Chapter 4 ®)
How Global Change Necessitates oo
Innovation in Career Counseling:

Linking Economic, Industrial,

Psychology, and Career Counseling

Waves

If you look at history, innovation doesn’t come just from giving
people incentives; it comes from creating environments where
their ideas can connect (Steven Johnson)

Abstract This chapter elaborates on the link between successive waves in career
counseling, psychology, the global economy, and successive industrial revolutions.
The waves in career counseling are then linked to prominent helping models in
each wave, the attributes or traits emphasized during each wave are highlighted,
and associated career interventions are explained. The influence of concurrent “busi-
ness models” on career counseling helping models are examined, and associated
personality traits are clarified before the chapter is concluded.

4.1 Orientation

Any innovation in the theory and practice of career counseling should be considered
against the background of Collin and Young’s (1986, p. 827) comment: “[Career
counseling] provides the basis for action in the real world.” The authors contend that
such action should impact people positively in an ever-changing world “in which
occupational certainties are [constantly and progressively] being eroded” (p. 827).
They argue that a career counseling theory needs to be consistent, coherent, appro-
priate, and sufficiently pertinent to change and its effect to qualify for informing
policy and practice. Likewise, Pryor (2008) states that career counselors should
adopt an accommodating approach to changes in the occupational world and to their
impact. He contends also that considering global occupational trends and techno-
logical advances through an integrative lens is key to career counselors renewing
themselves to meet the growing need for contemporary skills and attitudes. We as
career counselors need to identify and inculcate such skills, attitudes, and traits in
order to help our clients not only survive but become adaptive and thrive. Today,
referring to “people skills” as “soft skills” is no longer acceptable (Agarwal, 2018),
and there is growing global consensus that people skills are actually the key skills
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in any corporation and should rather be referred to as “hard skills”. Villiers (2020)
contends that “Career development professionals do clients a major disservice by
using the flawed ‘hard’/’soft’ skills distinction. It perpetuates the false idea that there
is little rigor in learning and applying emotional intelligence, persuasion, negotia-
tion, and team leadership” (p. 1). These sentiments merely serve to confirm Savickas’
(2006a) view: “T keep repeating that the vocational guidance model is a superb model
for countries that are still organized the way we were from 1900 to 1950. I am not
saying any of these models are no good; depends though on which type of economy
you are working in” (p. 5).

What is happening in South Africa and in most developing country contexts
supports this observation and is the main reason for the model I am proposing.
Extensive research (as discussed in this book) has confirmed that the approach works
well in both Global North and Global South contexts.

4.1.1 Overview of the Different Waves in the Economy,
Industry (Industrial Revolutions), Psychology
in General, and Career Counseling

I agree with the authors cited above that an innovative approach to career counseling
should be designed and assessed against the following four criteria, namely, it should
be (a) consistent, (b) appropriate, (c) relevant, and (d) sufficiently attuned and sensi-
tive to change and its impact if it is to inform policy and practice meaningfully. Any
new strategy should therefore be based on a thorough examination of the identifi-
able, consecutive, and largely overlapping waves or cycles in the economy, industry
(culminating in the Fourth Industrial Revolution or Work 4.0 and the impending Fifth
Industrial Revolution or Work 5.0), psychology in general, and career counseling in
particular over the past 100 years or more (Maree, 2010a, 2010b, 2013).

Understanding and appreciating the factors that have guided the career counseling
profession since the beginning of the 20th century requires some knowledge of
the connection between the different waves in the economy, industry (industrial
revolutions), psychology in general, and career counseling during successive periods
in the past millennium or so. This will help explain why counseling for self- and
career construction has emerged so strongly during the past three decades as a key
theoretical component of the contemporary theory base for career counseling research
and practice. Table 4.1 shows the link or overlap between these different waves over
the past 120* years orso.! An overview is given below of the link between the different
waves in the economy, industry (industrial revolutions), psychology in general, and
career counseling.

T All time frames in this section date back to the beginning of the 20th century. Tables 4.1 and 4.2
have been designed to help readers see the overall pattern; the “big” picture and should not be seen
as “final” or 100% precise. It is impossible to be entirely accurate when it comes to discussions of
this kind and to surmising about the future.
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Below, I elaborate on the meaning and implications of this table. The reader is
reminded that my comments about the fifth wave are purely hypothetical and based
on my idiosyncratic reading of future events.

