
Chapter 2 

 

21st Century Workplace  
 
5 future trends that have a major influence on the 21st Century World of Work - repeated x 4 
 

1. An increasingly ageing yet active population: Lifestyle changes & medical advances are 
keeping people alive & fit well into their 90’s, financial pressures & personal desire also keeps 
them working 

2. More varied household types: the 21st century workforce will increasingly consist of female 
heads of households, same-sex partners, stay-at-home fathers, dual-income families and 
unmarried couples. Company benefits can include flexibility to retain these varied types  

3. Multi-generations working side by side: 5 generations (Silent Generation, Baby Boomers, 
Generation X, Baby Boom Echo, and Millennium Generation) will work side by side in the 21st 
century workplace. Each generation has its own competing needs, values, expectations & 
work styles. Companies can tap into the wisdom & experiences of their older employees & the 
energy & stamina of the younger ones to create a powerful multi-generational workforce.  

4. Growing diversity in the workplace: The workforce is growing more diverse in terms of race, 
ethnicity, nationality, gender, religion & sexual orientation. Successful companies can develop 
a corporate culture that embraces their diverse workforce in order to have a productive 
structure. 

5. Spirituality at work: 21st century workers seek a spiritual component in the workplace which 
includes personal growth, balance & meaningful purpose  

 
Implications of the changing organization for careers in the 21st Century repeated x 7 

 

NB!!! This question is also asked as: What is the impact of recent changes in the business 
environment on individual careers? 

 
Protean careers 
A career shaped and managed by the individual. It consists of all the person’s varied experiences in 
education, training, and work in several organisations and changes in occupational field and is 
characterised by a high degree of mobility, self-reliance and internal career thinking. 
 
Career management becomes the individual’s responsibility, organisation can only assist. It is a self-
directed approach driven by one’s own values. It is shaped more by the individual than the 
organisation and may be redirected from time to time to meet the needs of the person. Contract is 
with self and no longer the organisation. Offers three form of flexibility 
 

1. It provides new ways of career thinking. Instead of linear progression the protean concept 
suggests a flexible  career course where movement between different lines of work are done 

2. Flexibility in terms of career space. The space is enlarged allowing for the integration between 
work and family issues and are not treated as separate domains. 

3. It allows workers to work from home either informally or formally as a home work programme. 
 
Implication: a mixed approach, keeping some elements of the traditional career, will emerge as more 
and more careerists become ‘protean’, it is anticipated that the protean group will become larger as 
more people adapt to demands of the environment 
 
 
 



Boundaryless careers 
A career characterised by flexibility, mobility and movement between different global-organisational 
contexts, individuals have self-ownership of their careers, they manage their careers in a relatively 
autonomous fashion between jobs, companies and professions, and in the process, their employment 
value is increased. Careers cannot be constrained by organisational boundaries. Individuals can 
move between different organisations if they have transferable knowledge, skills and abilities.  
 
Implications: in practise the contrast between traditional and boundaryless careers may not be as 
clear as in theory. ‘Boundarylessness’ cannot always be applied to all occupations and work settings 
– it may be applicable to technical occupations, knowledge and professional occupations and work 
settings, but not necessarily to the boundaries that affect middle-managers in medium-sized 
organisations.. 
 
Composite Careers 
Individuals are likely to have more than one working role or holding more than one form of job. People 
can no longer afford to limit themselves to only taking or passing up jobs. This composite work-life 
forces individuals to manage their own time and efforts. The composite career is a way to express 
those parts of one’s multiple possible selves that are excluded from the narrow world of one-job-for-
life.  
Implication: workers in the 21st century will stop thinking of themselves as ‘having’ a job but will 
increasingly think of themselves as ‘experimenting’ with job opportunities which allow them to 
discover more about themselves and live meaningful lives. 
 
Entrepreneurial careers 
Self-employment requires a willingness to take action, experiment and constantly innovate. 
Self-employed people can be referred to as entrepreneurs. 
Choosing self-employment as a career option included establishing and managing one’s own 
business. It requires sacrifice, innovation and taking to create something of value to society. 
Characteristics of entrepreneurs include need for achievement, autonomy and independence, 
flexibility, creativity, self-confidence, high levels of motivation etc. Typical attitudes are internal locus 
of control, high level of responsibility, place high value on money and status, creativity and honesty. 
 
Implication: A major challenge is uncertain and uneven cash flows. Proper career planning is critical 
in contemplating the entrepreneurial career and achieving the success the one aspires to. Effective 
career planning must take into account challenges that one will have to face when pursuing the 
entrepreneurial career 
 
Career resilience and career adaptability repeated x 3 
 
Career resilience is described as the ability to adapt to changing circumstances. 
Four characteristics are identified as indicators of career resilience:  

● Belief in oneself 
● A disregard for traditional sources of career success 
● Self reliance and  
● Receptivity to change 

Individuals who are career resilient contribute skills that are aligned with business needs, are 
dedicated to continuous learning and committed to personal excellence, have an attitude that is 
focused but flexible and their performance is in support of organisational goals. 
 
Career adaptability refers to individuals’ readiness to cope with changing work and working 
conditions. Adaptive individuals are proactive by displaying curiosity and exploring possible selves 
and future scenarios. 



They seek to strengthen their confidence / self-efficacy to pursue their aspirations 
 
New knowledge and skills required for more technical and complex work repeated x 3 
 
The shift from industry based to knowledge based economy resulted in a more complex and 
differentiated organization of jobs, requiring more specialists and knowledge workers.  
 
Knowledge economy is defined as ‘production and services based on knowledge –intensive 
activities that contribute to an accelerated pace of technological and scientific advance as well as 
rapid obsolescence. The economy relies heavily on intellectual capabilities rather than on physical 
inputs or natural resources.  
Churning of jobs refers to the elimination of old “lower tech” jobs and creation of new and more 
technologically advanced jobs.  
Knowledge workers are highly skilled and talented workers that organisations seek to retain.  
Scarce Skills refers to occupations where there is a scarcity of qualified experienced people, either 
because these skilled people are not available or do not meet the employment criteria. 
Skill refers to the necessary competencies that need to be applied in a particular context for a 
defined purpose. 
 
To address requirements of knowledge economy and current skills shortages the South African 
government has introduced new legislative mechanisms such as National Qualifications Framework 
Act, Skills Development Amendment Act to guide skills development of people in the workplace.  
 

