with females demonstrating a significantly greater
increase in liberality than males. This expanded liberality did not, however, translate
into an expanded range of occupational preferences for this sample population. Data

indicated that the femaie participants more often rated traditionally femaie occupations
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as desirable career options and the traditionally male occupations as less desirable.

Indeed, an allegiance to stereotypical gender-appropriate careers was evident for both
females and males. Academic subject preferences were not found to include a gender
bias; both males and females choose a wide range of subjects with a moderate number of
females selecting “masculine” courses.

Some evidence has been found of math and science stereotypes (Barthlolomew
and Schnorr, 1994; Hyde, Fennema, Ryan, Frost, and Hopp, 1990). The significance of
academic subject selection was shown to be a determining factor in the second phase of a
longitudinal study of variables associated with persistence in science-related careers.
Farmer, Wardrop, Anderson, and Risinger (1995) found that after a ten year period, 36%
of the women studied had persevered in their desire to obtain a science-related career.
Analysis established that the number of elective science courses taken during secondary
school was a significant indicator of persistence for the women.

In another study investigating the determinants of persistence in a science
occupation, ability was shown to be the most influential variable. Schaefers, Epperson,
and Nauta (1997) examined the responses of 278 undergraduate engineering students and
found that ability was of paramount importance. The students needed prerequisite skills
in order to get into the faculty and to succeed. In addition, persistence was found to be
influenced by self-efficacy, interest congruence (e.g., degree of fit between personality
characteristics and occupational demands), and barriers or support. Barriers and support

include such things as, lack of support for nontraditional career choices, stereotyping, as



well as academic and occupational competitiveness.

Generally, a woman’s preference for a male-dominated, female-dominated, or
gender-neutral occupation may be influenced by a variety of factors. The next section
will profile some of the factors that have been advanced as consequential in the career
development of women. It should be noted that these variables or factors are not
mutually exclusive but have a compounding effect on the individual. Furthermore, the
impact of some variables may be direct, relatively obvious, and easy to measure while
others may have very indirect influences with less obvious, often internalized effect,

making it difficult to differentiate for investigation and measurement purposes.

Factors Influencing Women’s Career Development
The previous section on theories of career development highlights some of the
influences associated with the career progression of women. Farmer (1976, 1985) and
Fassinger (1990) , for instance, both presented multidimensional models that integrate
background factors (e.g., gender, socioeconomic status), personal factors (e.g., values,
self-concept), and environmental factors (e.g., parental support) in an effort to
understand the process and issues of women’s career development. Gottfredson (1981)

addressed the effects of societal sex norms while Astin (1984) directed attention to the
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structure of opportunity. Betz and Fitzgerald’s (1987) model considered a wide range of

factors that may affect a woman’s career. Indeed, Silcox and Cummings (1999) hold that

the Betz and Fitzgerald model is more appropriate for understanding the involved nature
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of women’s career development. They summarize the model’s four categories as follows:

(a) individual variables, including high ability, liberated sex-role attitudes,
instrumentality, androgynous personality, high self-esteem, and strong academic self-
concept; (b) background variables, including working mothers, a supportive father,
highly educated parents, female role models, work experience as an adolescent, and
androgynous upbringing; (c) educational variables, including high education,
continuation in mathematics, and women’s schools; and (d) adult lifestyle variables,
including late marriage and few children (p. 265).

Research studies examining the influence of inherent gender and societal
restraints have demonstrated that an array of internal and external factors interact to
complicate and restrict or facilitate a woman’s career development (Betz and Fitzgerald,
1987; Darcy, 1987, Green and Stitt-Gohdes, 1997; Herr and Cramer, 1992; Sullivan and
Mahalik, 2000). In a study directed toward populations within the province of
Newfoundland and Labrador, Darcy (1987) outlined a number of internal/personal and
external/situational influences that can affect a woman’s career choice. The internal
factors included role conflicts, self-concept, occupational knowledge and awareness,
attitudes, low female aspirations, and lack of risk-taking behaviour while the external
determinants comprised early sex-role training, lack of role models, counsellor bias,
educational system deficits, lack of educational/training financing, education and
socioeconomic status of parents, and the number of persons consulted.

Luzzo (1996, cited in Luzzo and Hutcheson, 1996) suggested that the perception
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of career-related barriers might actually serve an adaptive purpose for some individuals

by acting as a motivating force for more careful career planning and exploration, whereas
for others the perception of barriers may, in fact, substantially interiere with optimal
career development. Some of these barriers or influences will now be discussed in

greater detail.

I Vintripsic F
The internal or intrinsic factors that will be presented in this section include

attitudes and values, multiple roles and role conflict, aspects of self, and career

awareness and knowledge. Also pertinent is the nature of aspirations, however, the first

section in this chapter provides a discussion of this variable.

Attitudes and values, Attitudes are learned predispositions that can be unlearned
within the context in that they originated, that is within the context of the family, peer
groups, schools, community structures and the like (Herr and Cramer, 1996).
Socialization practices impose a significant influence on the development of attitudes, in
general, and career attitudes, in particular (Betz and Fitzgerald, 1987; Farmer, 1976,
198S; Fassinger, 1990; Gottfredson , 1981). Fitzgerald and Betz (1983, cited in Waish
and Osipow, 1983) asserted that “cultural attitudes and beliefs concerning women’s roles
and capabilities, through the mechanisms of sex-role socialization and occupational
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