4.1.2 Association Between Successive Waves in Career
Counseling, Psychology,” the Global Economy,
and Successive Industrial Revolutions

Influence of the economy on career counseling. The state of the economy of
any given country impacts the career counseling profession. Many impoverished
people (including learners from socioeconomically disadvantaged contexts and other
disabling conditions in rural areas and townships in particular) struggle to access
education and training and also to adapt to university studies (Ribeiro, 2016). In
South Africa, for instance, which is categorized as a developing, Global South country
(with small sections of the economy having a Global North character), only a small
percentage of the population ever receive career counseling.

According to the Quarterly Labour Force Survey (QLFS) (2019), during the third
quarter of 2019, the official unemployment rate in South Africa increased to 29.1%.
Moreover, one in every six South African workers in the informal economy (referred
to as the ‘forgotten economy’). The situation of unemployed people who are neither
in education nor in training is particularly dire. Of the 3.4 million 15 to 24-year-olds,
roughly 33.2% were “Not in Education, Employment, or Training” (NEETs), and
of the 20.3 million 15 to 34-year-olds, 40.7% were NEETs. Currently (Staff writer,
2019), four months after the release of the QLFS report, the unemployment figure
has increased to 29.0%. In addition, the so-called “expanded unemployment rate”
has risen to 38.5%.

There are many reasons for the high unemployment in South Africa:

a. The national unemployment rate is hovering in the region of 29%, which means
that many people have to accept any form of employment as long as the job can
help them secure an income and eke out a living. The overwhelming majority
of these people need an income so badly that merely finding a job overrides the
notion of searching for work that will promote their sense of meaning, help them
find meaning in the workplace, and kindle their sense of hope for the future.

b. There are too few trained career counselors to meet the career counseling needs
of the entire population.

2This is merely a tentative attempt at generalizing (one that applies to Global North contexts
especially). While one time frame may, for instance, apply to Global North contexts, other frames
may apply to Global South contexts. Time frames also often intersect. Other authors may very well
have different views on the matter.
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c. Only a small percentage of career counselors have been trained in contemporary
career counseling approaches and associated interventions.’

d. Career counseling is expensive, which means very few people can afford this
service.

e. “Testing and telling” is the standard mode of assessing people and administering
career counseling in group contexts especially. For various reasons, this is not
ideal.

The next section covers the use of traditional career counseling approaches in
different contexts.

Pervasive influence of traditional (trait-and-factor) career counseling. Interest
in qualitative (storied) approaches together with quantitative (objective) approaches
has increased significantly in their use in individual contexts (Hartung & Santili,
2018). However, despite the fact that postmodern approaches have begun to gain
traction during the past three decades in developed (Global North) countries, the
traditional style of career counseling, based on the interpretation of test results and
the recommendation of a few fields of study by an ‘expert’ career counselor, still
prevails in large parts of Global South, underdeveloped countries especially. Besides,
traditional career counseling still serves a useful purpose in developing, less affluent,
third world countries, especially because very few of these countries have as yet
made the “narrative turn”. This “turn” can be described as the transition from using
tests in career counseling to helping people identify and describe who they really are
by articulating their career-lives in words (Hartung, 2013a, 2013b; White & Epston,
1990). However, the traditional approach to career counseling still predominates
even in many affluent, primarily first world (Global North) countries. Furthermore,
insufficient research has been done on the viability of group-based career counseling
intervention, self- and career construction, and life design intervention (in developing
countries in particular). This is the case even though drawing on group-based career
counseling models is key to meeting the career counseling needs of large numbers
of people who currently have little or no access to any career counseling. It should
be emphasized, though, that while working in groups has the advantage of reaching
more people, it has other advantages as well (see, for instance, Lehman, Ribeiro,
Uvaldo, and Silva (2015).

Influence of economic and industrial waves on the occupational world. Irre-
spective of the socioeconomic situation in any given country, and the career coun-
seling approach followed, the impact of consecutive economic and industrial waves
on the occupational world is felt in all work contexts in post-industrial societies.
Guichard (2004, 2013a, 2013b), Hartung (2016), Maree (2016), Savickas (2011a,
2011b, 2011c) and others explain how the changed and ever-changing occupational
environments are increasingly failing either to maintain or create “safe spaces” for
their workers. Recent occupational trends such as the gig economy and digital nomads
(Krapivin, 2018) (also see Chap. 6) confirm that these and related developments will
merely intensify people’s sense of insecurity and uncertainty. Here, I agree with

3 A major project by the South African Career Development Association (SACDA) is under way to
make career counseling available to the entire South African population (see Chap. 5).
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Doyle’s (2017, p. 1) assertion that “upgrading one’s employment status has become
an ongoing process” and that workers should develop skills that cannot easily be
automated or performed by robots. Using a similar lens, I also believe that we should
approach the future from a ’positive uncertainty’ perspective (Gelatt, 1989). In other
words, we accept and feel positive about the uncertainty.