Can organisations expect loyalty from employees given the changing nature of employment 
relationships? repeated x 2 

● People work under different leaders and a ‘chair’ of command will not be so easily identified;  
● People are encouraged to challenge traditions and to move in new directions;  
● Decision-making is more decentralized and more people at lower levels are expected to make 

their own decisions;  
● The increasing professionalism sets its own criteria for performance — which often outclass 

those of management; and  
● People have to be more loyal to their profession than to the company, as their future depends 

more on their own abilities and reputation.  
 
The new psychological contract: repeated x 1 – asked in 2011 – has never come out again  

● Psychological contracts are defined as an employee’s beliefs and attitudes about the mutual 
obligations between the employee and the organization.  

●  The psychological contract is subjective in nature. 
● It represents an unwritten agreement between an employee and the organisation that holds 

the organisation together and binds the individual to the organisation. 
● Both the individual and the organisation have their own views of their own and each other’s 

interests.  
● These interests range from gaining satisfaction, self-fulfilment and rewards from one’s work on 

the part of the individual to achieving organisational objectives on the part of organisation. 
● A positive psychological contract enhances employee commitment, intention to remain with 

the organization and organisational citizenship behaviours that go beyond the formal job 
description 

 

Chapter 3 

 
Career Concepts repeated x 1 – asked in 2011 – has never come out again  



 

Career Concepts Description 

Career planning 
Initiative when an individual uses personal control and initiative over their 
career and engages in informed choices about occupation, organisation, 
job, assignment, formulating goals & developing plans for reaching goals 

Career management 

Ongoing process where employee takes action to obtain self knowledge, 
knowledge of employment opportunities, develop career goals, develop a 
strategy, implement & experiment with employment opportunities, obtain 
feedback on effectiveness of the strategy & goals 

Career development 
Ongoing process by which individuals progress through series of stages 
each of which is characterized by a relatively unique set of issues, themes 
or tasks 

Career paths 
Objective description of sequential work experiences as opposed to 
subjective personal feelings about career progress personal development 
or satisfaction 

Career self management 
Ability to keep pace with speed of change in organisation & industry and 
the ability to sustain employability through continuous learning, career 
planning & management efforts 

Career competency 

The competencies and qualities of individuals that enable them to pursure 
meaningful careers namely :"knowing why" (values, attitudes, internal 
needs, identity & lifestyle), knowing how (expertise, capabilities, tacit & 
explicit knowledge), knowing whom (Networking relationships, how to find 
right people), knowing what (opportunities, threats, job requirements), 
knowing where (entering workplace, training, advancing), knowing 
when( timing of choices & activities)  

Career self efficacy 
Degree of difficulty of career tasks which individuals believe they are to 
attempt and the degree to which their beliefs will persists despite 
obstacles 

Career success 
Objective & subjective sense of achievement a person experience 
regarding his career 

Career motivation 
Persistence & enthusiasm with which individuals pursue their career, even 
in the face of adversity based on their career identity career insight and 
career resilience 

Career commitment 
Passion individuals have for chosen work role or personal career goal, 
including the strength of motivation to work in a chosen career role 

Career maturity 
Ability to make career decisions that reflect self reliance, independence 
and a willingness to compromise between one's personal needs and the 
requirements of one's career situation 

Career Adaptability  
The psychosocial readiness and resources for coping with current and 
future developmental career / vocational tasks, changing work and 
working condition, work traumas etc 

 
Nature of career in the 21st century repeated x 7 
The 21st century word of work has moved away from an era of the one-life-one-career perspective 
where one series of career stages (entrance into the world of work; establishing yourself in your job; 
mastering & maintaining your job; retiring from the workplace) covered the whole of a person’s work 
life. In its place is a new form of career which consists of a series of learning cycles across multi-
directional career pathways.  
Careers have become multi-directional because of the emergence of boundaryless organisations and 
the ever-changing process of restructuring.  



The 21st century career is no longer shaped by the organisation as individual’s manager their careers 
more autonomously, moving between jobs and organisations to increase their employment value.  
 
Objective and subjective career success repeated x 8 
 

Objective (external) career 
● The objective career refers to the sequences of employment-related experiences during the 

course of an individual’s lifetime.  
● Over the years the concept of career has been career advancement. 
● Such a career is evaluated by the number of upward moves (promotions) during the 

individual’s career life. 
● A linear career pattern which means quick upward movements up the hierarchy of the 

organisation 
● Included in this meaning are aspects of external (objective) career which identifies the rote or 

steps that the individual has to follow in an organisation or profession to make progress. 
● These aspects usually appear on a CV. 
● A career is not restricted to upward/predictable movements within one kind of work 

 
Subjective (internal) career 
● The subjective career refers to the meaning people attach to their social reality, vocational 

behaviour and work experiences. 
● The primary implication for employees is that their careers have to become more protean 

which is a shift away from traditional organisational career. 
● The protean career performance is defined by the person’s own criteria of good performance  
● Aspects of internal (subjective) career are included in the protean career.  
● Schein describes the internal career as  those ‘themes and concepts one develops that make 

sense out of one’s own occupational pursuits’ 
● This includes attitudes, needs, values and perceptions that an individual has about career. 
● The subjective career is held together by a self-concept that consists of 

1. Perceived talents and  abilities  
2. Basic values 
3. Career motives and needs 

  
Both objective and subjective careers assume that people have some degree of control over their 
destinies and that they can manipulate opportunities in order to maximize the success and 
satisfaction derived from their careers. 
 
Career Competency - concepts of inner value capital and psychological career resources 
repeated x 3 
Careers have become more open, more decisive and less controlled by employers.  The 
management of such careers requires individual qualities that differ considerably from those that were 
sufficient in the past. 
 
Career competency refers to abilities or intelligence regarding: 
● the ‘know why’ – (understanding one’s personal values, attitudes, internal needs, identify and 

lifestyle needs 
● the ‘know how’ – What one has to offer in terms of one’s skills, expertise, capabilities, explicit 

knowledge and employability-related skills 
● the ‘know whom’ – One’s own social capital, networking relationship, and knowing how to find the 

right people 
● the ‘know what’ – opportunities, threats and job requirements 



● the ‘know where’ – entering the workplace, training and advancement 
● the ‘know when’ – timing of choices and activities 

 
These qualities that make up an individual’s career competency better fit the contemporary workplace 

People navigate their own careers and are not confined to a single employer. 
 
Career success is more likely among individuals who have career insight, including realistic career 

expectations, based on knowledge of personal strengths and weaknesses (knowing why) 
 
Women are positively affected by inner-value capital attributes which people gain through increased self-

awareness, self-esteem, self-efficacy and confidence.   
Inner – value capital attributes relate to people’s knowing why competencies which provide people with a 

sense of overall purpose and meaning as they navigate through their careers. Having a strong sense 
of purpose often results in increased career motivation.  