Workers are increasingly being offered short-term work assignments today (the
new “normal”) rather than longer term or even lifelong work contracts. They are being
left to their own devices to become employable (as opposed to merely attempting to
find work), to become career resilient, and to become adaptable (formerly referred
to as “maturing”). The fourth economic wave, driven by the Fourth Industrial Revo-
lution, has accelerated the need for skilled workers and decreased the demand for
un-, low-, or inappropriately skilled workers—a cause for considerable concern.

Need to balance work-life roles and making social contributions. Some of the
pressing challenges workers and work-seekers will increasingly experience include
blending their work and life roles, becoming and remaining employable (Savickas
& Porfeli, 2012), becoming and remaining career resilient (Maree, 2017a, 2017b),
and becoming and remaining career agile to retain and enhance their employability.
Finding a way somehow to stay relevant in the rapidly shifting and changing occupa-
tional world will therefore require revisiting and renegotiating the contracts between
employees and employers and ensuring that the criterion of “facilitating sustainable
decent work for every worker” supersedes all other considerations. This lofty aim is
achievable, but it depends on if and how much we want to achieve it. Each of us is
capable of contributing in this regard in seemingly unrelated contexts. I, personally,
value obtaining information from workers in lowly work situations (and even jobless
people) such as waiters, cleaners, newspaper vendors, postmen, security people, farm
workers, shop assistants, cashiers, and domestic workers. My questions normally
revolve around those aspects of their work they enjoy most and those they enjoy least.
I also try to find out what it is about their jobs that makes them believe they are (or are
not) doing meaningful work—why or why not they believe their work enhances their
overall sense of living a purposeful life and makes them feel wanted, appreciated,
acknowledged, or worth something in the workplace. Then, I ask them what they
really want to do in life: What will make them happy and feel that their work-life
is meaningful and purposeful. Their responses unfailingly humble and inspire me.
Many of them, for instance, want to become teachers, nurses, social workers, lawyers,
medical doctors, electricians, architects, and engineers. Their reasons for not having
pursued their dreams differ, but a few common themes run through their collective
responses. First, they feel that circumstances beyond their control prevented them
from pursuing their desired career-lives, such as poverty, lacking the money to enroll
in and pursue a field of study, and having had to take care of an ailing family member,
usually a parent. Second, most of them want to do work they consider more profes-
sional—work that will make them feel proud of themselves and earn the respect
of others. Third, they experience feelings of sadness, unfulfilment, frustration, and
being “trapped” in an unsatisfactory work situation. Fourth, they experience little or
no work satisfaction. Fifth, the money they earn is often regarded as less important
than a sense of “belonging” where they work and being made to feel “wanted” in
their workplace.
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In most cases, though, a brief counseling for self- and career construction discus-
sion with these workers is enough to bring about a change in their lives, to ignite
processes that promote the rewriting of their life stories, redesigning their lives, and
setting them on a career trajectory that can enhance their sense of personal and social
meaning in their lives. The following example illustrates this point. About a year ago,
I was on a visit to the little town of Hazyview, Mpumalanga; a seriously disadvan-
taged, impoverished part of South Africa where I am collaborating with colleagues
from the Good Work Foundation (GWF) to assess the effectiveness of a postmodern
life design intervention on the career adaptability and decision-making capacity of
impoverished and unemployed people. Staying at a nearby guesthouse, I was one
morning served breakfast by a humble and friendly young woman. In response to
my question about how she felt about her work, she said that she was working at the
guesthouse because she desperately needed money as she could not afford to apply
for admission to and study at a tertiary training institution. Asked what she wanted
to do, her eyes lit up when she said, “I want to become a nurse”. A brief interview
with her after hours confirmed that she was interested in and might become a nurse
to enact her key life themes. Asked further whether she had heard about the Sector
Education and Training Authorities (SETA) system, she shook her head. I scribbled
the contact details of the Health SETA on a piece of paper. Before too long she was
accepted into a nursing learnership and, judging by her feedback, participating in the
program has changed her life irrevocably. She felt that she was doing what she had
always wanted to do.