 
A person’s repertoire of psychological career resources includes skills such as career planning and 

management skills and self-management and interpersonal skills. It also includes inner-value capital 
attributes such as behaviour adaptability, self-esteem, sense of purpose, emotional and social 
literacy.   

Psychological career resources enable people to be self-directed learners and proactive agents in managing 
their careers 

Psychological career resources have been found to be linked to people’s experiences of life satisfaction and 
job/career satisfaction, perceptions of general employability and their ability to deal resourcefully with 
life and career challenges.  People who possess a wide range of psychological career resources are 
generally more able to adapt to changing career circumstances and tend to demonstrate higher levels 
of employability.      
 
21st Century Career Planning Model repeated x 4 
Diagram – pg 128 TB 

 
Quest for personal development–in planning a career, the focus should be on becoming aware of 
one’s inner depth; that is, the spiritual and emotional aspects that let us know who we really are and 
how to seek vitality and joy in life. 

Honour resistance – at times individuals tend to get ‘stuck’ rather than focus on the quest for 
personal development. Means of gaining understanding of the reasons for not growing include talking 
to a friend or counsellor, revising one’s career plan or accepting the fact that one can become 
confused and doubt one’s self-worth. 

Clarify ideal future – in dreaming of what one wants to be in the future, one should not think in terms 
of a job title, but rather in terms of an ideal role one would like to be in, in two to three years’ time. It 
involves fantasising about an ideal work day. This provides deeper knowledge of oneself, knowing 
ones aspirations, desires, fears and doubts. It can also lead to the actual creation of a job 

Study self – deeper self-understanding may be sought by not seeing oneself merely objectively as a 
configuration of traits, but as a being capable of creating meaning. 

Analyse past competencies – all capabilities involved in each previous phase of the individual’s life 
should be examined. Such soul-searching may result in some surprises, as people often find that they 
have developed more skills than they realised, for example, leadership skills. 

Analyse competencies needed in the future – analyse skills that would be required in ones ideal 
career as some skills will need to be acquired. This helps to determine learning goals. 



Draft tentative plan – plan learning by writing down a goal, compiling a list of the steps necessary to 
reach that goal and deciding what resources and how much time are required. 

Explore plan with others – share the results of the above steps with trusted others who are 
committed to helping, who can provide some feedback on one’s goals and who will understand one’s 
fears and aspirations 

Execute plan incrementally and reflect on learning – as individuals realise that their future vision 
will change with experience, the next step to be taken in their careers involves three guidelines: 

✓ working on the skills required to achieve goals 

✓ making career choices that are on the whole consistent with the future vision, and 

✓ taking time to become aware of feelings towards the activities the individual wants to 
undertake 

Evaluate and reformulate plans – all the factors in the plan should be advised at least annually by 
writing down reflections and discussing the results with trusted friends 

 
Plan-and-implement and test-and-learn models repeated x 1 (This will be in your exam) 
 

 
 
 

Career Success in relation to Career Motivation and Career Maturity repeated x 2 
 

Career success 



Career success can be defined as the real or perceived achievements individuals have accumulated 
as a result of their work experiences. The concept of career success has different meanings for 
different people. The way in which individuals define career success strongly influences their career 
decisions. To some success means promotion, to others it means becoming an expert in their 
occupational field. 
Some think of a successful career as one in which a person has developed many different skills and 
abilities and is now using those abilities to help other people grow and develop ─ perhaps a life of 
social contribution. It could also mean moving frequently from one challenge to another. 
Success can also mean the extent to which there is a match between individuals' career anchors 
(self-perceived talents and abilities, motives and needs, attitudes and values) and the perception of 
their jobs. 
 
Career motivation is 'a multi-dimensional construct internal to the individual, influenced by the 
situation, and reflected in the individual's decisions and behaviors. It is the persistence and 
enthusiasm with which with which individuals pursue their careers, even in the face of adversity, 
based on their career identity, career insight and career resilience 

It consists of three major domains, namely: 
 

(i) Career identity:  A structure of meanings in which the individual consciously links his own 
motivation, interests and competencies with acceptable career roles. It is the degree to which 
individuals define themselves by their work and by their organisation.  

 
(ii)  Career insight:  This is defined as  the “extent to which the person has realistic perceptions of 

him or herself and the organisation and relates these perceptions to career goals.” (self 
knowledge of strengths and weaknesses) 

 
(iii) Career resilience: This is the ability to adapt to changing circumstances. ‘It encompasses 

welcoming a job and organisational changes, looking forward to working with new and different 
people, having self-confidence and being willing to take risks.  The opposite of career resilience 
appears to be career resilience. 

 
Career maturity involves the process of making career choices. It includes individual’s readiness to 
cope with the developmental career tasks. It is the ability to make career decisions that reflect 
decisiveness, self-reliance, independence and a willingness to compromise between one’s personal 
needs and the requirements of one’s career situation. 
 
Individual’s career maturity and adaptability are linked to their career resilience. Individuals who make 
career decisions that reflect decisiveness, involvement, independence, task orientation and 
willingness to compromise between needs and reality have usually achieved a high degree of career 
maturity. 
 

Distinguish between Traditional and Contemporary Definitions of a career repeated x 3 
 
Over the years, the most popular definition has been career advancement that views a career as a 
course of professional life or employment, which affords opportunity for progress or advancement in 
the world. Such a career is evaluated by the number of upward moves (promotions) during an 
individual's career life. A linear career pattern is followed characterized by quick upward movements 
in the hierarchy of the organisation. This meaning includes aspects of the external (objective) career, 
which identifies the route (steps) that an individual has to follow in an organisation or profession to 
make progress. These are usually the aspects that appear on a curriculum vitae.  
 



Today career experts agree that a career is not restricted to upward and/or predictable movement 
within one kind of work.  
The 21st century world of work has moved away from an era of the one-life-one-career perspective, 
where one series of career stages (entrance into the world of work, establishing oneself in one's job, 
mastering and maintaining one's job, retiring from the workplace) covered the whole of a person's 
work life. In its place is a new form of career, which consists of a series of learning cycles across 
multidirectional career pathways.  
Careers have become multi-directional due to the emergence of boundaryless organisations and the 
ever-changing processes of restructuring, often accompanied by redundancies that have shattered 
traditional bureaucracies. In the contemporary workplace, careers are seen as a life journey where 
individuals' careers will consist of a greater number of transitions as a result of the changing nature of 
work organisations.  
 