Linking economic waves, helping models in career counseling, attributes or
traits emphasized, and associated career interventions (Maree, 2019a, 2019b,
2019c, 2019d; Savickas, 2006a, 2006b). Table 4.2 shows the linking of economic
waves, helping models in career counseling, attributes or traits emphasized, and
associated career interventions.

Friendly volunteers. The practice of friendly volunteers providing informal
career counseling to people who wished to leave the farms of their parents and thus
needed career counseling (the precursor of vocational guidance) (Savickas, 2006a)
emerged as the first helping model in career counseling during the first economic
wave, which is associated with the First Industrial Revolution (Work 1) (Salimi,
2015; Schwab, 2017; The four industrial revolutions, 2017). In this era, land was
cultivated to make a living, and work was mostly an extension of the work of one’s
parents—children (workers) by and large stayed on the farms of their parents.

Vocational guidance. During the industrial era (the second economic wave, ca.
1900-1950), vocational guidance (Parsons, 2005) emerged as the second career coun-
seling helping model in career counseling. This period corresponded with Work 2.0
(the Second Industrial Revolution) (Salimi, 2015) when the mass manufacturing was
the prevalent mode of production (Molitor, 2000), numerous “jobs” were generated,
and people gathered together in cities.

Career education or career guidance. The third helping model (associated with
career education or career guidance) appeared during the third economic wave (ca.
1940-1990) (also known as the service wave), which was associated with Work
3.0 or the Third Industrial Revolution (Salimi, 2015). Automation was the order of
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the day. In this period, the pendulum swung towards using the skills of third-party
providers to access specialized know-how. The “test-and-tell” approach prevailed
with career counselors telling or advising people about suitable fields of study that
“matched” their personalities. The expectation was that people would choose a career
and “actualize” (develop) themselves and their careers, get promoted, and gradually
work their way up the corporate ladder (Savickas, 2002). Holland’s (1997) trait
and factor theory and Super’s (1955, 1957) life span, life-space theory are theories
associated with the third wave.

Self- and career construction counseling and life design. The emergence of
information communication technology (ICT) signaled the fourth economic wave,
which is associated with Work 4.0 or the Fourth Industrial Revolution (1990-). The
outstanding feature of this period is rapid technological and artificial intelligence
advances, including robotization (Salimi, 2015). In line with these advances, the
language of the career counseling discourse has also changed (see Chap. 6). Many
communication and computer technology developments were and still are char-
acterized by the loss of conventional jobs and the emergence of short-term work
assignments, dejobbing, protean and boundaryless careers, increased connectivity
and networking, and artificial intelligence. The attendant uncertainty, insecurity, and
loss of work identity led to work trauma in many employees. During this period, life
design intervention (the fourth helping model) emerged in Global North countries
in particular. Savickas (2000) summarized the outcome of these developments by
stating that “[c]areer must become more personal and self-directed to flourish in the
postmodern information age” (p. 59).

Life purpose counseling. I believe that life purpose counseling will lie at the
heart of fifth wave counseling, and its focus will be on inspiring clients and helping
them experience a sense of purpose in a world of work that will differ vastly from the
workplace of today. The notion of “work” will most likely be renegotiated, and the
emphasis in counseling will be on promoting social justice, ethical behavior, and the
common good—thus marrying the needs of human beings with the abilities of robots.
Currently, for instance, robots and drones are used to monitor, fight, and/or prevent the
spread of the coronavirus by delivering medicine and food and disinfecting locations
(Ackerman, Guizzo, & She, 2020; Marr, 2020).

Fifth Industrial Revolution. Even at this stage, the internet is already abuzz with
conjectures, hypotheses, and predictions about the Fifth Industrial Revolution and
especially its possible effect on the future of work and, consequently, the wellbeing
and future of humankind (see, for instance, Lindsay, 2019; Lindsay & Hudson, 2019;
Naidoo, 2019; Rundle, 2019). Some of the predictions are the following:

a. Artificial intelligence will enable human beings to answer instead of simply
keeping on asking bigger and more complex questions than before (Sterry, in
Lindsay, 2019).

b. Endeavors to ensure that all people receive a basic income will gain momentum
(Lewis, in Lindsay, 2019; Reich, in Lindsay & Hudson, 2019).

c. Whereas the Fourth Industrial Revolution appears intent on removing human
beings from the work environment, the Fifth Industrial Revolution will bring
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them back (Lindsay & Hudson, 2019), thus posing the question: “How can you
make the world ‘better’ rather than just ‘more efficient’ or ‘more productive’?”
(p- D.

To an increasing extent, people will be able to work from where they live.

e. The way in which employees are treated in small and large businesses will
increasingly impact on their psychological, social, and emotional wellbeing.

f. Given the disparity in access to the internet between Global South and Global
North countries, learners and workers in poor countries will be negatively affected
by the introduction of artificial intelligence and robots into the workplace (and
inadequate preparation of learners by education fraternities and of the workforce
by employers) as opposed the situation in Global North countries.

g. Naidoo’s (2019) observation is worth considering here: “In robot utopia, the
importance of innovation and advancement is not only embraced but celebrated
without fear of a total machine takeover or the extinction of man ... whatever
side of the fence you’re on in predicting humanity’s fate, there’s no stopping the
technology bullet train or the robots it is carrying” (n.p.).

Naidoo (2019) mentions the following two future scenarios.

First, the dystopian possibility (referred to as singularity) that human beings may
eventually be reduced to extinction by their own creations (robots) if robots become
“cleverer” (artificial super-intelligence) and refuse to accept instructions from human
beings and, instead, begin to issue instructions themselves.

Second, what the author terms robot utopia may eventuate. In this scenario, Al and
robotics will reduce human beings’ workload by eradicating boring, repetitive work
and help them take “wise” decisions. Human beings will have more time to do what
adds meaning and purpose to their career-lives. Most of the world’s population will
benefit from “the democratization of technology; where ordinary people will have
access to some of the most powerful technologies on earth and exist in harmony with
it all ... the importance of innovation and advancement is not only embraced but
celebrated without fear of a total machine takeover or the extinction of [hu]man([s]”
(Naidoo, 2019, n.p.) (Photograph 4.1 ).

4.1.3 Influence of Contemporaneous “Business Models”
on Career Counseling Helping Models
and the Foregrounding of Certain Personality Traits
(Savickas, 2006a, 2006b; Maree & Morgan, 2012)

As discussed earlier, the state of a country’s economy at any particular stage,
the nature and impact of the corresponding industrial revolution, and the associ-
ated “manufacturing paradigm [will] transform the way in which we work and do
business” (Salimi, 2015, p. 1). Our approach to career counseling intervention is
informed by the feature (e.g. identity) that is focused on at any given time. This focus
shapes our intervention and co-determines how we administer career counseling in
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Photograph 4.1 Celebrating innovation and advancement

a given context and at a given time. Providing context for our chosen career coun-
seling approach and style (e.g. a “test-and-tell” approach or a life design approach)
(Guichard, 2009; Savickas, 2011a; Savickas et al., 2009a, 2009b, 2009¢, 2009d) is
key to ensuring that the service we render is in the best interests of clients (Taber,
Hartung, Briddick, Sensoy-Briddick, & Rehfuss, 2011). Today, probably more than
ever before, a sense of hope and purpose needs to be rekindled in clients in a world
in which many people have lost hope in the future. People need to rediscover a sense
of purpose and meaning in the face of the message that robots are replacing workers
and at a time when “work” as we know it is losing meaning in occupational contexts
that no longer “hold” workers in the way they used to.

Traits such as integrity, autonomy, humility, and frugality were valued during
the first economic wave, and, accordingly, work success was achieved through
people’s individual endeavors (Savickas, 1993). During the second wave, following
the example set by natural scientists, people working in the field of career counseling
began to develop “objective” assessment instruments. The aim was to find a way to
“test” people objectively to establish their personality traits (e.g. interests, aptitudes,
and intelligence). It was believed that testing or measuring was sufficient to obtain
objective information that could predict people’s success in given work environments
for the duration of their career-lives. Intervention was aimed at establishing a satis-
factory fit or match between people and their careers as it was thought this would
ensure success in a career (Maree, 2013; Watson, McMahon, Mkhize, Schweitzer,
& Mpofu, 2011). During the third economic wave* the idea of “making meaning”