Contemporary definitions therefore look at a career as a long-term process of development of the 
employee along a path of experiences and jobs in one or more organisations, or as significant 
learning’s and experiences that identify an individual's professional life, direction, competencies and 
accomplishments through positions, jobs, roles and assignments. Ideally, careers are selected; 
individuals fit careers to their aims, desires and competencies. A career is thus not just a job, but 
evolves around a process, an attitude, intentional and goal-directed behavior, and a situation in a 
person’s work life to achieve set career goals.  
 
A career has been defined in terms of the contemporary perspective of a career, namely that a career 
is an evolving sequence of employment-related experiences over time. As organisations are 
changing, becoming virtual, more flexible, introducing fewer structures, contracting out services and 
using more freelance workers, careers are rather to be viewed in terms of lifelong learning than in 
terms of upward movements. In view of this, a definition of 'career' more suited to these new 
developments and changing organisations should apply. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Chapter 4 

 

Jung’s theory of personality types – repeated x 2 



This theory proposes - psychological type as a major construct by which personality can be 
understood.  The psychological process includes two attitudes and four psychological functions: 
 
Two attitudes 

1. Extraversion: Individuals focus their psychic energy on the external and the objective 
outside themselves. Their interest is in the immediate environment, in people and things 
and that which is objectively possible.  

2. Introversion: This involves an attitude in which individuals focus on their psychic energy 
on subjective factors within themselves. Their interest is motivated by the inner world of 
concepts and ideas, while the object and external events are a secondary importance to 
them. 

 
Four psychological functions 

1. Sensing (sensation): This refers to the perceptual mode mediated by the sense organs 
and body senses, i.e. perception of external and internal physical stimuli.  It involves an 
orientation to experience that which is present, visible or concrete. 

2. Intuition: Refers to a perceptual mode mediated by the unconscious.  It is not based on 
objective facts but involves an instinctive kind of apprehension beyond the visible in which 
something is experienced as whole or as complete without knowing why. 

3. Thinking: Refers to a mode of judging by which individuals try to understand things and 
link their ideas by means of a concept. It involves judging that can be intentional or 
unintentional. 

4. Feeling attitude: Refers to a mode of judging by which the individual accepts or rejects 
things and ideas because of the pleasant or unpleasant feelings they evoke. It is a total 
subjective process by which the individual imparts a value judgement.     

 
These functions and attitudes combine in different ways to constitute psychological types 
Jung stated that individuals mostly use one attitude and one of the functions in orienting themselves.  
The Jung Personality Questionnaire is designed to yield eight psychological types from four scales. 
Each type is an indication of the predominant attitude, the predominant irrational function and the 
predominant rational function. It is especially useful for selecting a suitable occupation as the manual 
accompanying the test includes an extensive list of occupations suitable for the eight types.   
The Myers- Briggs Type Indicator: This is designed to yield sixteen psychological types from four 
scales.  
 
Cook, Heppner & O’Brien race/gender ecological theory 
repeated x 1 - asked in 2012 –never come out again 
The ecological model states that human behavior is caused by the ongoing, dynamic interaction 
between the person & the environment. Vocational/career behavior is seen as an “act-in-context‟ 
where the context is essential to the explanation & meaningfulness of the individual’s behavior. 
 
Four systems that make up an environment 

1. The microsystem or the person 
2. The ecosystem, consisting of family, peer groups, school mates etc 
3. The ecosystem, consisting of friends of family, extended family, neighbours, workplaces, 

media etc 
4. The microsystem is the sum of broad ideologies expressed and modeled by the larger social 

group. 
Super’s Career development theory repeated x 3 
 
Super developed his theory of career development as a process over five life stages from childhood 
to old age. Career development is seen as comprising the formation and implementation of self-



concepts in occupational contexts. It is a process that involves a synthesis or compromise between 
the individual's self-concepts and aspects of reality such as social, economic and cultural factors. 
 
Life stages: Super describes the following life stages:  
 
Growth (birth, age + 12–14)  
Children develop concepts of themselves through contact with adults who become role models. 
Curiosity drives them to explore and experience the world around them. Pleasant experiences lead to 
the development of interests, which, together with the development of self-esteem, autonomy and 
future perspective, provide the capacity for forward planning. If these characteristics do not develop, 
feelings of alienation, of being helpless in a world dominated by other people may result, with the 
possibility that the individual may become a conformist, a drifter or a flounderer. Fantasy influences 
the development of interests, but as experience makes children more aware of their capacities, their 
interests become more realistic.  
 
Exploration (adolescence, age + 14–25)  
Adolescents at first make tentative career choices, which may be tried out in the exploration of part-
time or holiday work. Tentative choices are usually followed by exploration of a chosen field in greater 
depth. Sometimes, the exploration of a chosen field precludes considering alternative choices. An 
individual may also pursue a particular field as a result of the inspiration or expectations of parents 
and other adults. Such an early choice may, at a later stage, result in career crises. Such individuals 
cannot cope with change because they are accustomed to seeing a career as encompassing 'an 
occupation' rather than as different roles or directions. 
 
Establishment (early adulthood, age + 25–45)  
Establishment involves a period of trial in the late 20s and a period of stabilization in the 30s and 
early 40s. The trial includes a succession of job changes before a final choice is made or before it 
becomes clear that the career will consist of changes. During stabilization, security and advancement 
become priorities. Frustration due to unsuccessful stabilization may lead to either stagnation or to 
change. Some individuals thrive on change ─ they do not stabilize and their careers may consist of a 
series of trial periods. Super contends that most people, including those who find stabilization and 
those who favor change, see the years of early adulthood as the best years of their lives.  
 
Maintenance (middle adulthood, age + 45–65)  
At this stage, there is generally continuation along established lines in one's work. Some individuals, 
who have not achieved what they wanted to, may stagnate in the status quo and avoid actively 
acquiring new knowledge and skills. Others may focus on reaching further goals, for example, by 
means of continuing education. Others may become innovators and change agents, akin to some 
individuals in the establishment stage. 
 
Decline (old age, + 65)  
As people enter old age, they first tend to decelerate work activities by, for example, seeking less 
responsibility or selectively changing work roles. As they sense a decline in their physical and mental 
powers, they may selectively start disengaging from work roles. Disengagement varies from person to 
person. Some occupations and circumstances enable individuals to choose when they wish to 
disengage by retiring, while others are forced to retire and thus disengage. Depending on the person 
and the situation, retirement may result in a sense of loss, or it may be stimulating in that new choices 
can be made.  
 
Although Super distinguishes these life stages, he stresses the point that individuals do not develop 
uniformly. Life stages normally occur at the approximate ages indicated, but are not discrete and not 
invariable. The ages at which they begin and end are flexible and transition to a particular stage may 



include characteristics of another stage. Exploration, for example, which is generally associated with 
adolescence, may manifest in adult stages in the form of exploring occupational change and new 
opportunities, or after retirement in the form of exploring new roles. The underlying principle of 
exploration remains the same, but manifests in different forms in different stages. A career may 
include not only new explorations but also new growth in different stages, or re-establishment in 
different types of roles or jobs. This process of recurring life-stage characteristics is referred to as 
recycling. 
 
 
NB!!!  This is summary of Super’s theory to help you to remember but learning the below table 
wont earn you enough marks in the exam – this is just a tool for to help you memorize 

 
 
 
 
Super’s Life- Career Rainbow & Segmental Model  
Repeated x 1 – asked in 2011 – has never come out again 
Refer to textbook Pg 179 & 181 for diagram and explanations of the diagram 
 
 
 
 
 
 
Savicka’s Career Construction Theory repeated x 3 
 
This theory asserts that individuals construct their careers by imposing meaning on their vocational 
behaviour and occupational experiences.  



Career denotes a subjective construction that imposes personal meaning on past memories; present 
experiences and future aspirations by weaving them into a life theme that patterns the individual's 
work life.  
 
The subjective career guides, regulates and sustains vocational behavior by the patterning of work 
experiences into a cohesive whole that produces a meaningful story. 
In telling career stories about their work experiences, individuals highlight particular experiences to 
produce a narrative truth by which they live. 
 
Counsellors who use career construction theory listen to clients’ narratives for the storylines of life 
structure issues (work and other roles that constitute a person’s life), vocational personality style 
(personality traits such as abilities, needs, values, interests and other traits that are typical of a 
person’s self-concept), career adaptability (the coping mechanisms used by individuals to negotiate 
developmental tasks and environmental changes that accumulate in the course of a lifetime) and 
thematic life stories or life themes (the motivations and driving forces that pattern lives) 
 

Life structure 
Work is situated within a web of social roles that individuals enact and that form the basis of the 
human life structure.  
Individuals seek career counselling at times of role change and when they want to reconfigure their 
life structures into a different pattern of life roles.  
Career construction theory attends to the relative importance that individuals ascribe to roles in 
family, play, leisure, school, work, community and other domains over the life-span, rather than the 
work role.  
The growing changes of the world not only in work, but diversity, global economy and occupations etc 
influence individual’s levels of role salience and role viability. 

Role commitment and role participation is influenced by personal, cultural and structural factors, such as 

gender expectations, social class, discrimination etc. 

 
Career adaptability 
Career construction builds on Super's view of the career as a series of attempts to implement a self-
concept.  
It incorporates Super's development career stages using the rubrics of growth, exploration, 
establishment, management and disengagement.  
Each career stage entails a primary adaptive goal. 
Completing all tasks associated with each stage builds a foundation for success and future 
adaptability, and reduces the likelihood of difficulties in later stages.  
 

Career adaptability shows how an individual can deal with current developmental tasks and job 
crises.  

It entails distinct attitudes, beliefs, and competencies that influence strategies used to solve problems and 

behaviours aligned to one’s vocational self concept with work roles over the life course. These 

include: 

● Career concern:  orienting oneself to the future and feeling optimistic about it.   

● Career control:  Increasing self-regulation though career decision-making and taking 

responsibility for ownership of the future 

● Career curiosity: engaging in productive career exploration and approaching the future 

realistically 



● Career confidence: acquiring problem-solving ability and self-efficacy beliefs 

Career adaptability helps individuals implement their self-concept as they deal with current work and 
other demands 
In dealing with career adaptability there are several developmental tasks that individuals must face 
during the various stages: 

➢ During the growth phase (<15) children's stories reflect their growth in relationship to issues 
that concern dealing with teachers, peers, parents and siblings.  

➢ In the exploration phase (15-25) young people's stories are made up with talk about their first 
full-time job, and the type of encounters they have with superiors and co-workers.  

➢ In the establishment phase (25-45) stories reflect promotion and pay increases.  

➢ Stories in the management/maintenance phase (45-65) include holding onto one's job, 
learning more about what is required in the job and dealing with technological advancements.  

➢ In the disengagement phase (+/- 65), thoughts of planning retirement and actually retiring are 
tasks that individuals may discuss with a counsellor. 

 

Personality style 
Personality traits and interests are viewed as dynamic, fluid and subjectively experienced possibilities 
for adaptation to the social world, rather than stable, static and objectively tangible entities.  
Empirically-derived trait categories are perceived as socially constructed by people living within a 
distinct and particular temporal, situational and cultural context that sustains their use and meaning.  
Vocational personality types and occupational interests constitute resemblances to socially-
constructed clusters of attitudes and skills appropriate only to the extent that they indicate similarities 
among types of people.  
Individuals can retain or discontinue using particular adaptive coping strategies depending on 
situational demands. 
 

Life theme stories 
This component emerged from Super's view that people, in entering an occupation, seek to 
implement a concept of them; and after stabilizing in an occupation, they seek to realise their 
potential and preserve self-esteem.  
Thus work provides the context for human development and constitutes an important location in each 
individual's life.  
Individuals engage in an ongoing process of adaptation to enhance the match between self and 
situation and better realise their self-concept in work 
 
Career counselling emphasizes identifying the client's life themes. 
This component deals with the reasons people move in the particular direction that they do; it 
represents the private meaning people attach to their particular career life stories. 
Life themes explain an individual's life structure, vocational personality style and career adaptability 
strategies.  
Personality styles indicate what a person has achieved and career adaptability strategies reflect how 
the person has achieved it.  
Counselling for career construction encourages individuals to use work and other life roles to become 
who they are and live the lives they have imagined. 
 
The counsellor's main aim is to help clients narrate and listen to their own stories.  
The counsellor tries to help clients give meaning and purpose to what they do in life by guiding them 
to reflect on their dominant life themes or life style. 



The concept of mattering (turning the client's thoughts or preoccupations into a life interest or an 
occupation that they will participate in, within society) is an important concept of an individual's life 
story and a core focus of career counselling. 
 
The Diagnostic Framework for Career Services 
 
The Diagnostic Framework for Career Services is based on Savicka’s model for coherent career 
services.  
Each of the career services in the framework draws upon different career theories because each 
service addresses a distinct problem that’s related to either the individual’s vocational self, career self 
or various life roles.  
 