“4Here again I emphasise the difficulty of generalizing in these matters. As mentioned, different time
frames applied to what happened in the Global South and the Global North in particular.
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in one’s occupation or work began to emerge. The emphasis shifted from relying
almost exclusively on measuring people’s “objective” traits (Hergenhahn, 2005) to
emphasizing their individuality, enhancing their career adaptability, improving their
attitudes, developing their (self-)belief, and enhancing their competencies (ABCs).
Today, career counseling emphasizes people as individuals and promotes under-
standing of their idiosyncratic situations rather than how they resemble or differ
from one another (Byars-Winston, 2013). Logical positivism (with its emphasis on
how people resemble one another) as the predominant guiding theory was gradually
replaced by subjective, existential-humanistic approaches (with their emphasis on
people themselves and their distinctiveness) (Hergenhahn, 2005; Lent, 1996). The
pendulum thus swung from measuring people’s “objective”, “fixed” traits towards
revealing their unique style of seeing things (constructing reality). Helping people
not only move forward but actually take the action needed to bring about therapeu-
tically relevant change in their lives and advance their sense of who they are began
to take center stage in career counseling (Rogers, 1942; Seligman, 1994).

The trend that emerged during the third economic wave, namely an increased
emphasis on people’s identity (Who am I? Where do I “fit in”?) instead of on their
“personality profiles” became even more pronounced during the fourth wave. There
is today less emphasis on “climbing the corporate ladder”. Modern career coun-
seling intervention is thus to a large extent aimed at promoting the stability of career
identities (Savickas, 2010). Helping people narrate their life stories is key, with the
emphasis on helping them attain lucid, coherent, and stable life-story narratives or
self-portraits.

To manage change in the workplace, people should increasingly be encouraged
to examine, understand, appreciate, and embrace, rather than fear, the new and
changing dynamics of the world of work. This includes accepting the idea of life-
long learning and becoming more employable, more adaptable, and more career
resilient (Hartung & Cadaret, 2017; Maree, 2017a, 2017b). Wolfe (2017) maintains
that acquiring competencies such as curiosity, creativity, conscientiousness, critical
thinking, collaboration, and intellectual agility is essential in this regard. Palti (2017)
rates the quality of creativity as particularly important today and argues that this trait
sets human beings apart from machines (robots). Speaking of the words “creative”
and innovative”: Here is a simple way of informally ‘assessing’ people’s sense of
creativity and innovation before any formal assessment. Provide them with a blank
piece of paper and ask them what they see on the piece of paper. In most cases, they
will struggle to give creative, innovative responses—until they discover that what
they see depends to a large extent on what they choose to see.

4.2 Summary

During the past 130 years or so, the guiding theoretical and conceptual underpin-
nings of career counseling theory, research, intervention, and policy making have
been informed and influenced by, and have also coincided with, general global



80 4 How Global Change Necessitates Innovation in Career Counseling ...

advances in fields such economics and different industrial revolutions. During this
time, premodernism was gradually replaced by modernism, modernism by high
modernism, and, eventually, high modernism by postmodernism (Watson & Kuit,
2007). It may seem logical to use the term “post-postmodernism” here, but it is
too unwieldly and awkward to the liking of many. Terms such as altermodernism,
cosmodernism, digimodernism, metamodernism, performatism, postdigitalism, and
posthumanism have therefore been put forward (Basulto, 2011; Gibbons, 2017), but
the jury is still out as to which term is the most appropriate.

What is clear, though, is that career counseling theorists, researchers, practi-
tioners, and policy makers need to constantly revisit, reconsider, update, and adapt
their theory base, research endeavors, career counseling intervention, and policy
making in line with changing economic, industrial, and social circumstances to
ensure that the profession retains its currency and value for people. This includes
examining critically the influence of different business models on career counseling
(Kinkar, P5ld, Umarik, & Oun, 2019). It also includes making a connection between
different economic waves, helping models in career counseling, and, especially, those
attributes or traits that were emphasized during each successive wave in these subject
fields. This will help us understand the influence of contemporaneous ‘“business
models” on career counseling helping models and foreground certain personality
traits to help people manage change in the workplace by examining, understanding,
appreciating, and embracing, instead of fearing, the new and changing dynamics of
the world of work. Put differently, people should be encouraged to develop those
traits (survival or thriving skills) that will enable them to transition successfully and
repeatedly from one work context to another. These skills include being able to code
and knowing more than one programming language.

In the next chapter, the spotlight falls on the key issue of providing context for
career counseling in contexts that differ from those in and for which it was initially
conceptualized and implemented.
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