Vocational self - is the individual’s attitudes and behavioural responses that are related to their 
vocational tasks and situations.  
Career self - is the subjective sense of the individual’s career. It refers to the self-awareness that 
individuals have of their own career behavior, their self-concepts & identities.  
The career self is the core of the subjective career + the vocational identity + the self-concept.  
Various life roles - The environment constitutes the various life roles and the related career/life tasks 

and challenges that individuals have to deal with in their career journeys. 

 
The Diagnostic Framework for Career Service depicts the coherence among the services and the 
various career theories.  
A career intervention draws on more than one service at a time. The career services include: 
 
Career counselling: facilitates self-reflection and cognitive restructuring in clients who need to 
develop career competency, career maturity and career self-efficacy.  
Techniques: Post modernism approaches such Savicka’s career construction theory and 
logotherapy   
 
Career guidance: Helps individuals who are undecided to articulate their behavioural repertoire and 
then translate into vocational choices.  
Techniques: Holland’s Trait and factor theories, Schein’s career anchors.   
 
Career placement: This relates to individuals who have chosen an occupational field to secure a 
position in that occupation. Clients are helped to gather information, write resumes, search 
employment and prepare for interviews. 
Techniques: Krumboltz and Hackett’s social learning theory  
 
Career therapy: assist individuals who have trouble developing a clear and stable vocational identity 
to examine what they need to feel secure. It focuses on facilitating career adjustment of individuals 
who are experiencing career transitions.    
Techniques: Bordin and Roe’s psychodynamic approach and postmodern approaches such as 
career construction theory and existential career counselling.  
 
Career education: Helps clients develop career self-management attitudes as well as career 
competencies such as planning and decision making.  It also develops readiness to cope with life 
tasks and challenges related to their life/career stage.  
Techniques: psychological education, cognitive behaviour and developmental counselling e.g. 
Cook’s race/gender ecological theory, life career theory of Tiedemann, Savicka’s career construction 
theory.   
 



Career coaching: Assists with problems encountered adjusting to occupational positions to learn 
better adaptive skills to become more career resilient.  
Techniques: include ecological systems and cognitive behavioural theory e.g. Cook’s race/gender 
ecological theory. Krumboltz’s theory etc 
 
The ethical and legal implications of using career tests and inventories repeated x 1 
 
The use of tests and inventories is regulated by the Health Professions Councils of South Africa 
(HPCSA). All professional and practicing career counselors and psychologists must be registered 
with the Health Professions Council of South Africa. The Professional Board for Psychology controls 
and applies the laws regarding psychological training and professional actions. The basic ideals and 
assumptions underlying psychological practice are based on the recognition of the worth and dignity 
of the individual irrespective of race, creed, sex, status, language and other personal factors.  
Moral and legal standards compel psychologists and career counselors to be aware of and sensitive 
to standards and issues, and not to act or use methods in a way that will offend or not be in the best 
interest of clients. Psychological tests and other processes and decisions involving people must be 
fair and undiscriminating. Confidentiality and informed consent should be honored by all 
psychologists and career counselors. The welfare of individuals and groups is always paramount. 
Conflicts over ethical principles may arise when the psychologist or career counselor has to make 
decisions that might seem contradictory. 

 

Ethical considerations repeated x 8 
 
Ethical Codes for Psychologists stipulate values and norms for psychologists with respect to 
professional actions such as testing, therapy and research, personal actions and behavior towards 
colleagues and clients.  
 
The Psychological Society of South Africa  (PsySSA) (page 143) manages a publication Ethical 
Codes for Psychologists: 
Recognition of the worth and dignity of the individual irrespective of race, creed, sex, status 
language etc 
The use of research knowledge and methods and skills must be used objectively and unbiasedly to 
understand human behaviour better and to improve the welfare of people 
High standards should be maintained by reflecting their qualifications and experience accurately, 
keeping up to date with their methods of practice and performing tasks professionally and in a 
planned and responsible way. 
Moral and legal standards compel psychologists and career counsellors to be aware of and 
sensitive to standards and issues and not to act or use methods in a way that will offend or not be in 
the interest of clients. 
Psychological tests and other processes and decisions involving people must be fair and 
undiscriminating. 
Confidentiality and informed consent should be honoured and no invasion of privacy 
The welfare of client is always important 
Be open about fees and termination of services. Conflicts over ethical principles may arise when 
decisions have to be made that might seem contradictory. (Dishonesty of client, substance abuse or 
spouse abuse)  
 
 

Chapter 5 
 



 

Middle adulthood life/career stage life tasks include redefining one’s identity, clarifying one’s 
philosophy of life, adjusting to changes in family life, utilising more leisure time and finding 
new occupational satisfactions as training and experience become consolidated. (pg 175 – 179) 

Career development competencies that children need to develop in preschool and elementary 
school environments repeated x 3 
 

● Establishing effective classroom guidance activities like fostering peer relationships, 

understanding of self, communication skills, decision-making skills and study skills  

● Developing effective individual & small group counseling addressing topics like self-image, 

self-esteem interpersonal concerns, family issues, personal adjustment and behavior problems  

● Using assessment instrument to measure ability, interests, academic achievement and skills  

● Fostering the developmental process via career awareness of lifelong growth of values, 

interests and skills that will influence future work roles  

● Coordinating programs that will involve school & community resources, all school career-

related activities & other programs that promote children’s self-knowledge and skill 

development 

 
Early adulthood life stage  
 
Life Task and Challenges repeated x 3 

● Achieving independence and responsibility  
● Developing self-reliance or autonomy  
● Establishing ones identity  
● Finding a place in and contributing to society 
● Making an impact on ones environment 
● Becoming established in an occupation and in family life 
● Developing intimacy, becoming committed and involved 
● Developing stable affiliations  
● Becoming employable and career resilient 
● Dealing constructively with the quarter life crisis 

 
Quarter life crises repeated x 1- 2013 
 
The age 30 transition phase may now occur between the ages of 20 to 35 due to the changing 
characteristics of the contemporary workplace and dynamic nature of the 21st Century career. This 
phase is referred to as the quarter life quandary 
 
Individuals in their early life/career stage experiencing the quarter-life crises or quandary are 
confronted by life questions such as: 

● What career should I focus on? Careers in the contemporary workplace offer numerous 
possibilities and young adults have multiple interests. 

● Where should I live? Should I stay with my family, follow my friends, or follow my heart? 
● Shouldn't I be more settled by this stage of my life? Is it okay to still be experimenting with my 

life's options? 
● Where do I belong? 
● Am I useless just because I can’t define what my life’s dream is? 



● Don’t people expect bigger and better things from me at this stage? 
● What if I try something new and I fail? 
● Why is it that everyone seems surer of themselves than me?  

 
The quarter-life quandary is usually followed by a phase called settling down. During this phase, the 
self has to become engaged in the world – individuals have to fulfill goals and aspirations set earlier 
and they have to find a niche in society.  
 
Middle adulthood life stage repeated x 1 
The mid-life transition and middle adulthood is dominated by conscious ageing, an acknowledgment 
of mortality and potential for increased illness and diseases. Middle adulthood involves physical 
changes, such as bone loss and a decline in muscle activity, lung capacity, visual acuity etc 
Psychological benefits are more wisdom, more autonomy, being less driven by instinctual drives, 
coming to terms with limitations, having social concerns and a broader life perspective.  
Cognitive functioning is characterised by being able to look at matters more objectively, being able to 
see several points of view regarding a matter and finding synthesis that integrates opposing points of 
views. Some aspects of intelligence show continuity and others change. 
 
Life tasks and challenges in middle adulthood 

● Redefining one’s identity  
● Clarifying one’s values and philosophy of life  
● Adjusting to changes in family life 
● Utilising more leisure time  
● Finding new occupational satisfactions. 
● Sustaining employability 
● Dealing with career transitions  
● Finding a balance between agency and communion 
● Dealing constructively with the mid-life crises 
● Maintaining health and emotional wellbeing 

 

The mid – life crisis  

A mid-life crisis can occur during the late thirties or early forties 
Individuals have to contend with identity questions like “What have I achieved?” or “Where am I 
going?” 
The person stands on the delicate threshold between the outcomes of exploration, establishment and 
maintenance and the threat of decline.   
 
Various kinds of crisis behaviour include: 

● Anxiety 
● Depression 
● Hypochondria 
● Alcoholism 
● Change of work, home and /or spouse 
● Obsession with denigrating one’s life at present 
● Attempts to regain youth through dieting and youthful clothing 
● Workaholism, recklessness and ruthlessness  

Crises behavior arises when you deny the unavoidable realities of the middle years and still cling to 
the mania of early adulthood where everything seemed possible.  
A mid-life crisis can manifest in what Kets de Vries refers to as organisational sleepwalking, some 
individuals become alexlthymic.  



These individuals are unable to understand or struggle with the emotions and negate that these 
emotions exist. They appear to be unruffled, become robot-like mechanics with no self-awareness 
and are preoccupied with the concrete and objective. 
 
A critical issue in mid-life is the search for spiritual authenticity. Authenticity can be accomplished by 
disassembling the self to renew it. The self that is disassembled was constructed by the individual to 
satisfy society or other people. It forms part of the individuals identities that they relied on before.  
 
In the work context, mid-life is usually a time for reappraisal of the past and appraisal of long-term 
career plans – the dream is compared to the reality of progress. If there is a discrepancy, individuals 
might resolve the problem by re-evaluating long-term goals by trying to modify the nature of their work 
and their view of work. 
Setting new goals and acquiring new knowledge and skills you can optimally re-engage exploratory 
needs.  
 
Continuous learning is required for continued success and the keys to mid-career success are the 
ability to self-reflect about ones identity and to develop adaptability – these are known as meta skills 
in that they are skills with which one learns to learn. Individuals become responsible for their own 
success.  
 
Retraining by experts is costly and timely, skills and tasks are usually theoretical or simulated, 
whereas continuous learning occurs in the real work situation  
 
Women see success in terms of personal meaning and choice rather than in terms of social 
definitions of success. 
They express the need to be perceived as valuable to the organisation and can therefore be retained 
by the organisation if the latter fosters satisfaction by encouraging mid-career women to engage in 
entrepreneurial activities by moving them to top management 
 
Late adulthood life stage repeated x 2 
 

Life task and Challenges 
 
Late life workers or pensioners should be studied as individuals rather than a group that is associated 
with stereotypes, such as unproductive, unmotivated, too rigid to adapt to change. 
Physical decline is inevitable – motor co-ordination and speed declines, blood vessels become less 
elastic and chronic conditions such as arthritis, high blood pressure or dementia become possibilities. 
Speed of information processing declines, cognitive abilities decline with disuse and aspects of the 
environment such as decreased sensory and intellectual stimulation and lack of social support result 
in cognitive change irrespective of individual’s abilities. 
A key challenge for late career workers is to keep engaged and productive at work while actively 
preparing for life after work. 
Older managers are sometimes unwilling to take risks. 
Older workers display lower turnover rates and no difference in attendance records in comparison to 
younger employees. 
Individuals are confronted with not only bodily and possible cognitive decline but also socio- 
economic losses such as losing recognition and authority as they retire from work. As a result 
individuals become less interested in the rewards of society and more interested in finding new 
balance of involvement with society. 
Individuals have to accept their life cycle of ego vs. despair. 
 
Key Life tasks/Challenges 



● Dealing with socio-emotional losses 
● Establishing satisfactory physical living arrangements 
● Adjusting to changes concerning one’s spouse 
● Maintaining health & emotional well being 
● Preparing for retirement 
● Sustaining ego-identity 
● Remaining a productive citizen 

 
Preparing for retirement 

● Late adulthood is associated with retirement. 
● Involves modification of identity rather than identity crisis 
● Depending on the individual retirement from a career can be enriching or impoverishing, could 

mean freedom from unsatisfying work or freedom to do what one wants to really do. 
● Adjustment to retirement is influenced by motivational factors: 
● Neutrally motivated individuals will have few problems. 
● Success orientated individuals could die soon after retirement of they do not do other work 
● Someone who fears failure will flourish after retirement. 

 
Effective adjustment is best explained by various theories 

● Continuity theory: activities and roles during retirement should be similar to those undertaken 
before retirement. 

● Activity theory: which accepts that work has different meanings for different people and 
substitutes have to be found for work roles 

● Disengagement theory: withdrawal from work for people who feel threatened in their work by 
conflict of failure or success orientated people. 

● Differential disengagement: people retire from only some aspects of their work and continue 
with other activities. 

 
Organizational career development support for late adulthood 
 
Organizations can assist employees going on retirement by encouraging them to accept themselves 
and broaden their skills and interests. 
Allowing them a phasing – out program i.e. to do part time consulting work and providing pre-
retirement programs a few years before retirement. Individuals who attend these programmes 
experience more satisfaction and fewer psychological and financial problems than individuals who do 
not. 
 
These programmes cover the following topics: 

● Psychological aspects of retirement, developing personal interests and activities 
● Housing 
● Healthcare during retirement 
● Financial planning and investments 
● Estate planning 

 
 
Career development needs of men and women repeated x 2 
 
Societal changes over the past 40 years or 50 years have led to work being a critically important part 
of women’s lives and thus resulted in changing the assumption that women’s career are not as 
important as men’s because they tend to occupy only short periods of the adult women’s life-span. 



Although women now constitute a significant portion of the labour force, their work continues to be 
focused in traditionally female occupations and to be less well paid than that of men. 
Women and men face different challenges as they advance in their careers.  
During their 20s, men tend to use work as the major way to differentiate themselves from their 
parents and become an adult.  
During their 30s, men seek career success with some men believing that work will somehow protect 
them from misfortune.  
In their 40s, men realise that the belief they held in their 30s is a false conception. 
Women in contrast have different career experiences. Women experience intense role confusion 
early in their development due to gender stereotyping. They tend to be more inhibited in their self-
expression, they delay their career aspirations in lieu of family responsibilities and their development 
patterns are more individualised. Women often have multiple roles and responsibilities and they tend 
to celebrate a greater variety of career forms and lifestyle choices (non-linear career patterns and 
preferences) rather than paid work and status (or linear career patterns) as the distinguishing features 
of their career. 
 
Women’s careers could be divided into three quite long phases: 
 
Phase 1: idealistic achievement (in the 20s and early 30s) with the emphasis on personal control, 
career satisfaction and achievement and positive impact on others. 
 
Phase 2: pragmatic endurance (in the mid-30s to late 40s) with the emphasis on doing what has to 
be done, whilst managing multiple relationships and responsibilities. This phase characterised by less 
control and more dissatisfaction. 
Around age 40 women tend to re-evaluate the career-family balance 
 
Phase 3: re-inventive contribution (around 50 onwards) women make a re-inventive contribution to 
organisations, families and communities without losing sight of self. Careers are viewed as learning 
opportunities and a chance to make a difference to others. 
 
Women are more likely than men to make career transitions for family reasons in order to achieve a 
more satisfying balance between work and family. Women therefore tend to have more frequent 
employment breaks or interruptions than men.  
Men tend to focus more on justice, rules and agency. Men tend to make career decisions from a goal 
orientation, focusing on independent action. Men tend to keep their career and family issues separate 
 
 
NB!!!! 
I was unable to find the answer for the following 3 Questions related to Chapter 5 

● Oct 2014  – Q 3C 
● May 2015 – Q 4A 
● Oct 2017  – Q 3.2 

 

 

 

 

Chapter 6 



Definition of Career Anchors  
 
The concept of a career anchor refers to a pattern of self-perceived talents and abilities, basic values and the 
evolved sense of motives and needs (as they pertain to the career) that influences a person’s career–related 
decisions. 
 
A person’s career self-concept develops as a person gains life experience.  
 
As individuals are required to make choices related to their self-development, family or career, they may 
become more aware of the values and motives that frame the choices they make.  
 
An individual’s career self-concept acts as a stabilizing force; when an important life (or career) choice needs 
to be made, there are certain concerns, needs or values that the individual will not give up. 
 
A career anchor can therefore be defined as ‘a cluster of self-perceived talents, motives and values that forms 
the nucleus of a person’s occupational self-concept’  
 
A career anchor can be described as ‘the pattern of self-perceived areas of competence, motives and values 
that guide and constrain career choices’. 
 
Schein’s career anchors can be grouped into three categories: 

● Need based career anchors ( Autonomy/ Independence, Security/Stability and Lifestyle career anchors  
● Value based career anchors  (Service/dedication to a cause, Pure challenge)  
● Talent based career anchors ( Technical/Functional Competence, General Managerial Competence, 

Entrepreneurial Creativity) 
 

Need Based Career Anchors 
 
Lifestyle  

● These people always want to harmonize personal life with career requirements 
● Desire to integrate the needs of the individual, family and career  
● Organisational attitude that respects personal and family concerns  
● Respects  openness  to renegotiation of the psychological contract in line with changing lifestyle needs  
● Flexible work arrangements 
● Values company benefits that allow flexible work arrangement options to balance work and family life 

 
Security/Stability 

● These people need both job and material security –they are always prepared to carry out work the way 
their employer wants them to.  

● Stable predictable work 
● Prefer to be paid in steady increments based on length of service 
● Benefit packages which emphasize insurance and retirement programmes 
● Values recognition for loyalty and steady performance and assurance of further stability and steady 

employment 
 

Autonomy / Independence 
● Clearly delineated, time-bound kinds of work within area of expertise  
● Clearly defined goals which allow means of accomplishment to the individual 
● Do not desire close supervision and value pay for performance, bonuses / autonomy – orientated 

promotion systems. 
 
 

Value Based Anchors 
 

Service/Dedication to a Cause  



● These people will always be prepared to do something to improve life in general  
● Opportunities to influence the employing organization or social policies in the direction of one’s 

personal values 
● serving a higher purpose in line with one’s personal values 
● Works towards important values of improving the world in some manner  
● Prefers to help professionals  (nursing, teaching, ministry)  
● Values fair pay and recognition for ones contributions 
● Values opportunities to move into positions with more influence and freedom 

 
Pure Challenge 

● Pursue challenge for its own sake 
● Prefer jobs where one faces tougher challenges, or more difficult problems, irrespective of the kind of 

problem involved. 
● Highly motivated and value adequate opportunities for self-tests. 

 

Talent Based Anchors 
 
Entrepreneurial creativity 

● These people will always consider the possibility of creating their own business.  
● Enjoys creating new products or services, building new organisations through financial manipulation or 

by taking over an existing business or reshaping it in ones image 
● Constantly requires new challenges 
● Values power and freedom to create wealth  
● High personal visibility and public recognition   

 
Technical/Functional Competencies  

● These people are always be prepared to find a way to use their skills to improve this competence  
● They prefer challenging work that tests their talents, abilities and skills 

● They want to be paid according to their skills levels 
● They require opportunities for self developments in their particular field 

● Achievement of expert status amongst peers 

 
General Managerial Competence  

● Challenging, varied and integrative work /  high level of responsibility / high pay level 
● Leadership opportunities that allow contribution to the organization  
● Promotion / bonuses based on merit, measured performance or results, position of higher 

responsibility-rank, salary, number of subordinates, size of budget. 
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